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ABSTRACT

Earlier studies mainly analyzed the relationshigween perceived organizational value and orgarminati
commitment in a direct way. Limited studies of eay@es of construction equipments industries indntowever, have
found that job satisfaction is a mediator varialilethe relationship between perceived organizatiorsdue and
organizational commitment. The aim of this study(is To analyze Personal value and its effectpulgh organizational
commitment, on job satisfaction (ii) To examine @igational value and its effect, through orgamizetl commitment,
on job satisfaction (iii) To study Income and Doiteicand its effect on Organizational Commitment goidl satisfaction
(iv) To examine Marital Status and its effect ong@nrizational Commitment and job satisfaction thiowgempirical
study. The data gathered from the survey was aedlyz SPSS (Statistical Packages for Social Scjevession 20.
The following analyses were conducted. Statistioals like Regression analysis and Logistic regogssnalysis were
used to model dichotomous outcome variables. Tidirfgs indicated that perceived organizational @diad a negative
effect but personal value had a significant positeffect on job satisfaction, affective, normatiaad continuous
commitment. Implications were presented for HR ngens of construction equipment industry who wankeéep and

encourage their employees to work in the industry.

KEYWORDS: Perceived Organizational Value, Perceived Persovialue, Job Satisfaction, Organizational

Commitment, Construction Equipments Manufacturimguistries, Tamil Nadu
INTRODUCTION

In today’s viable world every organization is fagimew challenges regarding unrelenting productihd
creating committed workforce. Well motivated andmeoitted employees with high levels of job involvarheare
considered to be the most important asset for amanization which serves as key to quality and peotiglity
improvements. Individuals enter an organizatiorhvgteconceived notions of what “ought” and whatdbtinot” to be.
People’s values tend to be congruent with the wathat are upheld in their work environments (AdkiRussell, &
Werbel, 1994). Organizational commitment is onetlaf three research attitudes (Cook, Hunsaker & &yofi997).
Organizations that have ethical values, coupleth fatmal systems that are also congruent, canenfia the likelihood

that employees will behave in ethical ways (TreyMteaver, & Reynolds, 2006). When employees aiisfigat with their
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job, they are committed and usually not temptedotik for other opportunities (Lok, Wang, Westwood &awford,
2007).

This research was done in construction equipmeMNEMbased manufacturing industries. MNCs are aftsd
as an option for semi skilled employees to earn khewledge and experience before moving to anotiedter
organization. Therefore MNCs repeatedly experietiee loss of skilled employees who could play a gartthe
improvement of the organizations production. Thisslof skilled employees could be the result ofrttheing dissatisfied
which could influence their commitment to the ongation. It would be interesting to see how valuagdgluence

commitment and satisfaction and also its relatignsfithin MNCs.

OPERATIONALIZATION OF THE CONCEPTS
Personal Value

Personal values are our core beliefs, values, &ildspphies that we hold about life, its purposed aur own
purpose. Personal Value is a concept that desdtilgelseliefs of an individual or culture is abselot relative and ethical

value, the assumption of which can be the basistfacal action.
Organizational Value

Organizational Values are a set of beliefs thati$p@niversal expectations and preferred moddsediavior that

contribute to the unique social and psychologicairenment of an organization.
Employees’ Organizational Commitment

Organizational commitment is employees’ willingnéssvork hard to improve their companies, the #tveen
the firm’s and the worker’s values, reluctancedave, and loyalty toward or pride taken in workfogtheir employers.
An individual's attitude towards an organizatiomittloonsists of (1) a strong belief in and accemafdhe organization’s
goals and values; (2) a willingness to exert carsidle effort on behalf of the organization; anyl ¢3strong desire to

maintain membership in the organization.
Job Satisfaction

Job satisfaction is the level of contentment agefeels regarding his or her job. This feelingnainly based on
an individual's perception of satisfaction. Joliséattion can be influenced by a person's abititgamplete required tasks,
the level of communication in an organization, ahd way management treats employees. Thus, Jodfasditon is
Person's emotional feeling toward the job as a eytexhd how satisfied a person feels concerningspaca of his or her

job, such as pay, hours, or benefits.

