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Abstract: This paper examines the impact of employees’ commitment on the productivity of organizations in
the Republic of Serbia. Employees’ commitment represents the willingness of employees to make efforts for the
benefit of the organization and the desire to remain in them. It can be seen as: affective, continuous and
normative commitment. Affective commitment reflects a belief in the goals of an organization and a willingness
to actively participate in its development; normative commitment reflects a sense of obligation on employees to
remain in the organization while continuing commitment is due to employees' assessment that leaving the
organization causes greater costs than benefits. Previous research shows that all types of commitment have a
major impact on the performance of organizations. As the number of empirical studies on this topic in Serbia is
limited, this paper examines the impact of each type of organizational commitment on the productivity of
organizations in Serbia, as well as the impact of the overall commitment. The aim of the paper was to identify
the types of organizational commitment that have the greatest impact on the performance of organizations in
Serbia and to propose measures to HR managers whose implementation can improve the operations of
domestic organizations. The starting point of the paper was that employees' commitment has a statistically
significant effect on organizational performance. To verify the validity of this assumption, a primary survey was
conducted. 169 employees of 17 organizations in Serbia were surveyed. By applying correlation and regression
analysis methods, it has been proven that overall organizational commitment, as well as its certain types, have
a positive impact on the productivity of organizations in Serbia, with the impact of normative commitment on
performance greater than other types of commitment. At the same time, the contribution of continuous
commitment to the performance of organizations in Serbia is negligible (statistically insignificant). In line with
the obtained results, recommendations for human resources managers in Serbia are proposed. The theoretical
implications of the paper are reflected in filling the gap in the national literature in the field of organizational
commitment, while the empirical implications are reflected in the mechanisms and measures that are proposed
at the end of the paper.
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phenomenon has a strong impact on many
significant phenomena and outcomes in the
working environment, such as absenteeism,

Introduction

Employees' commitment is a phenomenon that has

been occupying the attention of the scientific and
professional public for several decades. The
reasons for this can be found in the fact that this

turnover, employee performance etc. (Irefin &
Mechanic, 2014; Zia ud & Khan, 2010; Folorunso,
Adewale, & Abodunde, 2014). Besides, some
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authors suggest that the competitive advantage of
the organizations and their superior performance
may be based precisely on the commitment of the
employees that make up those organizations
(Akintayo, 2010). In short, employees'
commitment to the organizations has potentially
serious consequences on the overall organizational
performance (Irefin & Mechanic, 2014).

Employees' commitment, however, is not an
unambiguous phenomenon. The significant body
of literature in this area suggests that this is a
complex category that can be viewed from
different angles. Accordingly, we can talk about
the employees' commitment to an organization,
commitment to work, commitment to oneself,
commitment to colleagues, commitment to
customers, etc. In this paper, the authors will
analyse employees' commitment to an organization
for which we will use the term organizational
commitment as a synonym.

Organizational commitment is a complex
category that can be observed through three types
of commitment: affective, continuous and
normative commitments (Meyer & Allen, 1997).
These types of commitment at the same time reflect
the different reasons on which the commitment of
employees to the organization is based on. Thus,
some employees are committed to the organization
because they strongly believe in the organizational
values it stands for, the others are committed
because of the high cost of leaving the
organization, while some employees have a sense
of moral obligation to the organization in which
they are employed (Meyer & Allen, 1997).

Having in mind the importance of the
organizational commitment for many phenomena
in the working place, but, above all, for the
performance the employees achieve, and thus for
the organizational performance, the subject of this
paper is to examine the impact of organizational
commitment, both overall and its different types,
on the performance that companies in Serbia
achieve. This paper’s aims are to identify the types
of organizational commitment that have the
greatest impact on the performance of
organizations in the Republic of Serbia and to
propose measures for human resource managers
whose implementation can improve the business of
domestic companies.

The paper is structured as follows: first, the
literature on the concept of organizational
commitment is reviewed and the initial hypotheses
are defined. Then, the research results and their
discussion are presented while, at the end of the
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paper, concluding remarks and implications for
managers are given.

