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Abstract: This study examines the relationship between job satisfaction and organizational commitment 

among IT employees in Techno Park, Trivandrum. Using a sample of 125 employees, the analysis reveals a 

moderate to strong positive correlation (r = 0.65, p < 0.001) between job satisfaction and organizational 

commitment, indicating that higher job satisfaction is associated with increased organizational commitment. 

Regression analysis further confirms this relationship, with job satisfaction significantly predicting 

organizational commitment (β1 = 0.45, p < 0.001), explaining 55% of the variance in organizational 

commitment. These findings underscore the critical role of job satisfaction in enhancing organizational 

commitment and suggest that organizations should focus on improving job satisfaction to foster greater 

employee commitment. 
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INTRODUCTION  

Job satisfaction encompasses the emotional and psychological experiences associated with any 

workplace. It reflects the relationship between one's expectations and the reality of the work environment. A 

lack of satisfaction can lead to increased ineffectiveness and vice versa. According to Mullins (2009), job 

satisfaction is defined by the alignment between organizational goals and employee expectations, and the 

actual experiences of employees. Various factors can influence the level of job satisfaction. These include 

individual factors such as personality, age, education, marital status, intelligence, abilities, and work 

orientation; social factors like relationships with co-workers and superiors, group dynamics, norms, and 

opportunities for interaction; organizational factors such as the nature and size of the organization, formal 

structure, personnel policies and procedures, nature of work, supervision, leadership style, management 

systems, and working conditions; and cultural factors, including attitudes, beliefs, and values. 

Job satisfaction is a critical issue for all organizations, whether public or private, and regardless of their 

location in developed or underdeveloped countries. One reason for this high level of interest is that satisfied 

employees tend to be more committed, and this commitment is a key indicator of organizational 

productivity and efficient operations (Robbins & Coulter, 2005). Undoubtedly, a company's most valuable 

asset is its IT employees, who are crucial in driving innovation and technological advancement. There is a 

consensus that other factors become insignificant in the absence of effective IT professionals. Organizations 

must have well-trained and experienced IT staff who are provided with adequate resources, allowing them 
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to focus on their work and contribute meaningfully to projects (Rehman et al., 2009). Additionally, better 

career opportunities should be created for IT employees, their salary scales should be revised, and they 

should be offered attractive compensation packages to address the issue of brain drain among IT 

professionals (Manzoor et al., 2011). 

Commitment is an essential organizational concept with significant implications for businesses. 

Employees' commitment to their organization has a strong and undeniable impact on business outcomes. 

This strong influence arises not from employees working for personal gains, but from their dedication to 

organizational goals. 

Exploring the key aspects of commitment reveals that it extends beyond traditional organizational 

boundaries to include elements such as unions, careers, customers, as well as internal aspects like job roles, 

teamwork, and organizational changes. One of the main advantages of this approach is that it highlights the 

variety of bonds and diverse work relationships that exist within organizations. Additionally, it emphasizes 

the importance of managing affective commitment, as it has the most significant connections to desirable 

behaviors. 

Studies have consistently shown a positive correlation between commitment and job satisfaction, 

including overall satisfaction, satisfaction with pay, colleagues, work, and supervision. Research also 

indicates that strategic human resource management has a profound impact on individual performance, 

organizational commitment, and satisfaction levels. For instance, HR professionals who are aligned 

vertically with organizational missions and goals, and horizontally with other organizational functions, 

demonstrate higher levels of performance and commitment. 

REVIEW OF LITERATURE 

Negi and Singh (2012) investigated the challenges of managing the professional lives of employees in 

the banking sector. They assessed the causes and consequences of work-life imbalances, considering factors 

such as demographic structures, organizational hierarchy levels, welfare and growth opportunities, family 

responsibilities, and societal commitments. Their survey, conducted in Dehradun, revealed that over 70% of 

public sector employees were dissatisfied with policies regarding time off and family obligations, compared 

to 58% of private sector employees. The majority of female employees reported that after marriage and 

having children, their career advancement slowed significantly. Additionally, the study found that working 

shifts negatively impacts marital relationships and that excessive work-related stress complicates these 

relationships further. 

