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Regarding the first category of tenure, table 5.15 contains no significant 

correlations between tenure in the form of period of consulting and the OCQ. As 

far as the period of consulting in ERP products and period of consulting on a full-

time basis are concerned, there are moderate and positive correlations with 

affective commitment (0.02 and 0.09 respectively). The subscale of continuance 

commitment shows a weak and inverse relationship (-0.22 and -0.08 respectively) 

and the subscale of normative commitment show a weak and inverse relationship 

(-0.04 and -0.06 respectively). This means that someone who has a lengthy period 

of service in ERP consulting or have long been consulting on a full time basis will 

not necessarily rate high on normative or continuance commitment.  About the 

period of consulting for current employer, there are moderate and positive 

correlations with affective (0.13) and continuance commitment (0.01). The 

correlation with normative commitment show a weak and inverse relationship (-

0.04). This means that someone who has tenure with a current employer will not 

necessarily rate high on normative commitment. 

 

Regarding the subscales of the OCQ, there are correlations (at the 0.01 level) 

between affective and continuance commitment (0.30), affective and normative 

commitment (0.39) and continuance and normative commitment (0.37). 

 

In South African studies, Martin and Roodt (2008) found no meaningful 

relationship between tenure and organisational commitment. Boshoff et al. (2002) 

reported a similar finding, while Döckel et al. (2006) also found that tenure is not 

strongly or significantly related to organisational commitment. However, Bosman 

et al. (2005) found that tenure contributed to the variance in commitment and that 

it has predictive value in its effect on organisational commitment.  According to 

Cohen’s (1993) study, there is a relatively weak correlation between tenure and 

organisational commitment. However, the findings indicate that organisational 

commitment changes over the various stages of employment, ranging from 

weaker commitment among the youngest tenure subgroup to stronger 

commitment among the oldest tenure subgroup. 

 

Sutherland and Jordaan (2004) found that job satisfaction and organisational 

commitment did not predict knowledge workers’ proposed future period of service 
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in a study they conducted on the factors affecting the retention of knowledge 

workers. Döckel et al. (2006) found that age and tenure had no correlation with 

any of the commitment components, namely affective, continuance and normative 

commitment. 

 

In terms of tenure and from an international perspective, Swailes (2004) found that 

the committed members of an organisation had significantly longer tenure 

compared with the uncommitted members of an organisation. According to Beck 

and Wilson (2001), affective commitment decreases with increasing experience in 

the organisation. 

 

Trimble’s (2006) study found that tenure constituted a stronger predictor of 

organisational commitment than age. This also accounted for other factors such 

as job satisfaction and employee turnover. 

 

Chang and Choi (2007) reported on the differences between organisational and 

occupational commitment for research and development professionals with Ph.D. 

qualifications. They found that organisational commitment followed a U-shaped 

pattern over a period of 14 months after organisational entry, while occupational 

commitment followed the inverse of the U-shaped pattern over the same period. 

 

This section concluded with a discussion of the correlation of data between age, 

tenure and the two instruments used in this study. The next section elaborates on 

the hypotheses of the study in relation to the outcomes of the above findings. 

 

The hypotheses formulated in chapter 4 will now be tested on the basis of the 

outcomes of this study.  

 

Hypothesis 1 
 

There is a significant relationship between the SOC and organisational 

commitment of ERP consultants in the IT industry. 
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Hypothesis 2 
 

There is a significant relationship between SOC, the biographical details of age 

and tenure and organisational commitment. 

 

The various hypotheses and the five sets of correlations will now be discussed. 

 

The research hypothesis stated the following: There is a significant relationship 

between SOC, the biographical attributes of workers and organisational 

commitment among ERP consultants in an IT services organisation. 

 

• Based on the results of this study, this hypothesis is partially 

accepted. 

• The employee’s age is significantly related to comprehensibility and 

manageability.  

• There is a significant relationship between all three categories of 

tenure and SOC. 

• There is a significant relationship between the period of consulting in 

ERP products and continuance commitment. 

 

Hypothesis 1 stated the following: There is a significant relationship between the 

SOC and organisational commitment of ERP consultants in the IT industry. 