1. Literature review and hypothesis
development

1.1. Organizational commitment

Organizational commitment as a concept has been
the subject of research for a long period. There are
opinions that this concept, in addition to the
concept of job satisfaction, is one of the most
studied in management. The reason for that lies in
the fact that it has been found that this phenomenon
affects many outcomes and phenomena in the
working place that directly or indirectly affect the
overall results that organizations achieve, as well
as the phenomena such as absenteeism, fluctuation
and the like. Consequently, organizational
commitment is recognized as an important
component of the overall organizational success
(Randall, Fedor & Longenecker, 1990).

When it comes to the conceptualization of this
phenomenon, it is noticeable that there are many
points of view in the literature. First of all, several
theories explain the essence of this concept. These
are behavioural theory, transactional theory,
obligatory theory, attitudinal theory, and a
multidimensional approach (Mercurio, 2015).
According to behavioural theory, the commitment
of employees occurs as a consequence of their
actions, i.e. behaviour. Some theorists use the term
"volition" to explain this mechanism and state that
if employees are free to make decisions about an
activity in which they will participate, then they
will feel a greater obligation and responsibility to
carry out these activities to the end, as well as
consider the costs of non-participation in these
activities (Salancik, 1997). The essence of the
transactional theory is that commitment to an
organization results from the perceived loss of
certain investments that an individual has made in
a given organization. These investments are
reflected in the invested time, effort and money. In
short, commitment to an organization according to
transactional theory is based on employee
economic decisions. This theory derives its name
from Becker's (1960) side-bet theory (Mercurio,
2015). The obligatory theory sees the basis for
commitment to an organization in the employee's
sense of obligation to that organization. This
internalized sense of obligation can be based on the
reciprocal benefits that the individual sees in the
relationship with the organization (Mercurio,
2015). Attitudinal commitment theory sees an
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explanation for commitment in identifying the
individual with the organization and feeling
cohesive with it (Kanter, 1968 in Mercurio, 2015).
Finally, there is a multidimensional approach to
commitment adopted by several authors (Angle &
Perry, 1981; O'Reilly & Chatman, 1986; Jaros,
Jermier, Koehler, & Sincich, 1993).

The most well-known multidimensional model
of commitment is the one developed by Meyer and
Allen (1991) according to which commitment is a
three-dimensional concept. The mentioned authors
believe that commitment is based on both
behavioural theory and attitudinal theory. They
also believe that these theories are not mutually
exclusive. In support of this, they state that
affective commitment can result from freely
chosen behaviour of employees and over time
grows into a true affective connection with the
organization (Meyer & Allen, 1991).

In the paper, the authors will implement the
multidimensional approach to commitment
advocated by the above-mentioned authors.
Accordingly, the types of organizational
commitment identified by them (affective,
continuous and normative commitment) will be
explained in more detail below (Meyer & Allen,
1991).

When it comes to affective commitment, it is
considered to be the most desirable manifestation
of commitment, because it refers to the emotional
connection and identification of employees with
the organizations. Employees who have this type
of commitment show a high degree of motivation,
a strong belief in the goals of the organization,
willingness to actively participate in its
development etc. Meyer and Allen (1991) indicate
that employees who develop this type of
commitment stay in the organization because they
want to.

As for continuous commitment, Meyer and
Allen (1991) describe in the context of the costs
associated with leaving an organization. In
practice, this means that if employees estimate that
the costs of leaving an organization will be high,
they will be committed to that organization, not
because they want to, but because they have to. The
costs of leaving the organization include the costs
of looking for a new job, but also the benefits that
would be lost. Leaving the company can
additionally cause intangible losses, such as broken
social ties and contacts, loss of image resulting
from work for a particular organization, etc. This
type of commitment is often shown by employees
who are at high positions on the hierarchical ladder
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because they usually put a lot of energy and effort
to reach those positions. Continuous commitment
is also shown by those employees who would have
limited opportunities for alternative employment.
According to some authors, this type of
commitment could be increased if the organization
had a clear plan for employee promotion, a good
reward system and a career development plan
(Akhtar & Tan, 1994; Shouksmith, 1994).