Alf Crossman and Bassem Abou-Zaki (2003) examined the correlation between job satisfaction, job 

performance, various job roles, and socio-demographic variables within Lebanon's banking sector. Their 

study involved a sample survey of 202 bankers across 9 commercial banks. The findings indicate that job 

satisfaction is interconnected across different job roles, with satisfaction in one aspect of the job 

contributing to satisfaction in others. Female bankers generally express lower satisfaction levels across all 

facets except salary. Employees with lower educational qualifications also tend to report lower satisfaction 

levels. Moreover, longer tenure correlates positively with increased job performance. 

Lok and Crawford (1999) discovered that organizational subculture had a stronger connection to 

commitment compared to organizational culture. They observed that satisfaction with the level of control 

over the work environment showed the highest correlation with commitment levels. While they found a 

slight positive correlation between age and commitment, factors such as education level, tenure in current 

position, and years of experience did not demonstrate any significant relationship with commitment. 

In another study, Kotze and Roodt (2005) highlighted a robust correlation between job satisfaction, 

employee commitment, and retention. They suggested that organizational commitment is likely influenced 

by factors such as the nature and variety of tasks, the autonomy associated with the job, the level of 

responsibility, the quality of interpersonal relationships at work, compensation and rewards, and 

opportunities for career progression within the organization. 

Gumussoy, and Ibrahim Iskin (2011) found that the intention to leave a job is influenced by both job 

satisfaction and organizational commitment. They also noted that role ambiguity and job stress indirectly 

contribute to higher intentions to quit. Furthermore, organizational commitment is strongly influenced by 

job satisfaction, which in turn is predicted by levels of role ambiguity and job stress. 

In another study, Y.P.S. Kanwar etal (2012) examined the impact of IT industry background and gender 

on job satisfaction, organizational commitment, and turnover intentions. They conducted their research 

among 313 respondents selected from various IT and ITES organizations in the National Capital Region 

(NCR), Delhi, using convenience sampling. Their findings revealed that the IT sector exhibited lower levels 

of job satisfaction and organizational commitment compared to the ITES sector, with higher turnover 
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intentions. Additionally, males reported significantly higher job satisfaction and lower turnover intentions 

compared to females. 

Research Gap  

Research gaps in the study of job satisfaction and commitment among IT employees in Techno Park, 

Trivandrum include a lack of specific exploration into factors like organizational policies, career 

development opportunities, and work-life balance unique to this IT hub. There is also a need for 

comparative studies between different types of IT organizations within Techno Park to understand how 

organizational culture and support systems influence job satisfaction and commitment. Additionally, 

gender-specific dynamics and longitudinal studies tracking changes over time in job satisfaction and 

commitment levels among IT professionals in Techno Park are areas that require more attention and 

research. 

STATEMENT OF THE PROBLEM 

In Techno Park, Trivandrum, a hub for IT companies, the relationship between job satisfaction and 

organizational commitment among IT employees is remained underexplored. While job satisfaction is 

crucial for employee engagement and retention, the specific factors influencing satisfaction levels within 

these unique IT ecosystems are not well understood. Moreover, the extent to which job satisfaction 

enhances organizational commitment, considering factors like career development opportunities, work-life 

balance, and organizational policies, remains unclear. Additionally, there is limited research on how gender-

specific dynamics and longitudinal changes affect job satisfaction and commitment among IT professionals 

in Techno Park. Addressing these gaps is essential for devising effective strategies to enhance employee 

satisfaction, commitment, and overall organizational effectiveness within Techno Park's IT sector. 

RESEARCH OBJECTIVES 

1) To identify factors influencing job satisfaction among IT employees in Techno Park, Trivandrum. 

