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Abstract 

The main purpose of the present study was to draw out relationship between empowerment 

and organizational commitment of IT industry employees in NCR. This study examined the 

influence of demographic factors in empowerment and organizational commitment. The 

statistical population comprised the entire employees working at IT organizations in NCR 

region. The sample was 475 employees from five top IT industries in NCR. Two 

questionnaires of empowerment and organizational commitment were used and their 

validity and reliability was evaluated. The collected data were analyzed using SPSS and 

applying ANOVA, t-test and correlation coefficients. The results revealed a significant 

relationship between dimensions of empowerment (meaning, competence, self-determination 

and impact) and organizational commitment. Significant relationship between 

empowerment and organizational commitment was seen. Significant difference was 

observed in empowerment on the basis of age, educational qualification and experience. 

Young professionals (25-35 years) felt more empowered. Employees having post graduate 

qualification felt more empowered. Employees having 5-10years’ experience felt more 

empowered. Young professionals (25-35 years) were more committed towards the 

organization. Organizational commitment was seen more in employees having 5-10years of 

job experience and with post graduate qualification. 

Keywords: Empowerment, Organizational commitment, Organization employees. 

Introduction 

mpowerment has been considered as the main challenge of managers in the 

present era. Since, committed and capable workforce is one of the crucial 

prerequisites for efficient performance in modern organizations, managers are 

required to prepare the organizational circumstances in a way that every individual is 

capable of getting more empowered. Empowered employees, adopting the components of 

                                                           
1
UGC-NET (JRF), Gurukul Kangri University, Haridwar, Uttarakhand, India 

E 



Professional Panorama : An International Journal of Applied Management & Technology 

 

An Investigation on the Relationship between Empowerment and Organizational Commitment 139  

 

empowerment, will be able to save the organization from crises, and prove their 

commitment and loyalty to the organization through creating golden business 

opportunities. 

Another challenge of today’s organizations is employees’ organizational commitment and 

their motivational issues. As the human capital has been considered the most important 

capital of organization due attention is paid for their positive approach. 

Empowerment 

Studies suggest that in order to achieve success, not only the right people must be 

appointed for the proper positions, but also the leading operators for each position must 

be identified (Brandt & Kull, 2007). Labor markets in some countries are interring an era, 

one of the main features of which is lack of efficient forces; due to the fact that finding 

replacements for employees is becoming harder (Cheese, Thomas & Craig,2007), 

organizations prefer to preserve their valuable employee. The employee empowerment 

for change and stability, as the major characteristic of today’s business environment, 

seems crucial. Employee empowerment is being employed as a modern industrial 

mechanism against local and international threats (Menon, 2001). Moreover, it is a 

facilitating factor towards accurate response to environmental changes including proper 

meeting of customers’ demands, enhancing customers’ satisfaction, as well as increasing 

the sales and profit, cost reduction, higher customer satisfaction, improving loyalty to the 

organization, promoting effectiveness, effective problem solving (as well as problem 

prevention), and increasing coordination between functions (Ergeneli, Saglam, Metin, 

2007). 

Empowerment is giving new responsibilities to managers to develop talents and 

capabilities of employees, encourage them to take risk, and recognize their achievements 

(Evans & Lindsay, 2007). 

According to two significant studies conducted in 1987 and1990, it was revealed that 

employees’ involvement and collaboration led to enhanced productivity, higher 

production and service quality, and improved customer services (Kotter, 2003). 

Furthermore, it brought in organizational transformation (Kotter, 2003), job security 

(Soltani, 2000), ability for application of modern technologies, flexibility, and 

organizational decentralization (Norouzi,2005). 

For evaluating the employee empowerment, the Thomas, Velthouse, and Spreitzer’s model 

(1992) was adopted. Employee empowerment consists of the feeling of competency, 

meaningfulness, autonomy, effectiveness, and ultimately, trust in others. 
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Empowerment is an effective means of promoting this highly desirable quality. 