Normative commitment, as the third type of
commitment, reflects the feeling of obligation of
employees to stay in the organization for certain
reasons (scholarships, various types of help from
the company, etc.). However, the factors that affect
the normative commitment to the organization
have a complex structure, because depending on
the personality of the employee, they can have
different effects. Seen from the perspective of the
organization, this group of employees is important
for the company because they can achieve high
performance. However, over time, the level of
normative commitment may weaken, which may
have a negative impact on employees’
performance.

1.2. Employees' performance

Employees' performance is commonly defined as
the outcome of activities undertaken by employees
that result from their efforts, abilities, and
perceptions of the tasks delegated to them
(Prasetya & Kato, 2011). They reflect the degree of
achievement in each job and the fulfilment of
organizational regulations, expectations or
requirements arising from the task assigned to
them (Folorunso et al., 2014). Performance is often
defined in the context of the quantity, quality and
contribution that employees make to the
achievement of organizational goals. They are also
viewed as an overall outcome of work including
efficiency and effectiveness (Hsu, 2005).

Because employees are the ones who make up
organizations, the performances they achieve in
their workplaces are also reflected in the
performances on the organizational level (Zheng,
Sharan, & Wei, 2010). Starting from that fact,
employers and managers need to know how they
can get the best out of their employees. In this
context, it is very useful to look at the results of
research conducted in this area, because these
results also suggest the directions in which the
efforts of employers and managers to improve
individual performance should go. Research in this
area shows that the performances that employees
achieve are influenced by a large number of
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factors, among which the most important are:
leadership  style, job  satisfaction, salary
satisfaction, the ability to participate in decision-
making, etc.

1.3. Hypothesis development

Research  on  the relationship  between
organizational commitment and the performance
that employees achieve was the subject of many
studies. Furthermore, the relationship between the
overall  organizational = commitment  and
performance, as well as the relationship between
certain types of organizational commitment and
performance were investigated.

There is a large body of research proving that
overall organizational commitment and its types
have a positive impact on employee performance
(Negin, Omid, & Ahmad, 2013; Chughtai & Zafar,
2006; Khan, Ziauddin, & Ramay, 2010). For
example, Zefeiti and Mohamad (2017) examined
the impact of employees' commitment on their
productivity in public enterprises in Oman and
proved that commitment has a positive and
statistically significant impact on employees'
productivity. Similarly, Zia ud and Kxan (2010)
found that there is a positive relationship between
overall organizational commitment and employees'
performance and that all three types of
organizational commitment have a positive and
significant impact on employees' performance. A
similar conclusion was reached by Folorunso and
his associates (2014). They have proven that
affective, normative, and continuous commitment
together and independently exert a positive impact
on employees' performance (Folorunso et al.,
2014). Accordingly, our first hypothesis is:

HI: Organizational commitment of employees
(overall and different types) has a positive impact
on organizational performance.

Some authors have noted that the impact of
certain types of organizational commitment does
not have the same impact on organizational
performance. Thus, for example, Khan et al. (2010)
show that all types of organizational commitment
have a positive and statistically significant impact
on performance, but the contribution of the
normative component of commitment to
organizational performance is the greatest.
Accordingly, our second hypothesis is:

H2: Normative commitment of employees has
the  greatest impact on  organizational
performance.

The impact of employees' commitment on organizational performances

Some studies show that the relationship
between all types of organizational commitment
and performance can be both negative and positive,
but statistically insignificant. For example, Clarke
(2006) showed in his research that the relationship
between continuous commitment and performance
is negative, while overall commitment, as well as
its affective and normative types, have a positive
impact on company performance. Somers and
Birnbaum (1998) found that commitment to an
organization was positively correlated with
employee performance and that relationship was
statistically significant, whereas the relationship
between continuous commitment and employee
performance was not statistically significant.
Accordingly, our next hypothesis is:

H3: The impact of continuous commitment of
employees on organizational performance is not
statistically significant.

