
 

Midocean University 

Faculty of Management 

Bachelor of project management  

 

 

The impact of organizational commitment 

 On job performance  

 

 

Sarah Mubarak Ahmed Baquhaizel 

 

Graduation Project – 1 

Faculty of Management - Midocean University 

 

 

Supervisor  

Dr. Mona Moustafa Elashry 

Faculty member- Faculty of management- Midocean University 

 

 

2024 – second semester  

 



1 
Dr. Mona Moustafa Elashry                                                                                                       

 

Table of Contents 
1. Chapter 1: Introduction ............................................................................................................2 

1.1. Research Background ....................................................................................................... 3 

1.2. Research Problem ............................................................................................................. 5 

1.2.1. Theoretical Gaps ....................................................................................................... 5 

1.2.2. Practical Gaps ........................................................................................................... 8 

1.3. Research Significance .................................................................................................... 10 

1.3.1. At the theoretical level ............................................................................................ 11 

1.3.2. At the practical level ............................................................................................... 11 

1.4. Research Questions ........................................................................................................ 12 

1.5. Research Objectives ....................................................................................................... 12 

1.6. Research Hypotheses...................................................................................................... 12 

1.7. Research Model .............................................................................................................. 12 

1.8. Research Methodology ................................................................................................... 13 

1.9. Scope of The Study ........................................................................................................ 13 

1.10. The Suggested Project Structure................................................................................. 13 

2. Chapter 2: Literature Review .................................................................................................14 

2.1. Introduction .................................................................................................................... 15 

2.2. The independent variable ............................................................................................... 15 

2.3. The dependent variable .................................................................................................. 15 

2.4. The relationship between the independent and the dependent variables ....................... 15 

2.5. Conclusion ...................................................................................................................... 16 

References ......................................................................................................................................16 

 



2 
Dr. Mona Moustafa Elashry                                                                                                       

 

 

 

 

 

 

1. Chapter 1: Introduction 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



3 
Dr. Mona Moustafa Elashry                                                                                                       

1.1. Research Background  

 

 

Organizational commitment, a crucial aspect of employee engagement, 
significantly influences job performance. Defined as the psychological 
attachment an employee feels toward their organization, organizational 
commitment encompasses three dimensions: affective, continuance, and 
normative commitment (Meyer & Allen, 1991). These dimensions collectively 
shape an employee’s willingness to exert effort and their overall performance 
at work. Understanding this relationship is essential for organizations aiming 
to enhance productivity and retain top talent. 
 
Research consistently demonstrates a positive correlation between 
organizational commitment and job performance. For instance, a meta-
analysis by Riketta (2002) found that employees with high levels of 
organizational commitment are more likely to display superior job 
performance. This is particularly evident in affective commitment, where 
employees emotionally invested in their organization are more motivated to 
contribute to its success. Such employees tend to exhibit higher levels of job 
satisfaction and lower turnover intentions, further reinforcing their 
commitment to the organization (Meyer, Stanley, Herscovitch, & Topolnytsky, 
2002). 
 
The impact of organizational commitment extends beyond individual 
performance to influence overall organizational outcomes. Committed 
employees are not only more productive but also more likely to engage in 
organizational citizenship behaviors (OCBs) – discretionary actions that go 
beyond their formal job requirements (Organ, 1997). These behaviors, such as 
helping colleagues and endorsing the organization’s goals, foster a 
collaborative and positive work environment, which can enhance 
organizational performance and effectiveness (Podsakoff, MacKenzie, Paine, & 
Bachrach, 2000). 
 
Moreover, the relationship between organizational commitment and job 
performance is influenced by various contextual factors. Leadership styles, for 
instance, play a pivotal role in shaping employees’ commitment levels. 
Transformational leadership, characterized by inspirational motivation and 
individualized consideration, has been shown to significantly boost 
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organizational commitment and, consequently, job performance (Avolio, Zhu, 
Koh, & Bhatia, 2004). Additionally, organizational support and fair reward 
systems are crucial in fostering a committed workforce (Eisenberger, 
Huntington, Hutchison, & Sowa, 1986). 
 