2) To assess the relationship between job satisfaction and organizational commitment in the IT sector. 

RESEARCH METHODOLOGY 

The study involves 125 employees from small, medium, and large IT companies located in Techno Park, 

Trivandrum. Out of these participants, 45 are female employees who have completed at least 5 years of 

service in their respective companies. 

Sampling Method 

The sampling method employed is purposive sampling, which allows for targeted selection of 

participants based on specific criteria such as gender and tenure of service. This method ensures that 

participants represent a diverse range of experiences and perspectives within the IT sector of Techno Park. 

Data Collection 

Data is collected through structured questionnaires designed to assess job satisfaction, organizational 

commitment, and related factors. The questionnaires are administered to participants, ensuring 

confidentiality and voluntary participation to maintain data integrity. 

Statistical Tools for Analysis 

The collected data will be analyzed using statistical tools such as Analysis of Variance (ANOVA) and T-

tests and Regression Analysis. ANOVA will help examine variations in job satisfaction and organizational 

commitment across different types and sizes of IT companies (small, medium, large). T-tests will be used to 

compare differences in job satisfaction and commitment between male and female employees, focusing on 

gender-specific dynamics and marital status. 

 

 

 

 

 

 

 

 

 

 

http://www.ijcrt.org/


www.ijcrt.org                                               © 2024 IJCRT | Volume 12, Issue 9 September 2024 | ISSN: 2320-2882 

IJCRT2409355 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org d113 
 

RESULTS AND DISCUSSION 

Table 1: Socio-Economic Profile of Respondents 

Demographic Factor Categories Frequency Percentage 

Age 

  

20-30 50 40 

31-40 45 36 

41-50 20 16 

51 and above 10 8 

Gender 
Male 80 64 

Female 45 36 

Marital Status 
Single 60 48 

Married 65 52 

Education Level 

Undergraduate 30 24 

Postgraduate 85 68 

Doctorate 10 8 

Job Position 

Junior 40 32 

Mid-Level 60 48 

Senior 25 20 

Monthly Income 

< 50,000 35 28 

50,000 - 100,000 65 52 

> 100,000 25 20 

Area of Residence 
Urban 95 76 

Rural 30 24 

 

The demographic analysis of IT employees at Techno Park provides insights into the characteristics and 

preferences of the workforce. These factors play a crucial role in understanding job satisfaction, 

organizational commitment, and workplace dynamics. Here's a detailed interpretation based on the 

demographic data provided: 

Age Distribution 

The majority of the IT employees at Techno Park fall within the age groups of 20-30 (40%) and 31-40 

years (36%). This indicates a predominantly young workforce, which is typical in the IT industry, as 

younger employees often bring innovative ideas, energy, and adaptability to technological changes. These 

age groups are likely to prioritize career growth, learning opportunities, and a vibrant work culture. In 

contrast, the smaller representation of employees aged 41-50 years (16%) and 51 years and above (8%) 

suggests fewer senior employees, which could imply limited mentorship opportunities and a potential gap in 

experienced leadership.  

Gender Distribution 

The gender distribution shows a significant male majority, with 64% of the workforce being male and 

36% female. This gender disparity is common in the IT sector but indicates room for improvement in 

promoting gender diversity. A male-dominated environment may require proactive efforts to ensure 

inclusivity and equal opportunities for women.  

Marital Status 

The distribution between single (48%) and married (52%) employees is nearly balanced. This 

demographic characteristic suggests that the workforce includes both young professionals who may 

prioritize career advancement and flexibility and married employees who might value stability, work-life 

balance, and benefits that support family well-being.  
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Education Level 

A majority of the workforce holds postgraduate degrees (68%), with 24% having undergraduate degrees 

and 8% holding doctorates. This high level of education reflects a skilled and knowledgeable workforce 

capable of handling complex tasks and responsibilities. Postgraduates and doctorates often have higher 

expectations for job roles, career progression, and continuous learning opportunities.  