When it comes to affective commitment, it is
considered to be the most desirable manifestation
of commitment, because employees who develop
this type of commitment stay in the organization
because they want to (Meyer & Allen, 1991). Their
job satisfaction is at a relatively high level, which

encourages greater engagement and better
performance. For these reasons, the impact of
affective ~ commitment on  organizational

performance is mostly positive and statistically
significant, as evidenced by numerous studies
(Kumari & Afroz, 2013). Accordingly, our last
hypothesis is:

H4: Affective commitment of employees has a
positive and statistically significant impact on
organizational performance.

2. Research methodology

To check the validity of the stated hypotheses,
primary research was conducted. We examined
which type of organizational commitment is
present in employees in the organizations of the
Republic of Serbia that were included in the
research and whether there is a connection, both
between certain types of organizational
commitment and business performance and
between overall organizational commitment and
business performance. The research was conducted
in the period from October 2017 to February 2018
by surveying employees in organizations in the
Republic of Serbia. The questionnaire included
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two groups of questions. The first group consisted
of general questions, related to gender, age and
education of employees. The second group
consisted of questions related to the types of
organizational commitment. The questions were
formulated according to a questionnaire created by
Meyer and Allen (Meyer & Allen, 1991).
Employees were asked to answer questions related
to types of organizational commitment from 1 to 5
on the Likert scale (where 1 means "I do not agree
at all" and 5 "I completely agree"). Organizational
performance in the paper is examined through the
productivity of the employee, measured as income
per employee. This indicator was chosen because
data related to the achieved performance is usually
business secret and employees did not enter it when
filling out the questionnaire. Therefore, we used
the official data from the Serbian Business
Registers Agency SBRA website on the
performances of the organizations, whose
employees were interviewed. The income per
employee, as an indicator of productivity, was
chosen because some organizations whose
employees were surveyed did not report a profit in
the observation year.

The sample included 200 employees in 17
organizations operating in the territory of the
Republic of Serbia. The organizations covered by
the survey according to the Regulation on
Classification of Activities (Sluzbeni glasnik,
2010) belong to the sector of agriculture, forestry
and fishing, manufacturing, water supply,
sewerage and waste management and remediation
activities, wholesale and retail trade, transportation
and storage, financial and insurance activities, as
well as human health and social work activities. As
many as 13 companies belong to the group of large
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Out of the total number of distributed
questionnaires, 31 were rejected due to incomplete
answers, and 169 were retained. The structure of
the sample, in terms of gender, education and age
of respondents, is shown in Table 1. In the sample
structure, women participated with 42.0%, while
there were slightly more men and they made up
58.0% of the respondents. Regarding the age
structure, it was as follows: 10.1% were
respondents under the age of 25, 42.0% were
respondents between 26 and 40, 40.2% were
respondents between 41 and 55, 7.7% of
respondents were older than 55 years. Also, 3.6%
have primary education, 66.2% of employees have
a secondary school, 9.5% have higher education
and 20.7% have high education.

3. Research results

The measurement scale used in the research
consisted of three items. Examining its reliability,
it is concluded that Cronbach’s Alpha values of
0.828 indicate very good reliability and internal
consistency of the scales in the sample. According
to the data in Table 2, column Correlated Item-
Total Correlation, there is a high degree of
correlation of each item with the overall results. As
all values in the Cronbach's Alpha if Item Deleted
column are less than the final alpha value (0.828),
we find that it is advisable to keep all items in the
existing scale and that such a scale is comparable
to research based on this scale. Also, the mean
value of the correlation between items is 0.654, and
the correlation of pairs of items is from 0.593 to
0.687, which indicates that the correlation between
items is strong.