In conclusion, the impact of organizational commitment on job performance is 
well-documented in organizational behavior literature. High levels of 
commitment are associated with better job performance, increased 
organizational citizenship behaviors, and enhanced overall organizational 
outcomes. For organizations, fostering a culture that nurtures commitment 
through supportive leadership, fair practices, and a positive work 
environment is essential for achieving sustained success. As research 
continues to evolve, understanding the nuances of this relationship will 
remain vital for both scholars and practitioners in the field of organizational 
behavior. 
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1.2. Research Problem 

The impact of organizational commitment on job performance is a critical issue in 

organizational behavior, reflecting the degree to which employees' loyalty and 

identification with their organization translate into enhanced work outcomes. 

While high levels of commitment are generally believed to boost performance, 

the relationship is not straightforward. Various factors, including the type of 

commitment (affective, continuance, or normative), individual differences, and 

the organizational environment, can influence this dynamic. Understanding how 

these elements interact is essential for developing effective management 

practices that foster both employee commitment and improved job performance. 

 

1.2.1. Theoretical Gaps 
 

When exploring the relationship between organizational commitment and job 

performance, several theoretical gaps can be identified that offer opportunities for 

further research: 

 

1. **Causal Direction and Mechanisms**: While there is a general consensus that 

organizational commitment influences job performance, the exact causal 

mechanisms remain unclear. Future research could focus on identifying the 

specific pathways through which organizational commitment affects job 

performance. For instance, does emotional commitment lead to increased job 

satisfaction, which in turn enhances performance, or are there other mediating 

variables at play? 
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2. **Contextual Factors**: The role of contextual factors in moderating the 

relationship between organizational commitment and job performance is not well 

understood. Factors such as organizational culture, leadership style, and the 

external environment may significantly influence this relationship. Research could 

investigate how different contexts alter the impact of organizational commitment 

on job performance. 

 

3. **Types of Commitment**: Organizational commitment can be broken down 

into affective, continuance, and normative commitment. However, the relative 

impact of these different types of commitment on job performance is not fully 

understood. Studies could examine how each type of commitment individually and 

in combination influences various aspects of job performance. 

 

4. **Longitudinal Studies**: Much of the existing research is cross-sectional, 

which limits the ability to make causal inferences. Longitudinal studies could 

provide more robust evidence of the direction and stability of the relationship 

between organizational commitment and job performance over time. 

 

 

5. **Diverse Workforce**: The impact of organizational commitment on job 

performance across different demographic groups (e.g., age, gender, cultural 

background) is under-researched. Understanding how commitment affects 

performance in a diverse workforce could help tailor strategies to enhance both 

commitment and performance in various subgroups. 
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6. **Global Perspectives**: Most research has been conducted in Western 

contexts, potentially limiting the generalizability of findings. Studies in non-

Western settings could provide insights into how cultural differences influence the 

relationship between organizational commitment and job performance. 

 

7. **Role of Technology**: With the increasing prevalence of remote work and 

digital communication tools, the traditional concepts of organizational commitment 

and job performance may be evolving. Research could explore how technological 

changes impact this relationship and whether new forms of commitment are 

emerging in the digital workplace. 

 

 

8. **Measurement Issues**: There is a need for more refined and consistent 

measures of both organizational commitment and job performance. The 

development of standardized, validated instruments that capture the multifaceted 

nature of these constructs would enhance the comparability and reliability of 

research findings. 

 

9. **Impact of Job Roles and Tasks**: Different job roles and tasks may interact 

with organizational commitment in unique ways. Future research could investigate 

how the nature of one's job (e.g., creative vs. routine tasks, individual vs. team-

based work) moderates the relationship between commitment and performance. 
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10. **Psychological Well-being**: The interplay between organizational 

commitment, job performance, and employees' psychological well-being is not 

well-explored. Research could examine whether highly committed employees 

experience better or worse psychological outcomes and how this, in turn, affects 

their job performance. 

