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ABSTRACT
Objective:
To develop a tool assessing employees' organizational
commitment levels and their perceptions of specific human
resource policies influencing this commitment.

Methods:

e Participants: 706 individuals (580 men, 126
women).

e Questionnaire Structure: Two parts - ad hoc section
(pertaining to policy perceptions) and an adjusted
section (based on Porter's Organizational
Commitment 0.C.Q.).
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e Analysis Techniques:
o Exploratory and confirmatory factor analyses.
o Internal consistency measured via Cronbach's alpha.

Results:

The model, derived from the questionnaire, encompasses
five key factors: management style, organizational
commitment, professional training, corporate
communication and recognition and compensation. Both
the overall questionnaire and its components demonstrated
strong internal consistency.

Keywords: organizational commitment, structural
equations, assessment, opinion of human resource

practices, psychometric characteristics.

INTRODUCTION:

Any organization nowadays is pressured to participate in a
continuous, knowledge-forced revolution. To be original and
involved, you should show that as a manifestation of your
talent. The amount of work managers must put forth to recruit,
nurture, and keep the talent their firms need to remain
competitive is growing. The company will eventually impact
the society it is a part of once innovation is achieved through
new products and services. Uncertainty, ambiguity,
globalization, and constant change will challenge stable and
conservative environments, forcing any organization to
consider strengthening the connections between its people
management policies and organizational commitment [1].

This commitment, which is a psychological tie, will
then translate into a stronger sense of identification and
participation of the individual with his organization. An
organization engaged in continuous improvement must also
assess how its employees feel about its people management
practices to gauge their commitment level. In a strict sense,
satisfaction, commitment, and motivation are not H.R. policies;
instead, they are more closely related to the effects of the
organizational practices that have been put in place. The
policies are what you need to change if you want to manage
these problems [2].

As a result, a relationship is created in which each
party, in addition to placing their own implicit, reciprocal, and
reciprocal expectations at the center of the relationship
outside of the formal contract of the employment relationship,
must also do so with their Responsibility: the worker in his
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commitment, and the coworker in the part of the treatment
that corresponds to them. Nevertheless, "the organization, like
the other party to the relationship, provides the context for the
creation of the psychological contract, but itself in return
cannot have a psychological contract with its members" Since
an organization may only interact with and negotiate on behalf
of itself through its representatives, managers and executives
are also the other party to the employment contract [3].

From such a viewpoint, ordinary interactions' words,
writings, inferences, and happenings manifest as reliable
indicators of future intents. In general, two factors are at play:
external messages, the primary mechanism being people
management policies and the meanings that each person
assigns to them. "Understanding employee perceptions about
mutual obligations can be at least as important as creating a
contractual relationship with a particular set of clauses," the
authors write. "When the employer does not duly meet
employees' expectations, their extra-role engagement and
behaviour suffer, resulting in reactions that will lead to
decreased trust, commitment, and performance in the
workplace" [4].

We must consider how organizational and societal
circumstances affect employee engagement in light of those
above. What, for instance, enables some workers to display
little dedication in their home country while displaying an
opposing attitude in another? Thus, if we extrapolate
Bernardez's research with Mexican migrant workers to the
United States to the group of emigrants regardless of the place
of destination, we conclude that a worker immersed in a social
structure that does not excite him or provide him with obvious
growth opportunities, who responds positively to social
pressure, is more likely to be successful than one who is not
[5].

When, despite being rootless and unable to
communicate, you are met with expectations of economic
progress and more effective work systems, you change your
behaviour by decreasing your contribution and efforts and
focusing your energies and resources on moving to a different
country. According to this viewpoint, the organization's
responsible for offering a suitable environment for employees
to feel engaged. After choosing appropriate employees, the
business should develop policies that support the right
environment for fostering this engagement with the
organization [6].
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It's common to overlook the systemic aspect of
performance issues based on worker conduct and
accomplishments (their primary precursors). The challenges he
encounters that lead to losing his original dedication are
frequently not considered. When people are made to work in
a problematic system, their motivation, desire, and
commitment generally decline. The only way the company can
directly affect the employee is by strengthening its people
management practices and, most importantly, by creating
effective communication plans. This will prevent the employee
from working in a setting that causes him to lose interest in the
company [7].

In an organization, the question is not if we can change
this or that behaviour feature, but rather, which approaches
are most likely to produce the desired outcomes. Most people
care about doing well at work because they possess the
necessary abilities, drive, and dedication. Except for a small
minority, people tend to know a lot about how they do at work.
Thus, their motivation and ability should only be considered a
potential cause of issues after exploring other options for
improving the information. Tools that are presented, the
incentives and performance are correctly aligned, and expert
training is available [8].