Table 2 Measurement scale reliability

legal entities, while only 4 belong to the group of Corrected Cronbach's
medium-sized legal entities. Item Item-Total Alpha if Item
Correlation Deleted
Table 1 Sample structure Affective commitment .593 .806
. Gender Continuous commitment 687 697
Education Male | Female Total Normative commitment 682 699
Primary Education 5.1% 1.4% 3.6% Cronbach’s Alpha 828
High school 63.3% | 70.5% 66.2% Sample size 169
Higher education 10.2% 8.5% 9.5% Source: The authors’ calculations
High education 215% | 19.7% 20.7%
Total 100.0% | 100.0% | 100.0% To check the validity of the first hypothesis, a
| Age simple correlation and regression analysis were
<25 82% | 12.7% | 101% performed. The dependent variable in the model
26-40 37.8% | 47.9% 42.0% . . .
1155 449% | 338% | 402% was labour prgductlv.lty, measured as income per
56 and more 9.2% 5.6% 77% employee, while the 1ndependent variable was the
Total 100.0% | 100.0% | 100.0% level of overall commitment. The results of the

Source: The authors’ calculations
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Table 3 Correlation and regression analysis (employee
commitment and performance of organizations in the
Republic of Serbia)

Coefficients Sig.
(Constant) -1,413,998.068 .740
Organizational commitment 3,301,993.883 .016
Pearson Correlation 455 .008
R Square 034

Source: The authors’ calculations

As it can be seen from Table 3, there is a
moderate, direct and statistically significant
relationship ~ (0.455)  between  employees'
commitment and the performance of organizations
in the Republic of Serbia, as measured by labour
productivity. In other words, with an increase in the
degree of commitment, there is an increase in
labour productivity and, conversely, a decrease in
the level of commitment is accompanied by a
decrease in labour productivity. Since this
relationship is statistically significant, this
conclusion can be generalized.

To examine the impact of employees'
commitment on labour productivity more closely,
a simple regression analysis was performed. The

corresponding linear regression model that
establishes the relationship between labour
productivity as a dependent variable and

organizational commitment (Table 3) has the
following form:

Productivity =—1,413,998.068 +

3,301,993.883 x organizational commitment M

The value of the regression coefficient is
3,301,993.883 (Table 3). This means that an
increase in the level of commitment among
employees in the Republic of Serbia by 1, on a
scale from 1 to 5, leads to an increase in income per
employee by 3,301,993.883 dinars per year. This
coefficient is statistically significant at the level of
5% so that the conclusion can be generalized. This
proves the first hypothesis of the paper.

Before testing the impact of certain forms of
commitment on labour productivity, correlation
analysis was applied to examine the relationship
between productivity and types of organizational
commitment  (affective, continuous  and
normative). A direct and statistically significant
relationship was found between productivity, on
the one hand, and affective commitment (r = .450,
p <.05, medium-strong relationship), continuous
commitment (r = .435, p <.05, medium-strong
relationship) and normative commitment (r = .463,
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p <.05, medium-strong relationship), on the other
hand.

Multiple regression was performed to check the
impact of certain forms of commitment on labour
productivity and to test hypotheses. The dependent
variable in the model is labour productivity and the
independent variables are an affective, continuous
and normative commitment. The regression
equation that represents the regression model is:

Productivity =—1,738,179.627 +
1,449,276.797 x affective commitment +
522,080.021X continuous commitment +

(2)
1,480,939.639 X normative commitment

The results are shown in Table 4.

Table 4 Influence of types of commitment on labour
roductivity in organizations in the Republic of Serbia

Beta si

Unstandardized | Standardized 9.
(Constant) -1,738,179.627 .392
Affective 1449,276.797 088 045
commitment
Continuous 522,080.021 040 125
commitment
Normative 1,480,939.639 103 033
commitment
R 488
R Square 238
Adjusted R 218
Square

Dependent Variable: Productivity
Source: The authors’ calculations

As it can be seen from Table 4, the normative
commitment has the greatest impact on labour
productivity (St.B = 0.103), and this coefficient is
statistically significant. This proves the second
hypothesis. Slightly weaker influence, concerning
normative commitment, has affective commitment
(St.B = 0.088), where the influence is statistically
significant. This proves the fourth hypothesis. The
weakest impact is recorded by continuous
commitment (St.B = 0.040), while this coefficient
is not statistically significant. This proves the third
hypothesis of the paper. The model explains 21.8%
of the variability in labour productivity.

