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ABSTRACT

Job engagement has received much concentration in both research and practice due to its potential 
impact on various organizational outcomes. The chapter explores the impact of organizational commit-
ment and job engagement on organizational performance in IT industry. The questionnaire employed 
in this study consisted of job engagement variables and organizational commitment variables taken as 
independent variables while organizational performance variables as the dependent variable. Sample 
for the study consisted of 475 IT professionals from five IT organizations. Simple random sampling was 
used as a sampling technique, and this study was an ex-post in nature. Data were analyzed using mean 
and standard deviation, correlation, and multiple regression. The result revealed that the job engage-
ment and organizational commitment significantly correlated with IT organizational performance and 
significantly impact the organizational performance of IT.

INTRODUCTION

For decades, researchers have been studying the factors influencing performance in IT organizations 
with emphasis on job factors and work environment factors. Personnel constitute the largest human re-
source element in IT services and therefore have a great impact on quality of IT and customers outcome 
(Abdullah, 2011). The progress and survival of any IT organization, no doubt, depends on its human 
capital and their contribution. The challenge of engaged and committed workforce has been reported 
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by IT sector also (Suliman, & Lles, 2002; Ahmad & Oranye, 2010). IT organizations have also started 
considering their employees as a valuable asset. In recent years the concepts of job engagement and 
organizational commitment as mechanisms to improve organizational performance have been discussed 
fairly extensively in the management literature. Additionally, IT organizations are increasingly looking 
beyond financial performance measures, while focusing on how to bring higher quality care (Love et al., 
2008). To remain competitive and gain positive business results, IT organizations also need to know the 
job engagement and organizational commitment of their personnel. Therefore, it is not surprising that 
human resource managers are consistently ranking the development of a job engaged workforce as an 
organizational priority (Shuck and Wollard, 2009). Harter et al. (2002) also suggested that engagement 
is important for meaningful business results and due to increasingly competitive business environment 
committed workforce has now become a matter of survival for every organization. Nowadays, IT or-
ganizations are centers of professional care provided by personnel and their contribution is considered 
indispensable in improving the IT service performance and conditions of the nation. Commitment of 
personnel has bearing on the quality of services they offer to people (Maheshwari, Bhat & Saha, 2008). 
So, the understanding of job engagement and commitment to the organizations and to the degree to 
which they contribute to boosting up their organizational performance is really important. Therefore, this 
study aimed to explore the impact of job engagement and organizational commitment on organizational 
performance in IT organizations. Also such empirical studies in Indian context are very few (Sharma & 
Garg, 2017) and hence the conduct of this study becomes even more relevant.

Indian IT Sector

The Indian IT industry has revolutionized global sourcing and has emerged as one of the sunrise sectors 
for the country. (IT) Information Technology sector is one of the fastest growing sectors in the country, 
dimensions predicting of growth and globalization, reaching new milestones over the last decade. Ac-
cording to NASSCOM, in financial year 2017, USD 11 billion incremental revenue added, consistent 
performance- added over USD 60 billion in last 5 year. During financial year 2017, industry’s exports 
– largest export sector for the country; exports doubled over 6 years. Expanding base – in financial year 
2017, grew 7.6% vis-à-vis India’s merchandise exports (3.1) & invisibles (2.1). NASSCOM reports has 
forecasted IT services exports to as much $99 billion. NASSCOM also declared that the addition of 
1,70,000 employees by IT industry in 2016-2017, and produce employment and 10 million people em-
ployment indirect. Indian IT companies established globally their superiority in terms of cost advantage 
available of quality services and skilled manpower. Enhance their global delivery capabilities through 
a combination of inorganic growth initiatives and organic.

Exports by in India’s IT outsourcing sector are expected to rise 13-15 percent in the fiscal year starting 
April 2017, as an enhancing global which promotes banks and companies to boost spending on technol-
ogy. The increase in growth rate compares with an estimated 13 percent rise in financial year 2017. It 
also states that the Indian IT industry is likely to grow to about $300 billion by 220, concentrating on 
areas such as software products, commerce, and IT market. Indian IT companies are increasingly adopt-
ing the global delivery model. As per NASSCOM, the Indian IT/ITES industry is expected to maintain 
a growth of 13-15% in FY2017. NASSCOM has also envisaged the Indian IT/ITES industry to achieve 
a revenue target of USD billion by 2025 for which the industry needs to grow by about 13.7% in the 
next six years.9.1.
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