• Based on the results of this study, this hypothesis is refuted because it 

was found that there is no significant relationship between the SOC 

and organisational commitment of the ERP consultants in IT services 

organisations. 

Hypothesis 2 stated the following: There is a significant relationship between SOC, 

the biographical details of age and tenure and organisational commitment. 

 

• Based on the results of this study, this hypothesis is partially 

accepted. 
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• The employee’s age is significantly related to comprehensibility and 

manageability.  

• There is a significant relationship between all three categories of 

tenure and SOC. 

• There is a significant relationship between the period of consulting in 

ERP products and continuance commitment. 

 

To summarise: There is no significant relationship between SOC and 

organisational commitment among the ERP consultants in IT services 

organisations. However, there are significant relationships between age, 

comprehensibility and manageability. In addition, there are also significant 

relationships between tenure (period of consulting in ERP products) and 

continuance commitment. 

 

5.4 REGRESSION ANALYSIS 
 

In this section, the results of the stepwise multiple regression analysis will be 

discussed. The independent variable is SOC and the dependent variable 

organisational commitment, as defined by the three dimensions of affective, 

continuance and normative commitment. 

 

The results in table 5.16 indicate the response of the dependent variable to a 

change in one standard deviation in the independent variable.   
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Table 5.16: Regression results for the subscales of organisational 
commitment, namely affective, continuance and normative commitment 
 

Unstandardised 
coefficients 

Standardised 
coefficients 

Model Independent variable B Std. error Beta t Sig. 

(Constant) 3.71 0.36   10.22 0.00 

OLQ comprehensibility 

-0.09 0.08 -0.11 -1.14 0.26 

OLQ manageability 
0.02 0.10 0.03 0.19 0.85 

Model 1 with             
dependent 
variable: 
affective 
commitment 

OLQ meaningfulness 
0.07 0.08 0.10 0.80 0.42 

       
(Constant) 4.61 0.61   7.55 0.00 

OLQ comprehensibility 

-0.03 0.13 -0.02 -0.25 0.81 

OLQ manageability 
-0.18 0.17 -0.14 -1.06 0.29 

Model 2 with             
dependent 
variable: 
continuance 
commitment 

OLQ meaningfulness 0.01 0.14 0.01 0.09 0.93 
       

(Constant) 4.32 0.34   12.55 0.00 

OLQ comprehensibility 
0.13 0.07 0.18 1.84 0.07 

OLQ manageability 
-0.28 0.10 -0.35 -2.84 0.01 

Model 3 with             
dependent 
variable: 
normative 
commitment 

OLQ meaningfulness 
0.07 0.08 0.11 0.93 0.35 

       
 

Model 1, with affective commitment as the dependent variable, shows the 

responses (in brackets) based on one standard deviation in the independent 

variables of comprehensibility (-0.11), manageability (0.03) and meaningfulness 

(0.10) respectively.  

 

Model 2, with continuance commitment as the dependent variable, shows the 

responses (in brackets) based on one standard deviation in the independent 

variables of comprehensibility (-0.02), manageability (-0.14) and meaningfulness 

(0.01) respectively. 
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Model 3, with normative commitment as the dependent variable, shows the 

responses (in brackets) based on one standard deviation in the independent 

variables of comprehensibility (0.18), manageability (-0.35) and meaningfulness 

(0.11) respectively. 

 
Table 5.17: Summary of the regression models 
 

Model summary 

  

Model R 
R- 

squared 

Adjusted 
R- 

squared 

Std. error 
of the 

estimate 

R- 
Squared 
change 

F 
Change df1 df2 

Sig. F 
change 

1 0.11a 0.013 -0.01 0.59 0.01 0.64 3.00 146.00 0.59 
Predictors: (Constant), OLQ meaningfulness, OLQ comprehensibility, OLQ manageability     
2 0.14a 0.02 0.00 0.10 0.02 1.01 3.00 146.00 0.39 
Predictors: (Constant), OLQ meaningfulness, OLQ comprehensibility, OLQ manageability       
3 0.25a 0.06 0.04 0.56 0.06 3.18 3.00 146.00 0.03 
Predictors: (Constant), OLQ meaningfulness, OLQ comprehensibility, OLQ manageability 
       