Empowerment is a management strategy that has been touted by the practitioners and 

researchers as one of the answers for the organization to meet the challenges of the 

current business environment. 

Organizational Commitment 

Organizational commitment is a type of emotional attachment to the organization, from 

which the individual gets his/her identity, cooperates with it, gets involved with it and 

enjoys his/her partnership in it. Verter et al., (1974) defines organizational commitment 

as acceptance of the organizational values and getting involved with the organization. 

According to Chatman and Oraily (1968) organizational commitment as emotional 

support and affiliation with organizational purposes and values for the sake of the 

organization is a “means for achieving other goals” (Ranjbarian, 2010). 

The person who works in an organization should consider him / herself as a part of it, 

feeling committed to all. Organizational commitment can be defined as a strong beliefin 

organizational goals and a solid desire to maintain one’s status in it (Vandyn et al., 1995). 

An individual with high organizational commitment, remains in the organization, accepts 

its goals and puts great and even self-sacrificing efforts to achieve those goals. In the other 

words, organizational commitment refers to the rate of interest and willingness to stay in 

the organization (Willaims &Anderson, 1991). Mowdey, Ponter & Steers (2001) classified 

the preconditions for organizational commitment into four groups of personal 

characteristics, role related characteristics, structural characteristics and work 

experience. 

Due to the fact that economic globalization has led to some alterations in employees’ 

attitude and behavior and regarding the trend of privatization, many employees prefer to 

work in the public sector to maintain job security (Ugboro, 2003). 

In the current circumstances, some organizations prefer to pay lower salaries and in turn 

expect lower commitment from their employees (Green & Bambacas, 2000). Therefore, it 

is of great importance whether we still have to earn employees 'loyalty and commitment 

toward the organization or opt for firing the staff and reducing the costs in order to gain 

more productivity and higher profit along with lower commitment of the employees? 

Therefore, it is clear that organizational commitment plays a major role in decreasing staff 

turnover costs and other collateral costs which it causes and also improving the 

productivity and performance of the staff. 



Professional Panorama : An International Journal of Applied Management & Technology 

 

An Investigation on the Relationship between Empowerment and Organizational Commitment 141  

 

The purpose of this study is to investigate the relation between empowerment and its 

components of meaning (referring to the occupational goal and individual intrinsic 

interest in work being valuable and worthy (Thomas & Velthouse, 1990), competence 

(referring to the rate a person can accomplish occupational tasks skillfully and 

successfully (Thomas & Velthouse, 1990), self-determination or autonomy (having a sense 

of choice which refers to freedom and individual independence in determining the 

necessary activities in performing occupational duties(Thomas & Velthouse, 1990)), 

impact (the rate of which an individual can affect strategic, official and operational results 

that is opposite to inability to influence(spreitzer, 1992) with the components of 

organizational commitment (affective commitment: affective dependence on the 

organization (Buck & Watson, 2002); continuance commitment: tendency to engage in 

continuance activities based on a recognition of the costs associated with leaving the 

organization (Buck&Watson,2002); normative commitment: tendency to remain in the 

organization based on the feeling that he/she should not leave the firm (Buck & Watson, 

2002). 

Relationship between Empowerment and Organizational Commitment 

Empowerment has now become an imperative for the organizations, especially for those 

who want to win external pressures with the help of their workforce support. Until the 

employees do not feel empowered they are not committed with their jobs. Empirical 

studies have depicted the empowerment as a significant predictor of organizational 

commitment. Empowered employees are more committed with their jobs (Rana and 

Singh, 2015). Hashmi, (2012) revealed significant effect of all empowerment dimensions 

and positive relationship between empowerment and organizational commitment. Feeling 

of empowerment is proposed and found to facilitate commitment of workers to the 

organization (Kirkman and Rosen, 1999).Meyer, Irving and Allen, (1998)stated as 

affective commitment is closely linked to intrinsic motivation. It is expected that 

empowerment factors like meaning and self-determination can commit people affectively. 

