
 

May – June 2020 

ISSN: 0193-4120 Page No. 1856 - 1859 

 

 

1856 Published by: The Mattingley Publishing Co., Inc. 

Impact of Employee Enlistment with Reference to 

Krishnapatnam Port Company Ltd 
 

1
Dr. Ashok Kumar Katta. 

Associate Professor of Management Studies, Vels Institute of Science, Technology and Advanced Studies, (Deemed 

to be University), Chennai, India. 

e-mail id : yoursashok1984@gmail.com 
Ph: 9490456140, 877857663 

2
Dr D Anitha Kumari 

Assistant Professor of Management Studies, Vels Institute of Science, Technology and Advanced 
Studies, (Deemed to be University), Chennai, India. 

 

 

Article Info 

Volume 83 

Page Number: 1856 - 1859 

Publication Issue: 

May - June 2020  

 

Article History  

Article Received: 11August 2019 

Revised: 18November 2019 

Accepted: 23January 2020 
Publication: 10 May2020 

Abstract: 

Present study was fully examined about the influence of Organizational cultural factors 

impact at work station. Out of 13 departments in the Krishnapatnam Port Company Ltd 

(KPCL) researcher has taken a sample of 530 respondents to study the commitment of 

port employees. The study focused on organization culture based on organization 

cultural factors influence on commitment of the employees tested with Multiple 

regressions. 
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1. INTRODUCTION 

The investigation of authoritative culture has 

gotten acknowledged since the mid 1980s. Some 

characterize authoritative culture as a social 

principle in human communication, some as the 

sovereign qualities in an association, others as a 

trustworthy exactness with an association Ayeni, 

G.O etl. (2007). The capacity to perceive and 

evaluate the one's own way of life and to build up 

the way of life is the concentrate and extreme test of 

the current administration. Deciphering and 

understanding authoritative culture is a significant 

of movement for chiefs and pioneers since it 

influences key turn of events, profitability and 

learning at all angles. Hierarchical culture might be 

alluded as an aggregate suppositions, convictions, 

qualities and standards, activities just as relics and 

language designs in an association. It is likewise 

alluded as a gained assortment of information about 

how to act, shared implications and images, which 

encourage everybody's translation and 

comprehension in the association. 'Culture is the 

selective entire, the central core that decides how a 

gathering of individuals will carry on. Societies are 

mutual convictions that thusly shape conduct of the 

faculty in the association.  

Pettigrew (1990) saw authoritative culture 

limit as 'a methods for balancing out conduct. They 

considered hierarchical culture as the magic that 

binds associations - a methods by which members 

talk and co-ordinate their endeavors - and by chance 

a ring wall isolating insiders from pariahs. In 'a 

figurative perspective on hierarchical culture', a 

gathering of authoritative scientists noticed that 'an 

association's way of life has to do with shared 

suspicions, needs, implications and qualities - with 

examples of convictions among individuals in 

associations. 

 

2. MATERIALS AND METHODS 

Objective 

To measure the impact of Organizational cultural 

factors on the employee commitment of the 

organization. 
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Null:There is no significant impact of 

organizational culture on overall organization 

This study followed descriptive and analytical 

statistical tools (Multiple regressions) in a view of 

requirements of the study. For data collection the 

research has used multi stage sampling technique; 

questionnaire, interviewer methods and also framed 

a hypothesis to evaluate the finding of the study.  

 

3. RESULTS AND DISCUSSION 

Impact of organization cultural factors on 

overall organization culture 

Factor investigation created factor scores 

which spoke to the evaluated estimations of the 

five hierarchical factors, for example, workplace, 

employer stability, pay fulfillment, interest in 

dynamic and ability are utilized as contributions to 

relapse examination to distinguish indicators of by 

and large authoritative culture. The technique used 

to anticipate the individual execution is numerous 

relapse examination. Different relapse is a 

measurable apparatus used to determine the 

estimation of a rule from a few other autonomous, 

or indicator, factors. It is the concurrent mix of 

numerous variables to survey how and to what 

degree they influence a specific result. The 

objective of different direct relapse (MLR) is to 

show the connection between the illustrative and 

reaction factors. 

The model for MLR, given „n‟ observations, 

is: 

yi = B0 + B1xi1 + B2xi2 + ... + Bpxip + Ei where i 

= 1, 2, ..., n 

Ho: No significant impact of organization 

cultural factors on overall organization culture 

H1: Is a significant impact of organization 

cultural factors on overall organization culture 

In this study, over all organizational culture (Y) 

is dependent variable; Work environment (X1), 

Job security (X2) , Pay satisfaction (X3), 

Participation in decision making (X4) and 

Capability (X5) are predictor variables. 