 
Regarding the regression formulas, the following equations could be derived from 

the regression analysis; 

(1) Affective commitment = constant – comprehensibility + manageability + 
meaningfulness. 

or 
 
Affective commitment = 3.71 - 0.09 + 0.02 + 0.07 
 

(2) Continuance commitment = constant – comprehensibility –  manageability + 
meaningfulness . 

or 
 
Continuance commitment = 4.61 - 0.03 - 0.18 + 0.01 
 

(3) Normative commitment = constant + comprehensibility – manageability + 
meaningfulness. 

or 
 
Normative commitment = 4.32 + 0.13 – 0.28 + 0.07 

 
Based on the summary of the regression analysis (R-squared) in table 5.17, the 

SOC construct accounts for only 1.3% of the predictive value for affective 
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commitment. It could thus be concluded that there is no significant relationship 

between the two variables under investigation. The R-value of 0.11 is too small to 

be considered to be of any practical significance. 

 

In respect of the predictive value of the SOC construct on continuance 

commitment, the regression analysis (R-squared), shows that only 2% can be 

accounted for in relation to continuance commitment. There seems to be no 

significant relationship between the two variables under investigation, especially 

when the R-value of 0.14 cannot be considered large enough to be of any 

practical significance. 

 

As far as normative commitment is concerned, there seems to be a similar trend in 

the predictive value of SOC.  The regression analysis (R-squared) shows that 

SOC accounts for 6.1% of the variance in normative commitment. Hence it can be 

concluded that there is no significant relationship between the two constructs. The 

R-value of 0.25 is not large enough to be deemed to be of any practical 

significance. 

 

In summary, the relationship between the constructs SOC and organisational 

commitment does not seem to be significant, given the weak relationship between 

the variables under investigation. 

 

This section concludes the discussion on regression analysis. The next section 

elaborates on the integration of this study in relation to the outcomes of the above 

findings. 

 

5.5 INTEGRATION  
 

This section discusses the integration of the research results. The integration 

deals with the research hypotheses as the point of departure and integrates the 

research results of the two constructs with the results obtained from the 

biographical details of the respondents.  
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Two instruments were used in the study. The first instrument,  the OLQ, measured 

the respondents’ SOC, while the second, the OCQ, measured the respondents’ 

commitment to the organisational across three subscales.  

 

With regard to the validity of the instruments, the factor loadings from the OLQ 

seem to corroborate the findings of other studies that the instrument proved to be 

valid in its measurements.  Positive results were also obtained for the OCQ. The 

results of this study seem to correspond with the three-component model of 

organisational commitment researched by Allen and Meyer (1990), and are in line 

with their suggestions that each of the three components of their model of 

organisational commitment is somewhat independent of the others because of 

their different antecedents.  

 

As far as the reliability of the instrument is concerned, the Cronbach alphas 

(Lemke & Wiersma, 1976) for both the instruments indicated acceptable internal 

consistency and reliability with figures above 0.70, which are considered sufficient 

to demonstrate reliability.  

 

Both instruments recorded positive results in this study. The results of the OLQ 

yielded a mean score of 138.38, which was close to the approximation for the 

mean score in South Africa and seems to correspond well with similar scores both 

internationally and locally. Regarding the results of the OCQ, the means of the 

affective, continuance and normative commitment subscales fell between the 

scores derived in similar studies, although there seems to be relative 

correspondence between the scores in this study and those in similar international 

studies. 

 

In respect of the correlations between the two constructs, the study indicated that 

there is an insignificant correlation between affective commitment and SOC.   

 

The following results emerged from the correlations between the constructs and 

the biographical details of the respondents:  There is a significant correlation 

between age and comprehensibility. There is also a correlation between age and 

manageability, but only at a 0.5 level of significance.  
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With age as a variable, there is a negative correlation between age and affective 

and continuance commitment and between age and normative commitment. 

However, none of these correlations is at a significant level. 