Therefore, you must concentrate on enhancing the
environment that the company produces for its employees to
assist workers in increasing their engagement, effectiveness,
and performance (figure 1).

environment support

Behavior Type Knowedge Ao O

Figure 1: shows performance development

Gilbert contends that the sequence shown in Figure 1
is the most effective because, in most cases, assisting in
overcoming deficiencies in the aspects indicated is less
expensive (avoiding the loss of commitment) and can achieve,
indirectly, the same effect. Gilbert does not discount the
importance of motivations in favour of information, tools,
incentives, or knowledge. Therefore, knowing how employees
view people management rules can help us comprehend how
these policies enhance organizational engagement. The
policies manifested in the definition of such policies would be
viewed through the eyes of two mediators: the boss himself,

170



Journal of Namibian Studies, 40 S1 (2024): 167-197 ISSN: 2197-5523 (online)

with his unique management style, and the top management
[9].

It will be crucial to maintain organizational
commitment because, according to studies by numerous
writers, it is a prerequisite for higher performance and
outcomes. It will also improve their expression to foster a
positive environment and surround the best with a talent
network within the company. We can determine the success of
a company's policies and what may be done to enhance them
by assessing engagement inside that organization. As a result,
and by the preceding, it will reflect how people management
policies are seen while also becoming a model for improved
performance [10].

OBIJECTIVE OF THE INVESTIGATION:

This effort aims to create a tool that may be used in future
assessments to gauge how committed employees are to the
corporation and how they feel about specific H.R. policies that
have been established. For this reason, the psychometric
properties of a questionnaire were developed and compared,
allowing the execution of particular people management
policies intended to increase employees' level of commitment
based on improving their perception of the policies above. The
goal was to increase productivity and job satisfaction rates and,
as a result, lower absenteeism and staff turnover rates, which
would lower the high direct and indirect costs [11].

To show the scale's internal consistency and construct
validity, we used alpha coefficients and component analysis to
examine its reliability and validity. According to the intended
guestionnaire structure, the exploratory factor analysis
(noblemen rotation) should first reveal a five-component
structure, which we anticipate will subsequently be validated
by the confirmatory factor analysis [12].

By offering information on the factor structure,
reliability, and validity of these people management policies,
we want to create a valuable tool for researching the Impact
employees' perceptions of these policies have on their degree
of organizational commitment [13].

METHOD:

Participants

The survey was completed by 706 employees of the security
firm Securitas who were dispersed throughout Spain and had
an average age of 42, a maximum period of 64, and a minimum
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age of 20. The age groups with the highest percentages of
respondents were those between 20 and 39 (35.98%) and
those over 50 (27.90%). Table 1 shows that 580 men (82.2%)
and 126 women (17.8%) make up the gender distribution [14].

Table 1: shows the sample's socio-employment
distribution broken down by gender.

Functioninthe | H M Total Ratio
company H/m
managers 28 9 37 3,1
Middle 71 11 82 6,5
managers

Personnel 481 106 587 4,5
without

Responsibility

for third parties

TOTAL 580 126 706 4,6

Source: self-made.

As shown in Table 1, we observe the absence of female
executive personnel (a situation that could be characterized as
"classic" in the sense of what was common in the corporate
environment until relatively recently); and that still exists today
in some organizations, and in a more accentuated way in
security organizations, because heirs of some beginnings - the
decade of the 1970s and 1980s of the last century in which the
presence of managerial cadres coming from female
backgrounds was prevalent; The previous dysfunction persists
even though this is no longer the case because the current
directive of origin does not correspond to the prior extraction
[15].

It also manifests itself, in an even more accentuated
way, in middle management, a task that is achieved with
promotion, and to a lesser extent, but still significantly, in
personnel without Responsibility towards third parties, which
reflects the vision one has of an activity that continues to be
perceived as masculine. The corporation emailed the
guestionnaire to the staff, who filled it out privately and
anonymously throughout May 2017 [16].

TOOL AND VARIABLES:
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The survey questionnaire is divided into two sections (see
Table 2). The first (P-1) seeks to learn how employees see the
following personnel management practices:

- Management approach. Relates to how the worker
views the boss regarding the manager's performance.

- Communication and information. This aims to
ascertain the worker's assessment of the information and
communications received and the suitability of the same.

- Expert instruction. Centred on learning how
employees feel about the resources and tools provided and the
ongoing training they receive for its constant upgrading and
recycling.

- Paycheck. The employee's perception of their pay
structure. Additionally, in the second (P-2):

- The organization's dedication. This assesses whether
a person wants to continue putting forth significant effort and
accept the organization's beliefs and goals. High ratings from
the employee are consistent with his enthusiastic views of the
business, with which he identifies and wants to stay. Low
scores show us that employees are not engaged [17].
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(L]

item Management syl

L My bassregulorly mioms me of the mussson. objecrves, aad responsibiives of my ceramt yob.

1 Thmow. heoush b what s expectad ofme 25 well & bowmy wokwil bevaaed

3. Yoo heve mformed me stwoek what behmsors nd 2ctoms are considered sppeopnzte

= Mybossts comect 2 the forms.