LITERATURE REVIEW

Perceived Personal Value

Kaye and Jordan-Evans (2009) the importance ofoa gaatch between organizational and personal vatubse
more important than the income they get. Suar D khdntia (2010) stated that “values are, thus, pridnivers of
personal, social, and professional choices”. Valuidisience how individuals live their lives bothgbessionally and

personally.
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Perceived Organizational Values

Suar, D., & Khuntia, R. (2010) Organizational vawevelop organizational norms, guidelines, or etgimns
that prescribe appropriate kinds of behavior by leyges in particular situations and direct the bedraof organizational
members toward one another. Prachi Agarwal & PkggrSagar (2012) argues that employees are ni@lg to leave an
organization when their personalities do not mabehorganizational culture rather then when thkiltssor personalities

are a good match with a particular job.
Employees Organizational Commitment

Dr. Santosh Kumar Tripathy (2011) Employee commitiris the psychological and emotional attachment of
individual to their jobs, careers, work groups earts, and peers. A Khalid |. Alshitri (2013) Peedomariable
(Age, gender, education level, and years of expeehas effects on organizational commitment gflegees working at

different hierarchical levels.
Job Satisfaction

Ekta Sinha (2013) Empowerment & Work Environmentpritéhg Relation, Salary & Future prospects,
Training & work Involvement and Job Rotation are thnain factors to enhance the satisfaction levetraployees.
Hassan Ahmed (2014) Work Family Life is a mediatfiagtor in employee performance and one of theoredsr

employee turnover.
THE PRESENT STUDY

In industrial sector high turnover is not an inebie consequence of the manufacturing area, bubtdegm that
can be successfully addressed by understandingcentges and adopting best organizational valu¢egtes that can

improve commitment, satisfaction among employees.

Thus with the review of literature, it becomes ewitithat though a lot of studies are conductedratglg on
perceived personal - organizational value and peise organizational commitment, with job satisfastas mediating
variable, but very few studies are there on indaissector linking these variables. So it is cru¢étaconduct a study on
“Impact of perceived personal - organizational eslon employee’s personal - organizational comnmitraéth reference
to construction equipments manufacturing indusagtl also to identify the important management facto retain the

highly talented workforce.
CONCEPTUAL FRAMEWORK

The figure presents a summary diagram of the pegb@®nnecting model for the prediction of organoel
commitment and job satisfaction from the conceptsrsonal value and organizational value. The megetifies the
effects of personal and organizational value haverganizational commitment and job satisfactiothwiemographic as

control variable. In this section the basis of pneposed conceptual framework is presented.
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Figure 1: The Proposed Connecting Model
OBJECTIVES
e To study the demographic profile of the employees’.
» To classify the existing domain of employees’ pae@nd organizational commitment.
* To assess the relationship between Personal vatlierganizational value
* The analyze the relationship between Organizaticoalmitment and Job satisfaction

METHODOLOGY

Research Design
The research design used in this case of the ssudscriptive.
Universe and Sampling

Kanchipuram district has Special economic zone (SEZSriperumbudur and Oragadam. Thiruvallur ditstnas
special economic zone (SEZ) at Kakalur and Gumromigli. These places have a large number of differen
manufacturing industries. The researcher have teglethese places to study the effect of perceivetsgmal -
organizational values on employees’ organizatiaw@hmitment and job satisfaction among shop floopleyees of
construction equipments manufacturing industrigspr&sent there are four types of MNC based cocitsti equipments
manufacture industries in and around Kanchipuramh &hiruvallur Districts, and the universe is 153spondents.
From the total population of 1535, 307 respondevése selected as sample. The shop floor employee listed in
alphabetical order. From the alphabetical list g £mployees’ 307 samples have been randomly sdlédxt picking
multiples of fifth name from the list of total numbof 1535.

Sources of Data

Primary data were collected from shop floor empésyef construction equipments manufacturing indestand
secondary data were collected from the books, glsrand other reports available in the library émotn the valuable

resources in the internet.

