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ABSTRACT

This study explores key factors of supportive organizational context that enhance employee commitment. A qualitative
research approach is used to gather data. Data was gathered from employees in 15 information technology (IT)
companies in Nepal, ranging from senior IT professionals to entry-level personnel. 60 employees (34 men and 26
women) took part in the discussion. They discussed several themes related to organizational context that affect
employee commitment. The results show that IT professionals were found aware of a variety of factors that support
creating and enhancing employee commitment. They include trust and transparency, recognition and reward systems,
personal values and organizational alignment, safety and work conditions, organizational culture, fair treatment and
equity, support services and resources, leadership influence, interpersonal relationships at work, and employee
autonomy and empowerment. Together, these factors form a complete work environment where employees feel valued,
inspired, and in alignment with the goals and core values of the company. Thus, today's companies need to create a
strong and supportive organizational context in order to boost employee commitment. They must focus on the efficient
use of human capital and foster an atmosphere that inspires employees to become devoted and committed.
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1. INTRODUCTION

Supportive organizational context refers to a supportive work environment where employees are happy and motivated
to perform well. Such context creates a positive work behavior with them. In order to promote the best professionals,
many studies have noted that maintaining the learning culture and creating a better working environment are essential
[1]. Employers must have a supportive organizational context in order to sustain desired development and revenues
[2]. Research indicates that over 80% of employees want to work in healthy and supportive workplaces [3]. Therefore,
offering a supportive work environment and organizational context is becoming crucial for keeping skilled employees
[1] [4]. Such context supports enhancing employee commitment and other work-related positive outcomes.

Employee commitment, also known as organizational commitment, is the degree to which an individual identifies with
and participates in a particular organization. It is an emotional response to the behaviors, morals, and attitudes of the
staff [5] [6]. It is a psychological state that indicates how attached an employee is to their employer [7]. It creates a
positive relationship between employees and employers [8]. It is frequently linked to the degree of devotion a worker
has to their employer, the enjoyment they derive from their work and their willingness to stay with the company [9]
[10]. Employee commitment affects a variety of behavioral outcomes and can be viewed as an attitude, a driving
force, or a set of behavioral intents [11]. Committed employees are individuals who feel their businesses will always
provide them with opportunities to advance in their careers and who share similar values and beliefs [12]. As a result,
when people adopt this belief, they stick around and are more likely to strengthen their ties to the company, especially
if they are looking to advance. Supervisors are constantly looking for methods to increase worker dedication and
provide more competitive advantages [13]. Thus, employee commitment concept is thought to be useful for creating
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an organization's blueprint and for forecasting employee behavior [14]. A high level of commitment is essential as it
can lead to several favorable consequences for the organization.

Understanding employee commitment and a supportive organizational context is essential in the fiercely competitive
and quickly expanding field of information technology (IT). It enables IT firms to comprehend the factors that
influence IT professionals' long-term retention and loyalty. Employee commitment typically results in increased levels
of motivation and productivity, which improves company performance as a whole. Higher-quality work products
might result from a supportive organizational context since employees will feel empowered and respected. Employee
innovation and risk-taking are encouraged in a supportive organizational context, which is important in the IT industry
where rapid technological developments occur. Better collaboration and knowledge exchange are encouraged in a
supportive organizational context, which results in creative solutions and ongoing development. Companies in the IT
sector have to react fast to developments in technology. Employees who work in a supportive atmosphere are better
able to adjust to change and maintain their resilience. It promotes ongoing learning and improvement of skills, keeping
knowledge current with developments in the field. Therefore, studies on such issues offer insights that can guide
leadership plans, HR regulations, and general organizational development initiatives. Therefore, this study explores
key factors of supportive organizational context that enhance employee commitment.

2. LITERATURE REVIEW

2.1 Supportive Organizational Context

A supportive organizational context is a setting that encourages productivity, engagement, and well-being among
employees. It helps create an environment where employees feel appreciated, respected, and free to give their best
work [15]. It shows a general understanding of how much an organization values the welfare and contributions of its
workers [16]. Positive work attitudes and a sense of belonging to the organization are typically increased in an
organizational culture that is very supportive, which eventually improves work engagement [17]. Additionally, extra-
role activity and the development of reciprocal attitudes toward the organization are positively impacted by
organizational support [18].

Fostering employee well-being, motivation, productivity, and commitment requires a supportive organizational
environment. In order to ensure that employees feel appreciated, respected, and prepared to carry out their
responsibilities efficiently, a number of important components come together to create such an environment. Prior
research identifies key factors of a supportive organizational context. Inclusive culture [19], transformational
leadership [20], trust and transparency [21], wellness programs [22], fair treatment [23], non-discriminatory practices
[24], positive work relationships [25], safe and healthy work conditions [26], support services [27], resources and tools
[28], and supervisory behaviour [29].