Normative commitment may be related to empowerment as organization will reward self- 

determined employees and thereby stimulating the emergence of a psychological contract 

and encourage behavior based on mutuality. Continuance commitment is negatively 

linked to empowerment because if people feel that that are incompetent or ineffective 

they will cling to the organization and attempt to leverage on non-transferable 

investments like relationship with co-workers, retirement investment and career. An 

employee who is psychologically empowered would perceive that alternatives are 
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available and employability outside the current the organization is possible. Therefore 

continuance commitment would reduce with the increase in empowerment. 

Review of literature 

Nazdro, Rusuli, Nagarubini and Hakim (2017) findings of the study indicated that when 

the nurses felt empowered with more autonomy, freedom and opportunity in determining 

the manner they do their job, they were more committed to their job. There was a positive 

significant relationship between empowerment and organizational commitment of 

employees. Rana & Singh (2016) investigated the relationship between organizational 

commitment, empowerment and demographic variables. Analyses revealed that age and 

income significantly correlated with organizational commitment, while empowerment 

significantly correlated with age, marital status, education and experience of the 

employees. The study observed that affective and normative commitment was the 

significant predictor of empowerment. Wadhwa & Verghese (2015) correlation findings 

revealed a significant positive relationship between employee empowerment and 

organizational commitment. Poorkyani, Najmesh, & Fatemeh (2015) results of correlation 

revealed a significant relationship between components of psychological empowerment 

(competence, meaningfulness, autonomy or self-determination, effectiveness and trust) 

and organizational commitment. Yilmaz (2015) results revealed that psychological 

empowerment was positively correlated with employee job performance and employees’ 

job performance were mostly effected from self-determination and impact dimensions of 

empowerment. There was a significant difference between perceived empowerment and 

gender, age and work experience, whereas there was no significant difference between 

empowerment and education levels. Ali & Yangaiya (2015) study stated that teacher 

empowerment considerably mediated the relationship between distributed leadership 

and teachers’ commitment (standardized coefficient .26). Rana & Singh (2015) examined 

the relationship between employee empowerment and their organizational commitment. 

Analyses revealed a significant positive relationship between employee’s commitment and 

empowerment dimensions: meaning, competence, self-determination and impact. Abidi & 

Sepehrnia (2015) studied the influence of demographic characteristics on employee 

empowerment in Iranian company. For measuring empowerment: competency, meaning, 

self-determination trust and impact dimensions were used. Demographic characteristics 

included were age, gender, educational level and job experience. The results indicated that 

demographic characteristics and competency, meaning, self-determination, trust and 

impact affect empowerment significantly and positively. Bani, Yasoureini & Mesgarpour 

(2014) empirically investigated the relationship between employees’ psychological 
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empowerment and organizational commitment in revenue agency of the city of Semnan, 

Iran. The results indicated that there were positive and meaningful relationships between 

psychological empowerment and organizational commitment components. However, the 

survey does not support any relationship between Competency and organizational 

commitment. Rani & Mishra (2014) found no gender difference on organizational 

commitment of employees. Also marital status did not account for significant difference in 

organizational commitment. Kaymakç & Babacan (2014) investigated the relationship of 

employee empowerment and demographic variables. Correlation analysis results showed 

that employees had the highest perception of empowerment in competence dimension, 

whereas the lowest dimension being impact. There was no significant difference in the 

perception of employee empowerment according to gender, tenure, education level, and 

title. Jafari, Moradi, & Ahanchi (2013)a significant positive relationship between the 

employee empowerment and their commitment to organize was found. Baijal (2013) 

investigated the association of employee empowerment with demographic variables (Age, 

Gender, Education, Marital Status and Experience) of employees in Union Bank of India. K-

Sample median test findings showed age and education effect on employee empowerment. 

Gender had no effect on employee empowerment. Therefore, there was no need to make 

separate policies for males and females. Kanchana and Panchanatham (2012) indicated 

that aged employees were more committed to the organization than younger employees. 