3 Comply wih wiat was prevously asreed

§. Hestsnds and Bstens to amy peaposdl of segpestion izt & made znd tnes o puts o efect

Heis far m bis achioes.

§ Heis fvolved m the develogment of the people whowok with bim.

9 1t exapie of condoct i defense of commpany ethics.
Informaton 2ad communication

10 Treoeve mformaion zhout the ftore plans of the company:

1L Trecere mformation zhout its evolution

(» The compary ancourazes thoss of us whowork i £ 10 propose mprovemasss that favor performance
aud the workevirommant

I3 =2 oomsequence of 2 proposal, mupeovament f obtamed. # 5 rewarded

13 The mivematon flows reguarly, soit camot be coussdred a0 exceptiond] svant
Professional trammg

12 My work "tooks” are zppropnizte:

16, The workprocsdures are adequate.

Irererve zpproprite echmicd vamins.

Irererve tranmg  relztioeshep shdls wieh dliemts, oollzazues. coliaboratoes... (Conit resobution,

1% negotizien, emotond misllizesce. ).
2. The offie, office oe woekplave where I canry out my 20wty & cozy and pleasant
retribution
L My remmeraton 5 adequate compared to what my workcollzaguss fecemve
£ My remmeraton 5 adequzte compared to what is pven @ other compames m &2 sector for 2 smilar

=1
33 The retstionship between what | contrbute o 2 orzizaton and what I recerve from it seemes coerect
bm

24 The company has established dear crtera e el promosicn
2. Tt the company's policy to rzwand those who perform der work evoeliandy.

®2
organizacional commitment
26. Tam willing to o to great lengths to contribute to the success of the organization.
27, When Italk to my friends I tell them that my organization iz 2 great place to work.
18, Tam loyal to this organization.
19, Twould accept almost auy type of assigument to continue working here.
30. Tbelieve that my values and those of the organization's leadership are very similar
31 Tam proudto say that T am part of this orgaization.
32, Tfthe type of work in mother otganization were similar, I would prefe to continue in the current one.
33. The management of the organization contributes to my feeling motivated i the performance of my
work.
34, Tnmy cusrent circumstaces, I would be quite upset if 1 had to leave this organization.
3 [ am delighted that I chose this organization to work for and not others I considered joming at the time.

36. Tes, itis worth staying working in this orgmization indefimitely.

3T T almost never disapres with the orgmization’s policy on employes-related matters.
38. Tcare alot sbout the future of this organization

39, For me this is the best possible organization to wotk for.

40, Defimitely, the decision to work in this organization has been 2 success on my part

Figure 2: V-1 of the Questionnaire P-2,
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A Spanish translation of Porter's 0.C.Q., in which the items of
the negative expression have been adapted to others which,
maintaining the same intention, present affirmatives, the
difficulty of reversing the recommended qualifying way of
doing so. This questionnaire was created ad hoc for the current
study. Both viewpoints are provided on a Likert-style answer
scale, which ranges from strongly disagree (1) to agree (5)
strongly. The questionnaire's initial version (V-1) has a
structure of 40 items, of which the first 25 are the ad hoc
portion, and the latter 15 are Porter's OCQ-adapted portion
[17, 18].

DATA ANALYSIS:
The dimensionality of the questionnaire was investigated using
exploratory factor analyses, and a second-order factor analysis
served as the foundation for a proposal for confirmatory factor
analysis. The total Cronbach's alpha coefficient and each
subscale were calculated before conducting an exploratory
factor analysis using the Oblimin-type oblique rotation method
to determine the structure of the factors extracted from the
guestionnaire. A second-order factor analysis was conducted
to observe how the system changed and served as the
foundation for confirmation, reaffirming the discovered form.
Finally, the reliability coefficient was computed for the final
guestionnaire using Cronbach's alpha, and each factor was
derived using factor analyses [19].

The statistical program utilized for this first section was
SPSS 24. Using the statistical program S.P.S.S. Amos 25, a
confirmatory factor analysis was conducted based on its
findings. The following criteria were used to assess the Model's
goodness of fit: the R.M.S.E.A. index (Approximation of the
square root of the error), which, despite being proposed for
some time, has only recently been recognized as one of the
indices that offer more information on covariance structures,
where values lower than 0.08 indicate significance; the index
2(chi-squared)/D.F. (in A.M.O.S.: CMIN/DF), since to reduce
the dependence of 2 on the sample size, it is divided among the
degrees of freedom; and the index 2 [20].

RESULT:

The validity of the general survey. V-1

Using Cronbach's alpha coefficient, the questionnaire's
reliability was examined. A value of 0.971 was obtained, above
the applied research minimum (0.90-0.95), validating the
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questionnaire's internal solid consistency. Additionally, each
subscale's reliability indices were calculated and ranged from
0.83 to 0.96, confirming the subscales' high internal
consistency (Table 2).