2.2 Employee Commitment

Employees provide organizations with a significant source of competitive advantage [30] [31] [32]. Thus, companies
must focus on the efficient use of human capital and foster an atmosphere that inspires employees to become devoted
and committed to the operations of the company.

There should be psychological connections between a company and its employees. This psychological connection is
shown in their commitment to the organization [33]. Thus, this commitment highlights how crucial it is to bind the
member to the organization and to actions that are crucial to the commitment's goal [34]. This commitment could have
different roots. [7] propose a three-component model of such commitment. It is the willingness of an employee to
work hard for the good of the company, to stay with it, and to accept its main objectives and values [35]. Studies point
out that affective commitment, continuance commitment, and normative commitment are the three elements that
makeup employee commitment [6].

Attachment Component: It is an affective commitment that involves an employee's emotional connection to the
company. Employees who exhibit great affective commitment experience a sense of purpose and connection to the
organization's goals and values. They actually want to stay with the organization, which is why they do.
Encouragement from coworkers, rewarding work environments, and a strong company culture are often the main
sources of affective commitment.
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Continuance Commitment: This commitment is predicated on the expenses employees bear when they leave the
company. This dimension captures the perceived social and economic costs of leaving, like the disruption of social
networks, job security, and benefits. Due to the significant personal cost of quitting, workers with strong continuation
commitment feel compelled to stay with the company. The absence of suitable alternatives for employment and the
monetary or social investments made in the current company are factors that influence continuation commitment [7].

Normative Commitment: It is a measure of an employee's sense of duty to stick with the company. This dimension
stems from the belief that remaining is the morally or ethically correct course of action. High normative commitment
employees stick around because they believe they owe it to the company, either because of loyalty or personal ideals,
or because the company has made investments in their professional growth. Normative commitment can be reinforced
by organizational cultures and socialization procedures that value moral behavior and loyalty [36].

3. RESEARCH METHODS

A qualitative research approach is used to gather data. It is believed that such an approach offers valuable insights for
improving organizational context and employee commitment by providing an in-depth understanding of the factors
influencing employee commitment and the organizational context.

Data was gathered from employees in 15 information technology (IT) companies in Nepal, ranging from senior IT
professionals to entry-level personnel. 60 employees (34 men and 26 women) took part in discussion. They discussed
several themes related to supportive organizational context that affect employee commitment. The key themes include:

Employee autonomy and empowerment

Experiences with organizational culture

Fair treatment and equity

Interpersonal relationships at work

Leadership influence

Personal values and organizational alignment

Recognition and reward systems

Safety and work conditions

Support services and resources

Trust and transparency
These themes were developed as a result of a thorough review of the academic literature and publications regarding
employee commitment and organizational context. It was promised to the participants that neither their names nor the
names of their respective companies would appear in the results that were released. This allowed them to openly talk
about their experiences without worrying about negative feedback. The important viewpoints of the participations are
presented italicized form in the next section.

4. RESULTS AND DISCUSSION

IT professionals were found aware of a variety of factors of supportive organizational context that support creating and
enhancing employee commitment. Table 1 presents the major factors influencing employee commitment along with a
relative ranking of each.

Table 1. Key Factors Creating and Enhancing Employee Commitment

S.N. Themes N Agreed % Rank
1 Employee autonomy and empowerment 45 75 10

2 Organizational culture 56 93.33 5

3 Fair treatment and equity 54 90 6

4 Interpersonal relationships at work 50 83.33 9

5 Leadership influence 51 85 8

6 Personal values and organizational alignment 57 95 3

7 Recognition and reward systems 58 96.67 2

8 Safety and work conditions 57 95 4
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9 Support services and resources 53 88.33 7
10 Trust and transparency 59 98.33 1

The majority of IT professionals agreed that trust and transparency are very important factors for creating employee
commitment. One of the IT professionals said "trust and transparency serve as the cornerstones around which
reliability and transparency are constructed in our company. When we have confidence in our leaders and think that
organizational procedures are transparent and clear, we are more likely to fully participate and feel at ease in our
roles and responsibilities”. It suggests that employees feel safer and appreciated when they have faith in their
superiors and believe that information is delivered honestly. Since employees are less likely to feel misinformed or
kept in the dark, transparency promotes an honest and ethical culture that strengthens commitment.