Hashmi & Naqvi (2012) in study conducted on banks in Pakistan examined the feeling of 

commitment of employees in the organization. It revealed that psychological 

empowerment was a significant contributor towards employee’s commitment. Meaningful 

tasks, autonomy in work, feeling of skillfulness in performing tasks and perception of 

significant impact on work outcomes lead to high level of commitment of employees 

within organization. Jha (2011) confirmed that the psychological empowerment 

influenced affective and normative commitment positively. However, no relationship was 

found between psychological empowerment and continuance commitment. Ahmad & 

Oranye (2010) examined the relationship between nurses’ empowerment, job satisfaction 

and organizational commitment in culturally and development different societies. The 

results of the study revealed that although the Malaysian nurses felt more empowered and 

committed to their organization, the English nurses were more satisfied with their job. So 

it was concluded that empowerment do not generate the same results in all countries, and 

reflects empirical evidence from most cross cultural studies. Ayupp & Chung (2010) 

examined perceived empowerment by the front-line hotel employees and identified the 

factors affecting the empowerment in the industry. Results of t-test &correlation revealed 

that except for gender, social-demographic factors were not a strong influence on the 
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diffusion of the empowerment among employees. To ensure that the employees felt 

empowered, factors such as participation, coaching, communication, training and reward 

was to be given due attention by the management. Akintayo (2010) showed a significant 

difference between organizational commitment of male and female respondents based on 

work-family role conflict. Dick & Metcalfe (2007) study commented that income made no 

significant difference on organizational commitment. Bordin & Casinir (2007) findings of 

the study had shown that several factors were antecedents of psychological empowerment 

and that empowerment can increase organizational commitment and job satisfaction. 

More importantly, the findings reveal that supervisory support was an important 

determinant of the effects of empowerment on job satisfaction. Wallach & Mueller 

(2006)results found socio-demographic factors, such as the participant's age and gender, 

organizational unit size, and time in position was significantly predicted in empowerment. 

Kazlauskaite, Buciuniene & Turauskas (2006) stated that the levels of both organizational 

commitment and organizational empowerment in Lithuanian upscale hotels was rather 

low, while the correlation between them was rather strong. This implies that 

improvement of conditions that foster empowerment would lead to a higher level of 

employee organizational commitment, especially the level of affective commitment that is 

of greater importance for the organization, as in this case commitment rests on common 

values and stimulates emotional attachment to the organization. Jyothi (2004) quoted a 

study on the relation between human resource practices and employee commitment in 

hotels in the United Kingdom and stated that objective recruitment and selection 

strategies, structured training and development were strongly associated with highly 

committed employees.  

Objectives of the Study 

1. To analyze the significant difference on the basis of demographics variables in 

empowerment and organizational commitment. 

2. To study the relationship between empowerment and organizational commitment. 

3. To examine the relationship between empowerment dimensions (meaning, 

competence, self-determination and impact) on organizational commitment of 

employees. 

Hypotheses 

H01: There is no significant difference in empowerment and organizational commitment 

on account of demographics factors. 
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H02: There is no significant relationship between empowerment and organizational 

commitment of employees. 

H03: There is no significant relationship between empowerment dimensions (meaning, 

competence, self-determination and impact) organizational commitment of 

employees. 

Research Methodology 

Research Design  

On the basis of the NASSCOM report (2013-2014) of IT industry, five top industries that 

gave their consent for the participation in this study for the purpose of data collection 

were considered by the researcher. 

Sampling 

The sample size was 500 respondents from IT industry. Questionnaires were distributed 

amongst 500 employees of IT industry in Delhi NCR region, 490 were collected and out of 

them 15 were termed as inappropriate and finally 475 were identified as valid samples to 

carry further research. The respondents were executives and managers. The first 

questionnaire comprised of employee empowerment and second organizational 

commitment. Additionally, demographic detail about respondents i.e. gender, age, marital 

status, educational qualifications, designation, income and work experience was also 

collected. The questionnaire measured on 5 point Likert scale, where 5 indicates strongly 

agree and 1 strongly disagree. The first questionnaire addressing employee empowerment 

contained 15 items that evaluate the degree of employee empowerment according to 

components of meaning, competence, self-determination and impact based on the Likert 

scale. 