Table 2: Shows each subscale's Cronbach's alpha.

subsc | mana | Informat | Professi | retrib | Organizat
ale gerial | ion and | onal ution | ional
style commun | training Commit
ication ment

Cronb | pg 0 0 0, 0
ach's 59 ) ’ 82 ’
Alpha 9 8 6 9

3 7 5

9 7 0

Source: Own elaboration based on statistical treatment
with S.P.S.S. 24.

Table 3 displays the essential univariate data for the 40 survey
guestions and the overall items' adjusted association. The most
excellent average was achieved for item 28 (4.401), followed
by items 26, 38, and 32, all scoring over four, demonstrating
how the top standards correspond to the organizational
commitment subscale. Although item 13 has the lowest score
(2.055), the information and communication subscales and the
remuneration subscale have the lowest averages. It should be
observed that the information and communication subscale is
entirely asymmetric-positive. The variables show some
asymmetry, with the majority being asymmetric-negative [21].

The distributions are all practically normal if we look at
the mean and median, which show that they are similar or
nearly equal in most elements; It does indicate that item 28
earns a score of 5 in 440 of the 706 potential occurrences,
which is 62.32% of the total, and given the value anticipated by
the median (5) for items 28 and 38. 38, 357, likewise 50.57% of
the total, is the case. The author established the limits in
absolute value, which allow us to determine if the behaviour of
a distribution is similar or not to that of a distribution regarding
compliance with the criterion of normality of the scale
variables. Average [22].
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According to these authors, skewness values between
0 and 2 and kurtosis values between 0 and 7 exhibit
characteristics of a normal distribution. As a result, after
consulting the descriptive table, it is possible to confirm that
each variable has indices consistent with the trend of a normal
distribution. All of the variables' asymmetry indices are less
than 2 in absolute value, with item 28 having the worst deal at
1.71. It should be observed that the organizational
commitment scale has the highest importance in the table,
specifically items 26 (1.40), 28 (1.71), and 38 (1.37); the
remainder has indices below or extremely close to 1 [22, 23].

All of the kurtosis indices' values are less than 7, with
item 28's value of 2.80 representing the worst situation. It
should be noticed that the three organizational commitment
scale items with the highest values in the table are 26 (1.66),
28 (2.80), and 38 (1.35), followed by two management style
factor items: 2 (1.35) and 8 (1.34); the rest of the items have
indices that are less than or extremely close to 1. In conclusion,
it should be noted that only two variables (26 and 28) on the
organizational commitment scale, out of a total of 40 items and
with a much more restrictive criterion: 1 would be clearly
above this criterion (26: +0.66 and 28: +1.80), though always
within the initially reported values [24].

Elements that capture the emotions of the
organization in which the study is conducted because it is, if
not the most important in the sector in Spain, then one of the
two most important, which encourages the existence of a solid
organizational commitment because all expectations of a
change of the company will materialize, both on its initiative
and through subrogation of personnel, evoking a worse
corporate situation [25].

Table 3: Adjusted total item univariate statistics and
correlation coefficient.

subscal | It | Hal | Me | Stan | Asym | kurt | Corr
e e |f dia | dard | metry | osis | ecte
n devi d