 

The table shows that the combination of five 

variables together contributed to 71.6% effect on 

overall Organization culture. The R
2
 for the overall 

study on the above five factors suggests that there 

is a moderate effect (51.2%) of this independent 

variables on overall organization culture 

(dependent variable). However, based on the 

adjusted R square value of 0.507, the elements 

contribute 51% to dependent variable. The F value 

(109.932) is significant at 1% level which implies 

the model is fit. 

 

Table: 1: 

Overall organization culture based on organization cultural factors (Multiple regressions) 

 Unstandardized Standardized T. Sig. Statistical  

variables Coefficients. Coefficients.   Inference.  

        

 B. Std. Beta.   F value  

  Error.      

        

Constant .470 .151  3.116 .002 R = 109 

      

0.716 .932*** 

X1 .165 .009 .679 18 .000 

R2 = 

 

    

.331*** 

  

     

0.512 

 

       

X2 .013 .012 .061 1.093 .275 

 

Adjusted 

 

       

X3 - .023 -.046 -.815 .415 R2 =  

 .019     0.507  
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X4 .053 .015 .203 3 .000   

    .504***    

        

X5 - .024 -.201 -3. .000   

 .092   810***    

        

*** sig at 0.01 level 

 

From the Table it is discovered that workplace, 

support in dynamic and capacity factors give huge 

effect on generally speaking association culture. 

Plainly autonomous variable with more significant 

level of β has higher effect on subordinate variable. 

In this examination result uncover that the factor of 

workplace factor (β =0.165, p<0.01) is the most 

powerful factor, Participation in dynamic factor (β 

=0.053, p<0.01) is positioned second applied a 

measurably huge and positive impact on 

hierarchical culture. Ability factor (β = - 0.092, 

p<0.01) is positioned third applied a measurably 

noteworthy and negative effect on hierarchical 

culture. The normalized coefficients Beta section, 

gives the coefficients of autonomous factors in the 

relapse condition 

Y = 0.679 X1 + 0.061 X2  - 0.046X3  + 

0.203 X4 – 0.201 X5 

This would suggest that work environment, 

participation in decision making and capability 

factors play a significant role for organizational 

culture. The KPCL Company should emphasize 

on these factors to improve the organizational 

culture. 

Impact of Organization Cultural Factors on 

Employee Commitment 

Factor examination created factor scores which 

spoke to the evaluated estimations of the five 

hierarchical factors, for example, workplace, 

employer stability, pay fulfillment, interest in 

dynamic and capacity are utilized as 

contributions to relapse investigation to 

recognize indicators of representative 

responsibility. The technique used to anticipate 

the individual execution is various relapse 

examination  

Ho: There is no huge effect of Organization 

social factors on Employee duty  

H1: There is a noteworthy effect of 

Organization social factors on Employee duty  

In this investigation, Employee responsibility (Y) is 

reliant variable; Work condition (X1), Job security 

(X2) , Pay fulfillment (X3), Participation in 

dynamic (X4) and Capability (X3) are indicator 

factors.  

The Table shows that the blend of five factors 

together added to 67.1% impact on representative 

duty. The R2 for the general investigation on the 

over five components recommends that there is a 

moderate impact (52.6%) of this autonomous 

factors on representative responsibility (subordinate 

variable). Be that as it may, in light of the balanced 

R square estimation of 0.487, the components 

contribute 48.7 % to subordinate variable. The F 

esteem (50.738) is critical at 1% level which 

suggests that the model is fit. 

 

Table: 2:  

Overall organization culture based on organization cultural factors(Multiple regressions) 

I. Unstandardized Standardized T Sig. Statistical Inference. 

variables Coefficients. Coefficients.     

        

 B Std. Beta.   F value.  

  Error.      
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Constant .776 .196  3.965 .000 R = 0.671 50 

      R
2
 = 0.526 .738*** 

X1 -.003 .012 -.012 -.280 .780 Adjusted R
2 

 

      

= 0.487 

 

X2 .070 .016 .288 5 .000 

 

  

    .392***    

X3 -.016 .030 -.035 -.529 .597   

        

X4 .033 .020 .113 1.664 .097   

        

X5 .134 .031 .266 5.280* .000   

    **    

 

From the table it is secured that position 

security and ability factors give critical effect on 

worker duty. Plainly autonomous variable with 

more elevated level of β has higher effect on 

subordinate variable. In this examination result 

uncover that the factor of professional stability (β 

=0.288, p<0.01) is the most compelling component 

and capacity (β =0.266 p<0.01) is positioned 

second applied a factually huge and positive effect 

on worker responsibility. The normalized 

coefficients Beta segment, gives the coefficients of 

free factors in the relapse condition  

Y = - 0.012 X1 + 0.288 X2 - 0.035X3 + 0.113 

X4 + 0.266 X5  

This would recommend that employer stability 

and capacity factors assume a noteworthy job for 

representative responsibility. The KPCL Company 

ought to underline on these variables to improve the 

degree of duty. 
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