 

Regarding the correlation between tenure and the two constructs, it is interesting 

to note that overall there is a strong and significant correlation between  the period 

of consulting in ERP products and SOC, with all the subscales showing a positive 

correlation. There is also a positive correlation between affective commitment and 

the period of consulting in ERP products, but both the subscales of continuance 

and normative commitment show an inverse relationship with the period of 

consulting in ERP products.  

 

As far as  the period of consulting for the current employer and SOC are 

concerned, there is a strong and significant correlation, with all the subscales 

showing a positive correlation. There is also a positive correlation between 

affective commitment and the period of consulting for current employer as well as 

with continuance commitment. However, the subscale of normative commitment 

indicates an inverse relationship with the period of consulting for current employer.  

 

Overall, there is a strong and significant correlation between SOC and the period 

of consulting on a full-time basis. Regarding organisational commitment, there is a 

positive correlation between the period of consulting on a full-time basis and 

affective commitment, but not with the subscale of continuance commitment. The 

subscale of normative commitment also shows an inverse relationship with the 

period of consulting on a full-time basis. 

 

In speculating about the relevance of the findings for the ERP industry, the 

following presents possible explanations: Organisations that consult on ERP 

software require their consultants to work at various client sites under challenging 

circumstances. An ERP consultant must know the relevant solutions for the 

particular industry the client belongs to as well as the software product that will 

form part of the solution. In addition, the consultant needs to have advanced 

consulting and project management skills.  
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Ongoing changes in the consulting environment coupled with a constantly 

changing software product solution make for a challenging set of circumstances. 

In South Africa, much emphasis is placed on recruiting young people from 

previously disadvantaged communities to train them to be ERP consultants in an 

effort to adhere to the employment equity targets (Labour). It would seem that 

most consulting firms have trouble with tenure because of the current levels of 

staff turnover. There is a great deal of ambiguity in consulting on ERP projects 

owing to the complex nature of these projects. This causes a lot of stress and 

tension that seems to affect inexperienced consultants negatively. 

 

The following statement by Antonovsky (1987, p.182) sheds some light on the 

above issue: “Particularly when the task is ambiguous and complex, the strength 

of the SOC will be a contributory factor. The strong SOC person will be motivated 

to see the task as a challenge, to impose structure, to search for appropriate 

resources. He or she will have more confidence that performance outcome will be 

reasonable. Thus, assuming that the task is within the boundaries of what matters 

to the person, it is indeed likely that there will be some contribution of the SOC to 

outcome.” 

 

The study indicates that the relationship between SOC and organisational 

commitment among ERP consultants in IT services organisations is insignificant.  

A possible reason for this nonexistent relationship between the two constructs 

could be the high global demand for skills in the ERP industry. Owing to the 

worldwide applicability of information systems, a skilled consultant can easily work 

anywhere in the world. The developed economies are far more structured and 

legislated than emerging markets, thus making it easier for consultants to consult 

in these economies owing to the limited scope of their consulting.  

 

Most projects in the developed markets are well resourced, whereas those in 

developing economies are poorly resourced, which requires consultants to consult 

in many areas and be generalists, while maintaining a relative depth of knowledge. 

The South African consulting firms are much smaller and their client base is more 

limited compared with the consulting firms in the developed economies. South 

African consulting firms cannot afford to employ consultants who have a narrow 
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field of specialisation or who require formal training for months on end. The ERP 

environment involves fast-paced situations in which employees have to learn as 

they go along, which basically means that they have  to be comfortable with a high 

degree of ambiguity. 

 

Most of the local consultants have to be much more ingenious compared with their 

overseas counterparts. The combination of the high demand for consultants, the 

need for consultants to be self-sufficient and the difficulty of most projects could 

explain why consultants with a well-developed SOC fail to exhibit strong 

organisational commitment.  This is especially worrisome in an industry that pays 

consultants well but where self-sufficiency and tolerance for ambiguity are crucial.  

 

It would appear that younger consultants do not comprehend their environments 

well, while their older counterparts with longer tenure seem to have better 

comprehension of their environments. In chapter 2, comprehensibility was 

highlighted as a crucial part of SOC owing to the need for a person to first 

understand his or her disposition before he or she can attempt manageability and 

meaningfulness (Antonovsky, 1979). This is evident in the correlation between age 

and SOC in this study. 