ation item

total

corre

latio
n
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Manage
ment
Style

2, |3 [1 0,015 | - 0,72
95 |, |, 1,27 | 2
6 |0 |4 5

0 |1

0o |7
2, |3 [1 0,140 | - 0,75
80 |, |, 1,34 |3
6 |0 |4 6

0 |5

0 |2
3, |3 |1 - - 0,65
32 |, |, 0,362 | 1,06 | 4
3 |o |3 9

0o |7

0o |8
3, |4 |1 - - 0,65
65 |, |, 0,707 | 0,63 | 4
4 |0 |3 7

0 |3

0 |6
3, |4 |1 - - 0,72
37 |, |, 0,390 | 1,13 |8
o |o |4 6

0 |1

0o |4
3, |3 |1 - - 0,73
21 |, |, 0,268 | 1,16 | 2
8 |0 |3 7

0 |9

0o |3
3, |3 |1 - - 0,75
18 |, |, 0,210 | 1,13 | 6
o |o |3 2

0 |6

0 |4
3, |3 |1 - - 0,77
03 |, |, 0,053 | 1,33 |6
8 |0 |4 9

0o |4

0o |2
3, |3 [1 - - 0,76
24 |, |, 0,325 | 1,20 |2
8 |0 |4 1

0o |3
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Informa 2, 0,567 | - 0,69
tion 32 |, , 0,85 | 2
and 0 0 3 6
Commu 0 0
nication 0 3
2, 2 1 0,491 | - 0,69
37 |, , 0,92 |7
7 0 2 0
0 8
0 6
2, 2 1 0,438 | - 0,73
a7 |, b 1,09 |1
0 0 3 7
0 7
0 7
2, 2 1 0,848 | - 0,68
05 |, 0 0,22 | 2
5 0 1 5
0 8
0 7
2, 2 1 0,444 | - 0,75
39 |, 0 0,86 | 8
4 0 2 4
0 4
0 3
Professi 3, 3 1 - - 0,60
onal 13 |, , 0,241 | 0,98 |8
training 9 0 2 9
0 7
0 4
3, 3 1 - - 0,68
10 |, , 0,210 (0,89 | O
6 0 2 1
0 0
0 5
3, 3 1 - - 0,66
06 |, , 0,136 (1,04 | 8
1 0 3 0
0 0
0 2
2, 3 1 0,119 | - 0,62
76 | , , 1,17 |9
9 0 3 2
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0 4
0 7
3, - - 0,50
09 |, , 0,184 (1,13 |0
9 0 3 2
0 5
0 1
2, 3 1 0,043 | - 0,69
82 |, , 1,08 |9
2 0 3 9
0 0
0 1
Retribut 2, 3 1 - - 0,47
ion 92 |, , 0,039 (1,00 |9
4 0 2 8
0 8
0 2
3, 3 1 - - 0,38
25 |, , 0,279 (0,77 | O
4 0 2 1
0 3
0 9
2, 3 1 0,276 | - 0,67
60 | , , 0,97 |5
6 0 2 1
0 6
0 3
2, 2 1 0,443 | - 0,67
39 |, , 0,90 | 2
2 0 2 1
0 7
0 0
2, 2 1 0,744 | - 0,68
10 |, , 0,48 | 2
8 0 2 3
0 0
0 0
Commit 4, 4 1 - 1,66 | 0,52
ment 17 , , 1,400 | 4 3
organiz 8 0 0
ational 0 2
0 3
3, 4 1 - - 0,74
52 0,494 (0,72 |7

~
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5 o |2 6
0 |5
0o |7
2|4 |5 o - 2,80 | 0,51
4 |, |, 1,713 | 0 3
1 |o |9
0 |2
0o |7
202 |3 |1 0,056 | - 0,50
86 |, |, 1,04 | 6
8 |0 |3 7
0 |2
0 |4
313 [3 |1 - - 0,74
o2 |, |, 0,245 | 0,99 |3
8 |o |3 9
0 |0
0o |8
3, |4 |1 - - 0,74
175 |, |, 0,794 | 0,42 |7
6 |0 |2 0
0 |9
0 |0
304 |4 |1 - 0,48 | 0,64
2 |01 |, |, 1,112 | 7 2
6 |0 |1
0o |7
0 |0
312 [3 |1 0,152 | - 0,81
3176 |, |, 1,17 |9
1 |o |3 4
0 |5
0 |5
313 |4 |1 - - 0,57
4175 |, |, 0,775 | 0,45 |5
5 |o |2 1
0 |9
0 |1
313 [4 |1 - - 0,72
5179 |, |, 0,780 | 0,23 | 4
9 |o |1 6
0 |9
0o |8
313 |4 |1 - - 0,71
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6 | 82 |, , 0,790 | 0,38 |2
4 0 2 8
0 4
0 2
3] 3 3 1 - - 0,61
7 |15 |, , 0,150 | 0,92 | 8
9 0 2 8
0 7
0 2
3 | 4, 5 1 - 1,34 | 0,56
8 | 16 |, , 1,365 |5 1
3 0 0
0 7
0 7
3] 3 4 1 - - 0,66
9 | 46 | , , 0,506 | 0,72 |9
9 0 2 0
0 8
0 4
4 | 3 4 1 - - 0,72
0| 82 |, , 0,806 | 0,12 | 4
4 0 1 7
0 7
0 2
Source: Own elaboration based on statistical treatment
with S.P.S.S. 24.

Except for variables 21 and 22, which exhibit weights of 0.48
and 0.38, the adjusted item-total correlation is shown with
consequences greater than 0.50 in all items. However, it was
decided to include it when it presented a load greater than
0.35, a value above which a correct element-total correlation
is regarded as statistically significant above 1%. This shows that
everyone contributes to measuring what the questionnaire
measures and does so in the same direction [26].

FACTOR STRUCTURE:

The Kaiser-Meyer-Olkin index and Barlett's sphericity test were
used to determine whether the ability to do factor analyses
was adequate (K.M.O. = 0.969; Chi-squared = 25491.345; df =
780; Sig = 0.000). Using principal components as the extraction
method, five factors were found by exploratory factor analysis.
According to Kaiser's rule (1958), these factors displayed an
eigenvalue more significant than one and an oblique rotation
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of the Oblimin type. The assumption that the components are

interrelated led to the implementation of this strategy. This

allowed for identifying five distinct and easily distinguished

factors from the component matrix, which explained the total
variation of 69.308% and fell within the range (60% to 70%)

that social scientists deem appropriate [27].