4. Discussion and implications for
human resources managers

Our research, based on a sample of 169 employees
in 17 organizations in Serbia, showed that
organizational commitment, both overall and
different types (normative, affective and
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continuous), has a great impact on employees'
behaviour and thus the overall performance of the
organization. The commitment of employees in
organizations in Serbia explains almost 22% of the
variability in the productivity of the organization.

When it comes to the different types of
commitment, our resecarch has shown that the
impact of all types of commitment on the
performance of organizations is not the same. The
normative commitment had the greatest impact on
the performance of organizations in Serbia, which
is similar to the results obtained by Khan et al.
(Khan et al., 2010). This can be explained by the
fact that many employees in Serbia base their
employment in organizations on
recommendations,  scholarships, professional
practice and the like. As a consequence of this fact,
employees often feel a moral obligation to justify
such a privilege with great dedication and good
results.

Our research has shown that the contribution of
affective commitment to the performance of
organizations in the Republic of Serbia is also
positive and statistically significant, which is in
line with the results of previous research (Kumari
& Afroz, 2013). However, the impact of affective
commitment on productivity in organizations in the
Republic of Serbia is smaller compared to the
impact of normative commitment. This can be
partly explained by the situation in the Republic of
Serbia, which is characterized by organizations
often behaving irresponsibly towards employees
(often there are non-registration of workers,
overtime longer than allowed by law, often unpaid,
etc.) As a result, a relatively small number of
employees in the Republic of Serbia develop
affective commitment. Also, it is at such a level
that there is no significant impact on performance.
In addition, its impact is less than the impact of
normative commitment.

Finally, our research showed that the impact of
continuous commitment of employees to the
performance of organizations in the Republic of
Serbia is positive but statistically insignificant.
These results are similar to the conclusions reached
by Somers and Birnbaum (1998). This can be
partly explained by the fact that an increasing
number of employees in Serbia are thinking about
leaving organizations and going abroad so that the
"organizational co-dependency” that was present
among the older generations is no longer present.

Having in mind the results of empirical research
conducted on the territory of the Republic of
Serbia, as well as what the relevant literature
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suggests regarding ways to increase employees'
commitment, the measures for increasing it in
domestic companies could be proposed. Some of
the most important measures are as follow:

= Establishing communication channels -
Establishing adequate communication channels
has always been considered as a good way to build
employees' commitment. These channels must be
two-way for information to move from employees
to management and vice versa (Zangaro, 2001). In
addition to the usual ways of communication
(conversation, phone, e-mail, meetings, etc.),
communication can be improved by introducing
the so-called "open doors", "open books", etc.

= Involving employees in the decision-making
process - Involving employees in the decision-
making process is one of the best ways to increase
the affective commitment of employees. The
positive link between employees' involvement in
the decision-making process and their commitment
has also been confirmed in numerous empirical
studies (Wainaina, Iravo & Waititu, 2014; Zin &
Talet, 2016; Majeed, Ramaya, Mustamil, Nazri &
Jamshed, 2017; Paunescu, Popescu, & Blid, 2018).
However, in addition to the fact that the
involvement of employees in the decision-making
process has a positive impact on employees'
commitment, it also has a positive impact on other
phenomena related to employees, such as job
satisfaction, empowerment, etc., which, on the
other hand, are also closely related to the
performance that employees achieve.