In addition, Allen & Meyer (1997) organizational commitment questionnaire that contains 

18 items on Likert scale was used. 

The validity of the empowerment questionnaire has been tested and proved to be high 

(0.746); moreover, the validity of the organizational commitment questionnaire has been 

tested and similarly proved to be high (0.783). 

The reliability of these questionnaires based on Cronbach's alpha was 0.879 for 

empowerment and 0.927 for organizational commitment. 
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Data Analysis 

The Statistical Package of Social Science (SPSS) was used for analysis. Independent Sample 

t-test, ANOVA and Correlation were applied to data. 

Results 

Differences on the basis of demographic variables were analyzed in empowerment and 

organizational commitment of employees. Based on various test results are summarized 

as below. A sample of 475 respondents has been taken for the study. Out of the total 475 

respondents, 365 were male and 110 were female participants. Both male and female 

respondents’ age ranged from 25 years to 45 years. Maximum 256 were married while 

rest unmarried employees. The majority of the respondents belonged to income group of 

Rs. 25,000-50,000/month and 0-5 years of job experience. 

Table 1: ANOVA and t-test Statistics for Empowerment on the Basis of Demographic 

Factors 

Empowerment N Mean Std. 
deviation 

F-value/t-
test value 

Sig. 

 
Gender 

Male 365 54.91 9.095 2.103 .520 

Female 110 52.85 8.548 
 

Age 
25 or younger 73 52.12 9.724  

4.801 
 

.003 25 -35 361 55.10 8.751 
35- 45  32 54.44 9.682 
45 or older 9 46.33 1.000 

 
Marital 
Status 

Married 219 55.40 8.801 2.170 .460 
Unmarried 256 53.61 9.110 

 
Educational 

Qualification 

Graduate 265 52.93 9.420  
9.154 

 
.000 Post-graduate 205 56.42 8.094 

Doctorate 5 52.20 7.120 
 

Designation 
Executive 196 54.41 9.467 .047 .062 
Manager 279 54.45 8.682 

 
Income 

`. 25,000 - 
50,000 

267 54.02 9.203  
.682 

 
.563 

`. 50,000 - 
75,000 

125 55.36 8.390 

`. 75,000 - 
100,000 

68 54.16 9.163 

Above 100000 15 55.20 9.930 
 0 years – 5 Years 229 54.89 9.070   
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Experience 5 years – 10 
Years 

204 55.03 9.062 6.049 .000 

10 years – 
15years 

34 49.68 6.879 

Above 15 years 8 49.25 1.389 
 

As revealed in table 1, age (F = 4.801, p = .003 < 0.05), educational qualifications (F = 

9.154, p = .000 <0.05) and job experience (F = 6.049, p = .000 < 0.05) had a significant 

difference in the empowerment of professionals in IT industry. Therefore, the null 

hypothesis is rejected. This study reveals that there is significant difference in 

empowerment of professionals in IT industry on account of demographic factors. 

Whereas, gender (t = 2.103, p = .520 > 0.05), marital status (t = 2.170, p = .460 > 0.05), 

designation (t = .047,p = .062 > 0.05) and income (F = .682, p = .563 > 0.05) revealed no 

significant difference in empowerment of IT industry professionals. Therefore, null 

hypothesis is accepted. Employees in the age group of 25-35year were more empowered 

than other age groups. Therefore, it can be deduced that in the age group of 25-35 years 

professionals were more empowerment in IT industry than the other age group of 35-45 

years, below 25 years and above 45 years. Employees having post graduate qualifications 

felt more empowered as compared to graduate and doctorate degree holders. As the 

experience increased empowerment decreased. Employees having 5-10years of 

experience felt more empowered as compared to employees having experience less than 

five years and above ten years. 

Table 2: ANOVA and t-test Statistics for Organizational Commitment on the Basis of 

Demographic Factors 

Organizational commitment N Mean Std. 
Deviation 

F-value/t-
test value 

Sig. 