Variables Taken in this Study

Types of Variable Variables Tool Used
Independent Perce!ved Persor_lal \/alue Nath, Lukas and Thiagarajan (1968)
Perceived Organizational Value | PaulMcDonald and Jeffrey Ganz (1993)
Dependent Organiz_ationgl Commitment Meyer and Allen’s (1990)
Job Satisfaction Paul E. Spector, (1985)
Control Variable Demographic Profile Self Structlire
Total Question 132
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Data Collection and Analysis

The questionnaire method was selected to collget ida the research because it ensured quantifigsigonses
for the same items from all respondents. The fdlhgwanalyses were conducted Chi-Square test, tstAmova,

Regression analysis, Logistic regression.

FINDINGS

Descriptive Statistics

Variables Mean Std. deviation N
Personal value 3.384 1.087 307
Organizational value 3.796 1.107 30[7
Organizational commitment 3.302 1.276 307
Job satisfaction 3.086 1.092 30[

Through the mean value it can be concluded thasopat values and organizational values are high in
organizations which together counts for higher allebase of the organization. Also it is seen tbeganizational

commitment and job satisfaction scale is highes$hénorganization.
Personal Value has a Direct effect on Job Satisfaoh and Organizational Commitment (Chi-Square Test)

The results proved that there was a significargéatieffect (p = < .05) of personal value on theelesf job
satisfaction and organizational commitment showreinployees. The expected effect that personal watudd have on
job satisfaction and organizational commitment siggificant. The workforce within “CEMI” is usuallgot small which
makes it not possible for leaders to be involvedaisks and consider employees’ individual needspatencies and

ambitions.

Marital Status has a Direct Positive Effect on withPersonal Value and Organizational commitment (Reg¥ssion

analysis)

The results from this research proved that thers imadleed a significant direct effect from Maritdhtsis
(p = < .05) on organizational commitment througkithpersonal value. The expectation was that tlecebf this
demographic variable type on organizational commithwas only mediated by job satisfaction. Thergdgng outcome
was that the direct effect of marital status wasitpe with organizational commitment through thpersonal value.
According to the statistics given in chapter foGEMI” has more married employees, which is knowrttees proof for

their increased commitment through their percepedonal values.
Age has a Direct Positive Effect on Job Satisfactioand Organizational Commitment (Regression Analysi)

The research found that there could be a positivectdeffect (p = < .05) between age and Orgaropat

commitment through job satisfaction.

The result of this research proved that the em@syd CEMI” was under 40 years of age, it couldsbme of the reasons

for their commitment through job satisfaction.
Education has a Direct Positive Effect on Job Safiaction and Organizational Commitment (Logistic Regession)

The research found that there could be a positineetdeffect (p = < .05) between education and @izgional
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commitment through job satisfaction.

The result of this research proved that the CEMIS good number of educated employees, it couldime ®f the reasons

for their commitment through job satisfaction.
The Direct Relationship between Personal Value andob Satisfaction (Regression Analysis)

Personal value had a highly significant relatiopskith job satisfaction (p =.001) but it was a pesi
relationship instead of a negative one as was hgsated. The organizational value did not haveyaificant relationship
with job satisfaction and with Organizational conment. Most “CEMI” do not have a research and dmgwelent

department, so organizational commitment due tmaovative organizational value is not likely tococ.
Summary

Looking at the hypothesized model, it becomes clisat certain relationships are not as was expected
There are also new relationships found between different variables. Another noteworthy fact is tthaersonal
value has a direct effect on job satisfaction arghoizational commitment and the relationship isifpee instead of
negative. It is also to be noted that organizatiormue has negative relationship with organizaionommitment.

The following figure shows the hypothesized moda#lsted to the above results.

k-

Personal value

COreanizational

P Commitment

» domicils

Figure 2: Model Based on the above Hypothesis Retsil
RECOMMENDATIONS AND CONCLUSIONS

The findings of this research have implicationsoth theory and practice. Further research shoeldonducted
to other concepts that influence Organizational @dtment. Leaders should realize that influencing tommitment of

employees leads to higher performance and lowaouar rates among other things.

» Organizations, such as the International Labour a@imation, Confederation of Indian Industries,
Indian Construction Equipment Manufacturers' Asation, Indian labour bureau and Central Bureau for
Statistics, should realize the need for specifid atlequate information about MNCs specially “CEMI".
Establishing countrywide recognized criteria for BI& in India and communicating those criteria tostho

specific organizations;

* Leadership in organizations should be assessednandgers should become aware of what is needebftaino

positive results from employees in order to imprpegformance.
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