Table 4: Matrix of rotated factors with explained variance
and eigenvalues. rotational oblivion
items component
ED co CCR RE cp
1 0,700
2 0,881
3 0,849
4 0,665
5 0,675
6 0,817
7 0,780
8 0,839
9 0,895
10 0,816
11 0,733
12 0,667
13 0,844
14 0,767
15 -
0,818
16 -
0,762
17 -
0,604
18 -
0,553
19 -
0,773
20 -
0,670
21 0,863
22 0,901
23 0,564
24 0,515
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25 0,569
26 0,60
6
27 0,48
2
28 0,81
0
29 0,75
2
30 0,66
4
31 0,79
9
32 0,74
5
33 0,362
34 0,87
7
35 0,82
1
36 0,85
0
37 0,48
1
38 0,69
5
39 0,78
5
40 0,82
0
variance 4681 9,32 | 5116 | 3,878 | 3,148
(%) 2 3
Eigenvalue 16,02 4,78 2,047 1,551 1,259
S: 1 5
Explained
Accumulat 45,70 | 56,16 | 64,26 | 65,26 | 70,30
ed (%) 3 6 2 0 8
Source: Own elaboration based on statistical treatment
with SPSS_24.

The matrix of rotational factors, eigenvalues, and variance

explained by each factor individually and collectively is shown

in Table 4. It can be shown that no element in it, despite the
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usage of oblique rotation, has saturations more than 0.40 in
any factor other than load. As can be seen, the first component
comprises nine items that relate to the management style
subscale of the questionnaire and emphasize participative
management and job-well-done acknowledgment. Therefore,
"Management Style (E.D.)" shall continue to be the name of
this element [28].

All fourteen items that comprise the second factor
agree with Porter's 0.C.Q. Except for item 33, the
guestionnaire represents the maximum saturation in factor
three. Therefore, "Organizational Effort (O.C.)" will continue to
be the name of this element. Eight items comprise the third
factor, of which the five with the highest weights relate to the
subscale we previously referred to as information and
communication. The following two items with the highest
scores are 25 with a weight of 0.57 and 24 with a weight of
0.52, which in the initial questionnaire were in the subscale
that we had previously referred to as remuneration, and which
now present their maximum saturations in this factor three
[29].

Last but not least, item 33, initially discovered on the
scale of commitments and which, as we have already
mentioned, has a factor of three and a weight of 0.36 but no
saturation. Since three of the eight items (12, 13, and 25) refer
to the corporate value of acknowledging both improvement
proposals, which promote a good climate and performance,
such as a job well done, we refer to this factor as "Corporate
Communication and Recognition (C.C.R.)" in light of these
results [30].

The fourth factor comprises three items: 22 with a
weight of 0.90, 21 with a weight of 0.86, and 23 with a weight
of 0.56. Initially, these three items were among the five that
made up the subscale of the remuneration system, a name we
continue to use for this factor because the three elements that
define it refer to the three traditional requirements for a wage
system: that it be internally fair, externally competitive, and
motivating. "Remuneration (RE)" was the name of it [31].

The sixth factor, professional training, comprises six
items equivalent to the six items in the professional training
subscale. These items include work tools and procedures,
ongoing technical and professional training, and the
development of social skills required for the job position and,
ultimately, the workplace. We continue to refer to this aspect
as "continuing professional education in its broadest sense,
covering various areas of knowledge (P.C.)" as a result [32].
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After this initial study, a second-order factor analysis
was carried out to clarify and simplify the structure produced
by the initial research and further comprehend the resulting
groupings. Four factors are identified through second-order
factor analysis that accounts for all variance (see Table 5 for
the matrix of second-order factors rotated using the Oblimin
rotation method and the variance explained by each factor's
contribution to conflict). the reality); Except the C.P. factor,
which has items that start to spread their saturations in the
C.C.R. (items 17, 18, and 20), RE (items 16 and 19), and E.D.
(item 15) factors, all are identical to those found in the first
order factor [33].

From a logical standpoint, it makes sense that items 17
and 18 in C.C.R. are saturated because technical and social skill
training for employees is a component of communication, and
item 20 is soggy because when a company uses planning, it
avoids technological obsolescence and promotes the
recognition of a job well done. It seems sense that RE
dominates items 16 and 19, which are concerned with the
suitability of practices, sites, offices, or workplaces, as it is a
factor that alerts to circumstances that may serve as
motivators for employees, such as, for instance, having
adequate structures and processes in place [34].

As a necessary good for the completion of the task, the
work tools presuppose a reason for a habitual relationship with
the respective boss, so their management style will influence
the worker has the perception of how his needs must be met
with the proper means. Item 15, which reports the adequacy
of the standards with which the staff is equipped, weighs on
the E.D. factor.