 

 

1.2.2. Practical Gaps 

Identifying practical gaps in understanding the impact of organizational 

commitment on job performance highlights areas where organizations can focus 

efforts to improve both employee engagement and productivity: 

 

1. **Implementation of Commitment Strategies**: There is a lack of practical 

guidelines on effectively implementing strategies to enhance organizational 

commitment. Many organizations struggle to translate theoretical models into 

actionable practices that can be systematically applied to boost commitment and, 

subsequently, job performance. 

 

2. **Customized Approaches**: The one-size-fits-all approach to fostering 

organizational commitment often fails to account for individual and departmental 

differences. Practical research is needed to develop tailored strategies that address 

the specific needs and characteristics of diverse employee groups and roles within 

an organization. 
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3. **Measurement Tools**: Many organizations lack reliable and valid tools to 

measure the different dimensions of organizational commitment and their direct 

impact on job performance. Practical development and validation of these tools are 

necessary to accurately assess and address commitment issues. 

 

4. **Leadership Training**: There is a gap in training programs that equip leaders 

with the skills to foster organizational commitment among their teams. Practical 

insights into how leadership styles and behaviors can be modified to enhance 

commitment and performance are needed. 

 

5. **Integration with Performance Management Systems**: Organizational 

commitment is often not adequately integrated into performance management 

systems. Developing practical frameworks that align commitment-enhancing 

practices with performance evaluation and reward systems could bridge this gap. 

 

6. **Work-Life Balance Initiatives**: The impact of work-life balance initiatives 

on organizational commitment and job performance is underexplored. Practical 

strategies that help employees balance their work and personal lives, thereby 

enhancing their commitment and performance, are needed. 

 

7. **Cultural Adaptation**: There is a need for practical strategies to adapt 

organizational commitment practices to different cultural contexts. Organizations 

operating in multicultural environments often lack the practical knowledge to 

effectively foster commitment across diverse cultural settings. 
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8. **Technology Utilization**: The role of technology in enhancing organizational 

commitment and job performance is not fully exploited. Practical guidelines on 

leveraging digital tools and platforms to foster a committed workforce could fill 

this gap. 

 

9. **Feedback Mechanisms**: Effective feedback mechanisms that link 

organizational commitment to job performance outcomes are often missing. 

Practical approaches to establishing continuous and constructive feedback loops 

can help in monitoring and enhancing both commitment and performance. 

 

10. **Employee Well-being Programs**: There is a practical gap in integrating 

employee well-being programs with initiatives aimed at increasing organizational 

commitment. Research into effective ways to align well-being programs with 

commitment and performance objectives is essential. 

 

 

 

“How does organizational commitment influence job performance, and what are 

the mediating and moderating factors in this relationship?” 

 

1.3. Research Significance  

Studying the impact of organizational commitment on job performance is crucial 

for understanding how employee loyalty and engagement translate into 
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productivity and effectiveness. This research can guide organizations in developing 

strategies to foster commitment, ultimately enhancing overall performance and 

achieving business objectives. 

1.3.1. At the theoretical level 

At the theoretical level, understanding the impact of organizational commitment on 

job performance is significant because it contributes to the broader knowledge of 

organizational behavior and employee dynamics. This research can refine existing 

theories on motivation, job satisfaction, and performance, offering deeper insights 

into how commitment influences various aspects of work behavior and outcomes, 

and informing the development of more comprehensive and predictive models in 

organizational psychology. 

 

 

1.3.2. At the practical level 

At the practical level, studying the impact of organizational commitment on job 

performance holds significant importance for organizations aiming to optimize 

workforce productivity and retention. By identifying and enhancing factors that 

foster commitment, such as supportive leadership, organizational culture, and job 

satisfaction, companies can cultivate a motivated workforce that consistently 

delivers high-quality performance. This research also guides strategic decisions in 

human resource management and organizational development, ultimately leading 

to improved employee engagement, reduced turnover, and increased overall 

organizational effectiveness. 
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1.4. Research Questions 
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1.6. Research Hypotheses  
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1.8. Research Methodology 
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2.1. Introduction  
Brief introduction for the chapter 

 

 

 

 

2.2. The independent variable  
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2.5. Conclusion 
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