Gender Male 365 65.27 14.638 .941 .188 
Female 110 63.80 13.572 

 
Age 

25 or younger 73 61.79 14.574  
2.649 

 
.048 25 – 35 361 65.86 14.548 

35 - 45  32 63.88 12.551 
45 or older 9 57.00 5.701 

Marital Status Married 219 65.94 14.797 1.413 .252 
Unmarried 256 64.07 14.019 

Educational 
Qualification 

Graduate 265 62.47 13.733  
3.198 

 
.042 Post-graduate 205 65.56 13.031 

Doctorate 5 60.60 13.777 
Designation Executive 196 65.07 14.068 .169 .451 
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Table 2 show that age (F=2.649, p=.048<0.05), educational qualifications (F=3.198, 

p=.042<0.05) and job experience (F=7.285, p=.000<0.05) had a significant difference in 

the organizational commitment of professionals in IT industry. Therefore, the null 

hypothesis is rejected. This study reveals that there is a significant difference in 

organizational commitment level in IT industry on account of demographic factors. 

Whereas, gender (t=.941, p=.188>0.05), marital status (t=1.413, p=.252>0.05), 

designation (t=.169, p=.451>0.05) and income (F=1.383, p=.247>0.05) revealed no 

significant difference in organizational commitment of IT industry professionals. 

Therefore, null hypothesis is accepted.  

Employees in the age group of 25-35years had the highest mean score for the 

organizational commitment. Therefore, it can be deduced that 25-35 years aged 

professionals were more committed in IT industry than the professionals in the other age 

group of 35-45 years, above 45 years and below 25 years. Employees having post graduate 

educational qualifications were most committed to the organizations as compared to 

employees having graduate and doctorate qualifications. Employees having 5-10years of 

job experience were most committed towards the organization. Employees having 

experience less than 5years, above fifteen years and more than 10years had decreasing 

organizational commitment. 

  

Manager 279 64.84 14.649 
 

Income 
`. 25,000 - 
50,000 

267 55.01 8.702  
1.383 

 
.247 

`. 50,000 - 
75,000 

125 56.26 9.709 

`. 75,000 - 
100,000 

68 54.00 8.503 

Above 100000 15 57.60 7.519 
 

Experience 
0 years – 5 Years 229 69.42 8.712 7.285 .000 
5 years – 10 
Years 

204 69.59 10.401 

10 years – 
15years 

34 61.65 10.051 

Above 15 years 8 66.88 3.044 
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Table 3: Correlation between Empowerment and Organizational Commitment 

  Empowerment Organizational 
commitment 

 

Organizational 
commitment 

Pearson 
Correlation 

1 .633 

Sig. (2-tailed) - .000 

N 475 475 

**Correlation is significant at the 0.01 level (2-tailed 

Table 3 results show that, the correlation between empowerment and organizational 

commitment is 0.633 which indicates that there exists a positive relationship between 

empowerment and organizational commitment at 0.01 level of significance. On the basis of 

above result the null hypothesis is rejected (i.e. There is no significant relationship 

between empowerment and organizational commitment of the employees). 

Table 4: Correlation between Empowerment Dimension and Organizational 

Commitment 

 Organizational 
commitment 

Meaning Competence Self-
determination 

Impact 

Organizational 
commitment 

  1 .448** .118** .669** .705** 

**Correlation is significant at the 0.01 level (2-tailed) 

Table 4 depicts the results of correlation analysis between the empowerment dimensions 

and organizational commitment in IT industry. The results indicate that there is a positive 

and significant correlation between empowerment dimensions and organizational 

commitment. The relationship of organizational commitment with empowerment 

dimensions impact (r=.705, p<0.01) is high followed by self-determination (r=.669, 

p<0.01), meaning (r=.448, p<0.01) and competence (r=.118, p<0.01). 