Table 5: Factor rotation matrix of second order. Variance
that each component explains. rotational oblivion

items component

co CCR ED RE
0,971
0,932
0,949
0,982
0,936
0,917
0,930

Nfoju| |l WIN|
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0,987

9 0,993

10 0,954

11 0,982

12 0,977

13 0,950

14 0,946

15 0,629

16 0,659
17 0,726

18 0,831

19 0,727
20 0,711

21 0,862
22 0,957
23 0,930
24 0,837

25 0,979

26 0,916

27 0,998

28 0,976

29 0,973

30 0,931

31 0,997

32 0,960

33 0,796

34 0,977

35 0,953

36 0,979

37 0,989

38 0,979

39 0,983

40 0,972

Explained 36,98 27.98 22.76 9.87
variance (%) 23.65 54.89 78.66 100

Accumulated
(%)

Source: Own elaboration based on statistical treatment
with S.P.S.S. 24.
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The generalized least squares method, which exhibits the same
properties as the maximum likelihood method under less strict
multivariate normality conditions and which becomes more
appropriate as the sample size increases, was used to conduct
confirmatory factor analysis based on the findings of the
previous first- and second-order factor analyses. The items that
did not enter the measurement submodel meet that load,
which is the minimal allowed weight of an indicator about its
construct, a factorial bag of 0.70, eliminating as much
collinearity between variables as possible [35].

Seven entries have been removed from the C.O. factor:
29, 30, 31, 32, 34, 35, and 37. Information in entry 27: "When |
talk to my friends, | tell them that my organization is a great
place to work," | would pick myself up in entry 31: "l am proud
to say that | am part of this organization." Points 29, 32, and 35
read, "l would accept almost any type of assignment to
continue working here; If the type of work in another
organization were similar, | would prefer to continue in the
current one; and | am happy that | chose this organization to
work and not others | had thought about joining at the time,"
and point forty, "unquestionably, the decision to work in this
organization was a wise move on my part."

For those of 34 and 36, it is worthwhile to continue
working in this organization indefinitely since | care deeply
about the future of this organization. At the same time, for
those of 38, it would hurt me significantly to quit this
organization, given my current circumstances. At points 26, 28,
and 39, | am willing to go to great lengths to contribute to the
success of the organization; | am loyal to this organization; at
points 30 and 37, | believe that my values and those of the
management of the organization are very similar; | rarely
disagree with the organization's employee policy. This is the
best possible organization to work for [36].

Two components of the C.C.R. factor have been
removed: 24 and 25. Details about both goods The company
encourages those of us who work for it to propose
improvements that favour performance and the working
environment; if an edit is obtained as a result of a proposal, it
is rewarded. The company has established clear criteria for
internal promotion. The company typically rewards those who
excellently do their job. Finally, items 16, 18, and 19 in the C.P.
factor were dropped. The information on items 16 and 19 -
"the work procedures are adequate; the office, office, or
workplace where | conduct my business is welcoming and
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pleasant"” - indicates that | am qualified for employment with
company 15 and that "my work tools are adequate."

| receive training in interpersonal relationships with
clients, coworkers, and collaborators, which is item 18 in the
checklist, would be incorporated into item 17, "l receive
adequate technical training." No element was cancelled in the
E.D. or RE factors.

Model 1 and Model 2 were compared and contrasted.
Model 1, which matches the outcome of second-order factor
analysis, contains four factors (C.O., C.C.R., E.D., and RE). In
contrast, Model 2 suggests a five-factor structure (E.D., CO,
C.C.R, RE, and C.P.), which matches the first-order exploratory
factor analysis outcome [37].

The saturation of item 33 (number 23 in Table 3),
which switches from saturation in C.C.R. to P.C., is then
modified while considering the modification indices.
Additionally, the errors of items 7, 8, and 9 (numbers 14, 15,
and 16 in Table 3) are correlated. The basis for this relationship
is because "the errors between two redundant elements
cannot be independent, since... the answers continue to be
correlated by the similarity of content"; this is the case with the
following elements: In addition to being ethical in his
behaviours, he also takes an active role in the professional
growth of those with whom he interacts at work. When the
declarations of the ideals of justice, implication, and
exemplarity seem to be redundant. The Model fit indices are
shown in Table 6.

Table 6: shows the two proposed models' goodness-of-fit
indices.

Factoria | R.M.S.E.A.

| Model
x2/D | LO. HI GFI PGFI
F 90 90
Model 3,59 | 0,05 | 006 | 006 | 087 | 0,74
1. Four 0 7 1 4 5 1
factors.

Model 3,27 | 0,05 | 005 | 0,06 | 0,88 | 0,74

2. Five 9 3 7 1 7 3
factors.
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Model2 | 278 | 0,04 | 0,05 | 0,05 | 0,90 | 0,75

Modifie | 9 7 0 4 5 1
d.

source: Own elaboration

The "modified model 2" has the best indexes, indicating a
significant improvement and adjustment compared to models
1 and 2 in all of its indices and within the range of values
deemed sufficient. The suggested Model is still represented in
Table 3, displaying its standard solution [38].
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Figure 3: Modified M2 standard solution

According to Table 7, the loading factors for the C.O. factor,
E.D., C.C.R,, P.C., and RE are all between 0.72 and 0.91, 0.74
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and 0.92, 0.76 and 0.86, and 0.71 and 0.86, respectively. The
commitment has correlations with the other factors of 0.84
with CP, 0.76 with RE, 0.67 with C.R.C., and 0.64 with E.D. The
correlations between the elements are all significant at 1%. The
remaining components have a maximum correlation
coefficient of 0.92 between P.C. and RE and a lowest
correlation coefficient of 0.73 between RE and E.D. [39].