 

There seems to be a significant correlation between age and comprehensibility. 

This correlation could explain why it is so difficult for young consultants in the ERP 

consulting domain to find their way in an industry currently hampered by high staff 

turnover. The older consultants seem to be comfortable with this prevailing sense 

of ambiguity and  able to create order out of chaos.  

 

From the study, it is also evident that there is a significant relationship between all 

three categories of tenure and SOC. The results seem to correspond with the 

phenomenon in the industry. The longer a consultant spends working on ERP 

products, the more the employer is inclined to consult with the consultant on 

matters relating to products, projects and fellow colleagues.   

 

The complexity of ERP software and the implementation methodologies required 

for implementation projects require consultants to spend lengthy periods of time 
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with one employer to enable them to become acquainted with the methodologies 

and project approaches the employer uses. It usually takes more than two full 

product suite implementations to understand these methodologies, which could 

explain why the length of the period of consulting has a positive correlation with 

SOC. 

 

Most employers have areas of specialisation and target specific areas of the 

market. To gain a measure of knowledge in each industry sector requires tenure 

on the part of employees. Consultants with tenure are sought after because of 

their depth of knowledge on both ERP products as well as their project-related 

skills. All this comes from spending enough time with one employer in order to 

gain depth of knowledge and a sense of the industry. Tenure in the ERP industry 

is rewarded, but this phenomenon is not often evident among younger consultants 

who do not stay long enough to gain the depth of knowledge needed to lift them to 

the next level in the consulting domain. 

 

It is interesting to note that there is a positive correlation between affective 

commitment and the period of consulting in ERP products.  Becker's (1960) side 

bet theory could explain some of the findings of the research on the positive 

correlation between the period of consulting on a full-time basis and affective 

commitment. Both employer and employee make huge investments in the ERP 

industry over a long period of time. Should a consultant stay with one employer for 

a longer period, the chances are excellent that the management team could 

approach him or her to consult with them in an advisory capacity, thereby 

becoming more involved in the running of the organisation, which could foster a 

degree of affective commitment. It would seem that a consultant who perceives 

the consulting environment as predictable, manageable and meaningful will also 

tend to show strong levels of affective commitment to the organisation in the way 

he or she identifies with and is involved in it. 

 

The results of the research show that the correlation between normative 

commitment and SOC yields an overall negative correlation. This means that 

someone with a strong SOC will not necessarily stay with the organisation 

because he or she will not necessarily  feel that he or she has an obligation and 
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responsibility towards it. Further to this argument, it would seem that the negative 

relationship between the subscale of continuance commitment and SOC that 

emerged from the study means that someone with a positive SOC would probably 

not stay with the organisation because of a perception that the costs and risks 

associated with leaving it could be significant. 

 

In addition, there is a negative correlation between the period of consulting in ERP 

products and continuance and normative commitment. According to Allen and 

Meyer (1990), continuance commitment occurs when the employee anticipates the 

cost of leaving the employer, the risk associated with it together with the 

availability of alternatives.  Normative commitment revolves around a moral 

dimension based on a feeling that the employee has an obligation and 

responsibility towards the organisation. This could explain why consultants who 

have extended years of service in ERP consulting will not necessarily be inclined 

to display high levels of normative or continuance commitment. The length of their 

period of consulting experience coupled with the high demand for their skills 

makes them highly mobile in the market. It seems that the high demand for these 

consultants’ skills and the tough environments in which they work leave them 

ambivalent to the cost and risk aspects of leaving their employers, while also 

rejecting any moral obligations to stay with their employers in a market that 

rewards self-sufficiency. 