According to IT professionals, recognition and reward systems also matter a lot for creating commitment. They said
that "recognition and rewards inspire us and validate our contributions, giving us a sense of worth and appreciation".
This implies that employees are more likely to remain committed to the company if they believe their efforts are
valued and appreciated. This high ranking highlights how crucial positive reinforcement is to preserving commitment
and enthusiasm.

When discussed with the IT professionals, they also agreed that personal values and organizational alignment also
matter a lot in creating a sense of commitment. They agreed that "we get a sense of purpose and belonging when our
personal values align up with those of the company". It demonstrates employees find fulfillment in their work and a
sense of alignment with their morals and values, which greatly increases their commitment to the company.

The results indicate that safety and work conditions are also important for creating employee commitment at work.
The IT professionals agreed that “positive work environments cause us to feel more satisfied with our jobs and
experience less stress. They strengthen our dedication as an organization. For us to stay focused and productive, we
need to feel protected both physically and mentally". This suggests that secure and comfortable working environments
are essential since they have a direct effect on employee well-being.

In a similar vein, organizational culture is also an important matter for employee commitment. The IT professionals
said, "we are more inclined to feel devoted to an organization when we identify with its culture”. This implies that a
strong, uplifting company culture can foster a feeling of belonging and purpose. Respect, cooperation, and
involvement are all encouraged in a positive culture. Employee commitment to the company is more likely when they
identify with the organizational culture.

Encouraging commitment at work requires a culture that is free from discrimination and promotes trust. In this regard,
the majority of IT professionals agreed that "our likelihood of becoming committed to the organization increases when
we believe that we are being treated equally, regardless of our history or position™. It suggests that high morale and
increased employee commitment can result from perceived justice at work.

Support services and resources are also required for maintaining employee commitment in an organization. In this
regard, IT professionals said that "we can do our work well when we have access to resources and support services.
When we have the tools and resources we need to feel supported, we can work more productively and with less
irritation, which increases commitment". This implies that having the right equipment and resources is essential for
employees to do their jobs well. When employees have access to the tools, resources, and assistance they need, their
productivity increases and their commitment is strengthened.

Establishing the direction and tone of an organization requires effective leadership. In this regard, IT professionals
also agreed that "leaders that encourage, mentor, and support their staff have a great impact on their commitment to
work. On the flip side, poor leadership can result in excessive turnover and disengagement".

IT professionals said that "good relationships among co-workers increase an employee's likelihood of enjoying their
work and feeling a sense of commitment to the company. Workplace camaraderie and friendships can improve
commitment and job happiness”. This implies that good interpersonal relationships also foster a cooperative and
encouraging work atmosphere, which eventually raises employee commitment.
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Autonomy and empowerment are also important for employee commitment. The IT professionals mentioned that "we
feel more accountable and committed to our jobs and projects when we are allowed to make choices and take
responsibility for our efforts”. This suggests that autonomy and empowerment also play significant roles in fostering
employee commitment. Employees who enjoy autonomy are free to choose their own work procedures and techniques.
This gives them a greater sense of ownership and control over their work, which considerably boosts their motivation
and job happiness. Employees who believe their needs and preferences are honored are more likely to be committed to
their company.

5. CONCLUSION

This study explores ten key factors of supportive organizational context that enhance employee commitment. The
most important elements influencing organizational commitment are trust and transparency. Employees appreciate an
atmosphere where knowledge is freely exchanged and they can rely on their superiors and fellow workers.
Recognition and reward systems rank as the second most important factor. When their efforts and accomplishments
are properly recognized and rewarded, employees feel more devoted. One's personal ideals and those of the
organization must coincide. Employee commitment is higher when they perceive that the organization shares their
values. High rankings are also given to safety and work conditions. For employees to stay committed to the company,
they must feel safe and have comfortable working conditions. One important component that creates a sense of
community and belonging within the organization is a positive organizational culture.

Organizational culture is also an important element that promotes a sense of community and belonging within the
organization. Employee commitment requires equity and fair treatment in the workplace. Employees must believe they
are receiving impartial and equitable treatment. Their commitment is increased when they have access to resources
and support services that help them do their jobs well. Another important consideration is the impact of leadership.
The impact of exemplary and motivating leadership on employee commitment can be substantial. Increased employee
commitment is a result of positive interpersonal interactions and a nurturing work environment. Although they are not
as essential as other aspects, employee autonomy and empowerment nevertheless matter. Giving workers decision-
making authority might increase their commitment. Together, these factors form a complete work environment where
employees feel valued, inspired, and in alignment with the goals and core values of the company. Thus, today's
companies need to create a strong and supportive organizational context in order to boost employee commitment.
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