It is essential to draw attention to the agreement
between the results of the second-order factor analysis, which
found that the other factors absorb the factor C.P.; three of its
components, 17, 18, and 20, saturate in C.C.R.; two, 16, and 19,
in D; and 15, in E.D.; and the correlations discovered in the
subsequent confirmatory factor analysis, where P.C. correlates
with C.C.R.: 0.90 and with RE: 0.92; doing so to a lesser extent
with E.D.: 0.80.

Additionally, the validity of the adjusted V2 (0.962) and
its five elements was investigated. The coefficients for these
factors ranged from 0.83 for RE and CP to 0.96 for E.D.,
demonstrating the excellent internal consistency of the
characteristics and the entire questionnaire [40].

These findings provide empirical support for the
proposed structure, leaving questionnaire V-2 with the
components and questions listed below, ranked from highest
to lowest by factor load (Figure 4). Table displaying the final
guestionnaire's structure, each factor's alpha, and the overall
guestionnaire's alpha [39].

CONCLUSIONS:

This study aimed to create a questionnaire enabling future
surveys to assess how employees perceive specific people
management practices that were hypothetically linked to
organizational commitment. This commitment would manifest
as a result of a psychological perspective recognizing that
extra-role behaviours result from an emotional bond that
motivates us to exert the most effort to perform well.

To gather information about the effect that different
people management policies have on the organizational
commitment of the organization's employees and to establish
strategies, as necessary, to improve it, it is crucial to have a tool
with these qualities that is valid and reliable. A five-factor
model is suggested as a consequence of exploratory and
confirmatory factor analyses: - Organizational commitment is
the proactive approach an individual adopts to uphold high
levels of commitment to the organization and the desire to
remain there and accept its aims and ideals.
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- Management style refers not only to a type of
participatory management and its involvement in the
development of people in their team but also to continuously
providing feedback on behaviours expected of the employee at
work.

- It also includes how employees perceive the
management style of their direct superior. In other words, a
management approach that fosters environments of trust,
accountability, and involvement, enabling team members to
contribute to the fullest extent feasible.

- Communication inside the company and praise,
which relates to how the employee feels his informational and
communicational needs are addressed, and recognition for a
job well done.

- Professional training includes how staff members
view the ongoing technical and technological training they
receive, the social skills required for better performance in the
job position, the tools available to them, and the procedures to
follow.

- Remuneration, which addresses the traditional
expectations of a wage system, including that it be internally
equitable, externally competitive, and employee-motivating.

The Model predicted that organizational commitment
would be related to professional training, compensation,
corporate communication and recognition, and management
style through the numerous analyses that were conducted,
both exploratory and confirmatory. Compared to the logical
approach to designing the original questionnaire, this new
form offers a higher capacity for explanation. When developing
and implementing human resource strategies aimed at
strengthening levels of commitment to increasing productivity
levels, improving job satisfaction, retaining talent, and,
ultimately, reducing external turnover and absenteeism rates,
with the consequent reduction of the high direct and indirect
labour costs, personnel managers in businesses must have a
thorough understanding of the factors that can affect the
improvement of the degree or level of organizational
commitment of workers.

For this information, structural equation models offer
the best methodology to separate the pertinent variables and
ascertain their influence on the examined phenomenon within
the theoretical models. It cannot be assumed that the
independent variables of the models with good fit cause
causation, even though structural equation models offer an
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excellent methodology for studying causal relationships and,
consequently, for obtaining empirical evidence for
manipulating variables with some guarantees of success. It can
be said that the associations the researcher hypothesized are
most existent in the data examined (2007: 420-421).

With this goal in mind, we investigated whether
employees' perceptions of a company's management style
(E.D.), company communication and recognition (C.C.R.),
compensation (RE), and professional training (P.C.) were
related to their level of organizational commitment (O.C.).
Since all of the correlations in Table 7 have significance levels
of alpha 1%, it was determined that these factors correlate
with the level of organizational effort (C.0.). Therefore, We
may assume that by implementing human resource
management practices that support the employees'
perceptions of the policies above, we will significantly increase
their organizational commitment.

In conclusion, the questionnaire presented here is
valuable for evaluating how employees perceive personnel
management practices that affect their organizational
commitment. To plan and build regulations that allow the
worker to adopt behaviours that go far beyond what is deemed
a strict responsibility, it is therefore offered as a valuable
instrument in future research on this subject.
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