 

It is interesting to note from the results that the older respondents are more likely 

to score high on the SOC subscales, but are also more likely to have low scores 

on the subscales of the OCQ. This phenomenon could explain the willingness of 

some consulting firms to allow a measure of free movement of their resources 

among their fellow consulting firms, thereby managing to hold on to the resources 

without binding them to a specific employer. With reference to the discussion in 

chapter 1, Pittinsky (2001) highlighted the possibility of a different kind of 

commitment whereby employees in the knowledge economy such as those in the 

ERP consulting could remain committed to a portfolio of organisations while 

simultaneously moving among them, thus establishing psychological homes for 

themselves in the process. 
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5.6 CHAPTER SUMMARY  
 
This chapter dealt with the research results of the survey. The survey measured 

the results for the constructs SOC and organisational commitment. The following 

topics were dealt with: sampling profile, descriptive statistics, the validity and 

reliability of the measuring instruments, the correlations, regression analysis and 

integration. In this chapter, the following empirical research aims as set out in 

chapter 1 were also addressed: 

• To postulate a possible relationship between the SOC and organisational 

commitment of workers in the IT. 

• To determine whether the biographical details of age and tenure taken from 

the sample group have a significant relationship with SOC and 

organisational commitment. 

 

Chapter 6 focuses on the conclusions, limitations and recommendations of the 

study. 

 



  135 
 

CHAPTER 6: CONCLUSIONS, LIMITATIONS AND RECOMMENDATIONS 

 

The previous chapter dealt with the research results of the study. This chapter 

discusses the conclusions drawn on the basis of the empirical study. The aim of 

this chapter is to discuss the conclusions and verify the specific objectives 

formulated in chapter 1. In conclusion, the limitations of the study will be discussed 

and recommendations made for possible future research on this topic. 

 

6.1 CONCLUSIONS 
 

This study investigated whether a relationship exists between the two constructs 

of SOC and organisational commitment and their relationship with the specific 

biographical attributes of consultants working in the  ERP industry.  

 

In the following section, the conclusions are dealt with in the context of the two 

overall aims of this study, namely the theoretical and empirical aims. The 

theoretical and empirical aims, taken as a whole, are further subdivided into 

specific aims.  

 
6.1.1 Theoretical aims 
 

In this section, the conclusions are dealt with in the context of the specific 

theoretical aims of the study, namely 

o to conceptualise SOC.  

o to conceptualise organisational commitment. 

o to integrate the above constructs.  

 

6.1.1.1 First theoretical aim 

 

The first theoretical aim of this study, namely to conceptualise the construct of 

SOC was achieved in chapter 2. 
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Regarding the conceptualisation of SOC in chapter 2, the definition of SOC 

alludes to the typical human perceptions that help to form a person’s world-view. 

The literature review revealed that someone with a strong SOC would probably 

exhibit certain attributes and possess a measure of resourcefulness that would 

translate into an enhanced ability to handle various demands in life. Such a person 

would exhibit the characteristics of the three dimensions of SOC, namely 

comprehensibility, manageability and meaningfulness.  

 

Comprehensibility is the degree to which stimuli from both the external and the 

internal environment are made sensible or understandable at cognitive level. 

Manageability refers to a person’s cognitive ability as opposed to the mere 

emotional expectation that all will be well. Meaningfulness translates into the 

motivational dimension of SOC. It represents the areas in one’s life that one cares 

a lot about and that make sense to one at both an emotional level and cognitive 

level (Antonovsky, 1987). 

 

According to Antonovsky (1987), when a person turns 30, his or her SOC has 

formed, and this determines whether he or she will experience the world as 

predictable and consistent. SOC also determines whether one would be able to 

influence outcomes in life. A strong SOC can help to mitigate a state of “dis-ease” 

in life by applying various coping responses.  

 
6.1.1.2 Second theoretical aim 

 

The second theoretical aim was achieved in chapter 3, namely to conceptualise 

the construct of organisational commitment. 

 

Regarding the conceptualisation of organisational commitment, the three-

component model of organisational commitment of Allen and Meyer (1990) was 

used in this study and subdivided organisational commitment into three 

dimensions, namely affective, continuance and normative commitment. 

 

Affective commitment relates to whether an employee has an emotional 

attachment to his or her organisation. Continuance commitment exists where the 
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employee has a perception of the costs (e.g. personal sacrifice) and risks 

associated (e.g. lack of alternatives available) with leaving the organisation. 

Normative commitment revolves around a moral dimension which is based on a 

feeling that the employee has an obligation and responsibility towards the 

organisation (Allen & Meyer, 1990). 