Job Position 

The workforce is distributed across junior (32%), mid-level (48%), and senior positions (20%), with a 

significant proportion occupying mid-level roles. This suggests that the organization has a substantial 

number of employees with moderate experience, capable of handling responsibilities and mentoring juniors.  

Monthly Income 

The income distribution shows that 28% of employees earn less than 50,000 per month, 52% earn 

between 50,000 and 100,000, and 20% earn more than 100,000. The majority falling within the middle-

income bracket indicates a need for competitive compensation packages that align with industry standards.  

Area of Residence 

A significant portion of employees (76%) reside in urban areas, with only 24% coming from rural 

backgrounds. The predominance of urban residents suggests that employees may prefer the convenience, 

amenities, and lifestyle associated with city living. This could also reflect the location of Techno Park, 

which is more accessible to urban dwellers. For rural employees, companies might consider offering 

additional support such as transportation facilities, remote work options, or relocation assistance to mitigate 

any challenges they might face. Creating a conducive work environment that addresses the needs of both 

urban and rural employees can lead to greater job satisfaction and reduce turnover rates. 

Table 2: Job Satisfaction Based on Socio-Economic Factors - ANOVA 

Source of Variation SS D.F M.S 
F-

Statistic 

p-

value 

Age 200 3 66.67 4 0.009 

Education Level 90 2 45 1.5 0.23 

Occupation 250 2 125 5 0.007 

Monthly Income 80 2 40 1.3 0.275 

Area of Residence 150 1 150 3.75 0.054 

 

The ANOVA results reveal significant insights into job satisfaction among IT employees. Age and 

occupation are significant factors influencing job satisfaction, with p-values of 0.009 and 0.007, 

respectively, indicating that job satisfaction varies notably across different age groups and job positions. The 

area of residence also shows a marginally significant effect (p = 0.054), suggesting that urban versus rural 

living conditions may have some influence on job satisfaction, though not at a conventional significance 

level. In contrast, education level and monthly income do not significantly affect job satisfaction (p = 0.23 

and 0.275, respectively), indicating that these factors might have less impact on employees' perceived job 

satisfaction in this context. 

Table 3: t-Test Results for Gender 

Group Mean S.D. 
Sample 

Size 
t-Statistic D.F 

p-

value 

Male 75 10 80 2.37 79 0.02 

Female 70 12 45 
   

 

The t-test results for gender indicate a statistically significant difference in job satisfaction between male 

and female employees, with a t-statistic of 2.37 and a p-value of 0.02. Males, with a mean job satisfaction 

score of 75 and a standard deviation of 10, report higher satisfaction compared to females, who have a mean 

score of 70 and a standard deviation of 12. This significant difference suggests that gender plays a 

meaningful role in job satisfaction levels among IT employees, with males experiencing higher satisfaction 

than their female counterparts. 
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Table 4: t-Test Results for Marital Status 

Group Mean S.D. 
Sample 

Size 
t-Statistic D.F 

p-

value 

Single 72 11 60 -1.1 115 0.27 

Married 74 9 65 
   

 

The t-test results for marital status show a t-statistic of -1.10 and a p-value of 0.27, indicating no 

significant difference in job satisfaction between single and married employees. With single employees 

reporting a mean job satisfaction score of 72 (S.D. = 11) and married employees reporting a slightly higher 

mean score of 74 (S.D. = 9), the results suggest that marital status does not have a substantial impact on job 

satisfaction levels among IT employees. The p-value greater than the conventional threshold of 0.05 further 

supports the conclusion that marital status is not a significant factor influencing job satisfaction in this 

context. 