= Creating opportunities for inclusion in
training programs — Employee retention in a
particular organization often depends on their
involvement in training programs. The reason why
this is so can be explained by the fact that
employees who are involved in training programs
understand that organizations see them as valuable
members of that organization and that is worth
investing in them. In this way, the proposed
measure contributes to the building of both
affective and normative commitment. The positive
link between employees' involvement in training
programs is also confirmed by numerous empirical
studies (Al-Emadi & Marquardt, 2007; Aguinis &
Kraiger, 2009; Dias & Silva, 2016; Foerster-Pastor
& Golowko, 2018). Given the importance of
training of employees for the competitiveness of
the organization, some authors in the training even
see a central area of human resource management
along with activities such as recruitment, selection
and rewarding (Bulut & Culha, 2010).

= Recruitment and selection of candidates
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whose values match the values of the organization
- If candidates whose values match the values
advocated by the organization are selected to fill
job positions, such employees will likely be
committed to that organization. Additionally, some
authors suggest that it is very important for new
employees (and useful for the organization) to feel
like “insiders” very quickly, and in that sense
recommend mentoring programs that can
significantly contribute to this (Smith, 2000).

= Designing a reward system that recognizes
individual achievements - A reward system is a
very convenient mechanism for building
employees' commitment and motivation if
employees can see a direct link between their
contribution and the rewards they receive. This is
evidenced by many empirical studies (Nawab &
Bhatti, 2011; Rahaman, Mohani & Rahman, 2016),
so this mechanism should be used to build
employees' commitment, but also other positive
outcomes and phenomena related to them, such as
job satisfaction, performance, organizational
citizenship behaviour, etc. (Barber, Dunham &
Formisano, 1992; Chivu, Ciutacu & Georgescu,
2015).

= An introduction of family-friendly practices
- If organizations meet the needs of employees
when it comes to their families (flexible working
hours, part-time work, etc.), it is likely that this will
positively affect the commitment of such
employees. This is confirmed by empirical studies
(Bae & Yang, 2017) as well, so this mechanism,
when it is possible, should be used for increasing
the employees' commitment.

Conclusion

The paper dealt with the basic characteristics of the
concept of organizational commitment, as well as
the impact of this phenomenon on the performance
that employees achieve. The paper points out that
this is a frequently studied phenomenon, but at the
same time, it is very important, which is evidenced
in the great body of literature in this field. It is
pointed out that organizational commitment is a
multidimensional phenomenon that can be based
on different bases, and in this regard, a distinction
is made between the affective, continuous and
normative commitment of employees.

In addition to reviewing and analysing the
literature in the field of organizational
commitment, the paper also presents the results of
empirical research that focused on the relationship
between employee commitment in organizations in
the Republic of Serbia and the performance that

The impact of employees' commitment on organizational performances

these organizations achieve in terms of
productivity. The results showed that the overall
organizational commitment, as well as its types,
have a positive impact on the productivity of
organizations in the Republic of Serbia, with the
impact of normative commitment on performance
greater than other forms of commitment. At the

same time, the contribution of continuous
commitment to organizational performance,
although positive is negligible (statistically

insignificant). Following the obtained results,
some recommendations for human resource
managers in the Republic of Serbia were proposed
with the aim of improvement of the business results
through increased organizational commitment.
Key limitations of the paper are related to
theoretical implications and sample size. The first
limitation is based on the fact that empirical
research was conducted in the Republic of Serbia,
which is a small underdeveloped country.
Therefore, the question that arises here is for how
many people in the world the results of the study
will be worth to consider? However, through a
comparative analysis with similar researches from
other countries, especially developed, it is possible
to identify some similarities and differences.
Consequently, some contribution to filling the gap
in the Serbian literature in the field of human
resource management can be made. The second
limitation is related to a sample that included only
17 organizations from one region of the Republic
of Serbia. On the other hand, having in mind the
fact that in the Republic of Serbia it is relatively
difficult to obtain empirical data and conduct
primary research, which is why scientific papers
are often theoretical (or empirical but based on the
use of secondary data), any empirical research
based on primary data in this country can provide
useful information and intrigue other scientists to
continue a deeper analysis in this ﬁeld.@
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