Conclusion 

The literature suggests that empowerment has an expressive role in many service 

organizations, including IT sector. The present study examined the relationship of 

employee empowerment with organizational commitment and difference in 

empowerment and organizational commitment on account of demographic factors in IT 

sector. Four dimensions were used to assess employee empowerment: meaning, 



Professional Panorama : An International Journal of Applied Management & Technology 

 

An Investigation on the Relationship between Empowerment and Organizational Commitment 150  

 

competence, self-determination and impact. On the basis of analysis, it was concluded that 

employee empowerment had a positive and significant relationship with employee 

organizational commitment and the findings were consistent with the findings of the 

studies conducted by Poorkyani, et.al. (2015); Wadhwa and Verghese (2015), Rana and 

Singh (2016) and Nazdro, et.al. (2017).Empowerment dimensions: meaning, competence, 

self-determination and impact revealed positive significant relationship with 

organizational commitment. Poorkyani, Najmesh, & Fatemeh (2015) found a significant 

relationship between components of empowerment (competence, meaningfulness, 

autonomy or self-determination, effectiveness and trust) and organizational commitment. 

Rana and Singh (2016) study showed that employee empowerment had a positive and 

significant relationship with organizational commitment. In another study Jafari, Moradi, 

& Ahanchi (2013) showed a significant positive relationship between the employee 

empowerment and their commitment to the organization. Further, it has been observed 

that there was a significant difference in empowerment on the basis of age, educational 

qualifications and experience. However, there was no significant difference on the basis 

ofgender, marital status, designation and income in the empowerment of professionals in 

IT industry. These resultsare consistent with the findings of previous researches (Wallach 

& Mueller, 2006; Ayupp & Chung, 2010; Baijal, 2013; and Yilmaz, 2015). Kaymakc and 

Babacan (2014) indicated that there was no significant difference in empowerment on the 

basis of gender, tenure, education level, and title. There was a significant difference in 

organizational commitment among IT professionals on the basis of age, educational 

qualifications and experience. However, there was no significant difference on the basis of 

gender, marital status, designation and income in the organizational commitment of 

professionals in IT industry. Allen & Meyer, 1990; Dick & Metcalfe, 2007; Akintayo, 2010 

and Rani & Mishra, 2014 the findings of the previous researches revealed that 

demographic factors, age, gender, job position, education and tenure had significant 

difference on organizational commitment. Kanchana and Panchanatham (2012) indicated 

that aged employees were more committed to the organization than younger employees.  

Thus, it can be argued that empowered organization may employ commitment instead of 

classic rules and procedures asa control measure. According to Blanchard (1999) there 

arethree main keys to empowerment which facilitate the transition from compliance-

based management to commitment-based management: (i) sharing information 

withpeople, (ii) providing autonomy, (iii) replacing hierarchy with self-managed teams. 
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Recommendations 

IT industry in Delhi NCR region is facing many problems for the last few years such as the 

increasing number of new entrants/competitors, economic conditions, political instability 

and energy crises. The factors have affected the corporate industry in general and IT 

industry specially. This study contributes to overcome the problems of employee 

empowerment in IT industry and give a fair idea that employee commitment can be 

achieved through empowerment. The present study will help to improve the process of 

empowering employees in IT sector. Almost all firms have recognized the importance of 

increased employee performance and commitment for organizational sustainability and 

development. All organizations expect a committed workforce, who can define their 

objectives and set the means for achievement (Carter, J.D.T 2009). This is possible only 

with empowered workforce. Since it has seen employee empowerment as an important 

factor that enhances employee organizational commitment, it is recommended that 

further studies should be carried at the various levels with larger sample size, and by 

varied additional more demographic factors in the study. Further, the study when carried 

out at larger scale, surely will enhance the applications in the field of research and 

implementation in industry worldwide. 

Limitations of the Study 

The relationship between empowerment and organizational commitment was studied 

across IT industry. 

Respondents selected were confined to IT industry of Delhi-NCR only. IT industry India 

and other part of the world were omitted. The historical, sociological and geographical 

positions of the organizations were not examined and these might have affected 

empowerment and organizational commitment. 
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