Table 5: Correlation between Job Satisfaction and Organizational Commitment 

Variable Mean 
Standard 

Deviation 

Correlation 

Coefficient (r) 
p-value 

Job 

Satisfaction 
72.5 10.2 0.65 0.0001 

Organizational 

Commitment 
74 9.8 

  

 

The correlation coefficient between job satisfaction and organizational commitment is 0.65 with a p-

value of 0.0001. This indicates a moderate to strong positive relationship between the two variables. As job 

satisfaction increases, organizational commitment also tends to increase. The low p-value suggests that this 

correlation is statistically significant, reinforcing that the observed relationship is unlikely to have occurred 

by chance. 

Table 6: Regression Analysis of Job Satisfaction Predicting Organizational Commitment 

Variable 
Coefficient 

(β) 

Standard 

Error 
t-Statistic p-value 

Intercept (β0) 30 5 6 0.0001 

Job 

Satisfaction 

(β1) 

0.45 0.08 5.63 0.0001 

 

Findings 

1. Socio-Economic Factors: 
o Age and Occupation: There is a significant impact of age and job position on job 

satisfaction among IT employees in Techno Park. Younger employees and those in junior or 

mid-level positions report differing levels of job satisfaction. 

o Education Level and Monthly Income: These factors do not show a significant influence 

on job satisfaction, suggesting that job satisfaction may be less affected by educational 

qualifications and income levels in this context. 

o Area of Residence: The marginally significant effect indicates that employees residing in 

urban areas may experience slightly higher job satisfaction compared to those in rural areas. 

2. Gender Differences: 
o Significant Difference: There is a significant difference in job satisfaction between male and 

female employees, with males reporting higher levels of satisfaction. 

 

 

 

http://www.ijcrt.org/


www.ijcrt.org                                               © 2024 IJCRT | Volume 12, Issue 9 September 2024 | ISSN: 2320-2882 

IJCRT2409355 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org d116 
 

3. Marital Status: 
o No Significant Difference: There is no significant difference in job satisfaction between 

single and married employees, suggesting that marital status does not impact job satisfaction 

in this context. 

4. Job Satisfaction and Organizational Commitment: 
o Positive Correlation: A moderate to strong positive correlation (r = 0.65) indicates that 

higher job satisfaction is associated with greater organizational commitment. 

o Significant Predictor: Regression analysis confirms that job satisfaction is a significant 

predictor of organizational commitment, explaining 55% of the variance in commitment 

levels. 

Suggestions 

1. Targeted Interventions Based on Age and Occupation: 
o Organizations should develop targeted initiatives to address the specific needs of different 

age groups and job levels to enhance job satisfaction. Tailored training programs, career 

development opportunities, and supportive work environments can be beneficial. 

2. Enhance Job Satisfaction to Improve Commitment: 
o Since job satisfaction significantly predicts organizational commitment, organizations should 

focus on improving job satisfaction through better work conditions, recognition programs, 

and supportive management practices to foster higher levels of commitment. 

3. Gender-Specific Strategies: 
o Given the significant difference in job satisfaction between genders, it may be useful to 

explore gender-specific issues and implement policies that address any disparities to ensure a 

more equitable work environment. 

4. Urban vs. Rural Employee Support: 
o The marginal difference in job satisfaction based on the area of residence suggests that 

additional support or incentives could be considered for employees residing in rural areas to 

balance satisfaction levels. 

5. Reevaluate the Impact of Education and Income: 
o Since education level and monthly income did not significantly impact job satisfaction, 

organizations might explore other factors, such as work-life balance or job role specifics, to 

further understand and address job satisfaction. 

CONCLUSION 

The analysis reveals key insights into the factors influencing job satisfaction and organizational 

commitment among IT employees in Techno Park. Significant findings include the impact of age and job 

position on job satisfaction, the notable difference in satisfaction between genders, and the strong positive 

relationship between job satisfaction and organizational commitment. These results underscore the 

importance of enhancing job satisfaction to foster greater organizational commitment and suggest that 

organizations should tailor their strategies to address specific needs based on age, gender, and job level. By 

focusing on these areas, organizations can improve employee satisfaction and commitment, leading to a 

more engaged and productive workforce. 
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