 

6.1.1.3 Third theoretical aim 

 

The third theoretical aim was also achieved in chapter 3, namely to integrate the 

constructs of SOC and organisational commitment.  

 

Chapter 3 concluded with the integration of the two constructs and  

acknowledgment of the fact that there is at the very least a theoretical relationship 

between SOC and organisational commitment.  

 

To summarise: This section dealt with the theoretical aims of this study and the 

findings that emerged from it. The next section discusses the conclusions derived 

from this study in the context of the empirical aims.   

 

6.1.2 Empirical aims 
 

The second overall aim of this study was to describe and report on the observed 

results that emerged from the responses of the sample group and to establish the 

validity and reliability of the instruments used. The following three specific aims, 

within in the empirical aim, were as follows: 

 

o To determine whether a relationship exists between the SOC and 

organisational commitment of workers in the IT industry. 

o To determine whether the biographical details of age and tenure taken 

from the sample group have a relationship with SOC and organisational 

commitment.  

o To make recommendations on the behaviour of the organisation as well 

as for future research. 

 



  138 
 

The aim of the first part of the empirical study was to explain the research 

methodology in chapter 4. The subsequent part of the empirical study explained 

the research results in chapter 5. Chapter 5 also dealt with the descriptive 

statistics used to report on the reliability and validity of the measuring instruments. 

In addition, the various correlations between the subscales of SOC and the 

correlations between the subscales of organisational Commitment were examined.  

 

The last section of the chapter focused on the correlation between the 

biographical details of the respondents and the constructs, followed by a 

regression analysis to determine the effect of the independent and dependent 

variables.  

 

6.1.2.1 First empirical aim 

 

The first empirical aim was to determine whether a possible relationship exists 

between the SOC and organisational commitment of workers in the IT industry 

This aim was achieved.  

 

The correlations that were calculated showed that overall, a relationship at a 

significant level could not be established between the two constructs.  

 

6.1.2.2 Second empirical aim 

 

The second empirical aim was to determine whether there is a relationship 

between the biographical details (age and tenure) of the sample group and the two 

constructs of SOC and organisational commitment. This aim was achieved. 

 

The correlations that emerged showed that some relationships existed at a 

significant level between age and tenure and some of the subscales of the two 

constructs. The various relationships between age, tenure and the two constructs 

are discussed below. 
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• Age and SOC 

 

The results of the empirical study indicate that there is a relationship at a 

significant level between the construct of SOC and the biographical 

attributes of workers in the ERP industry. Employee age, in particular, has 

a significant relationship with the subscales of SOC, namely 

comprehensibility and manageability.  

 

• Age and organisational commitment 

 

The results of the study show that the relationship between the 

biographical details of from the sample group and organisational 

commitment is not at a significant level. The relationship between age and 

organisational Commitment does not appear to be at a significant level. 

However, there is a negative correlation (i.e. not at a significant level) 

between age, affective, continuance and normative commitment.   

 

• Tenure and SOC 

 

As far as the relationship between tenure and SOC is concerned, there 

are relationships at a significant level across all three categories of tenure 

and the construct of SOC.  The study indicated that correlations do exist at 

a significant level between the first category of tenure, namely period of 

consulting in ERP products and SOC.  In particular, tenure in the form of 

period of consulting in ERP products is significantly related to the 

subscales of SOC, namely comprehensibility and manageability.  

 

Regarding the second category of tenure, namely period of consulting for 

current employer, there is a significant correlation between tenure in the 

form of period of consulting for current employer and the SOC subscale of 

comprehensibility. 
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The third category of tenure referred to as period of consulting on a full-

time basis, displayed correlations at a significant level between the SOC 

subscales of manageability and meaningfulness.  

 

• Tenure and organisational commitment 

 

With regard to the relationship between the three categories of tenure and 

the organisational commitment construct, the study found one correlation 

at a significant level. This correlation was between period of consulting in 

ERP products, and the organisational commitment subscale of 

continuance commitment. 

 

To summarise: The results indicate that overall, a significant relationship could not 

be established between the two constructs.  However, some of the correlations in 

this study showed that a few relationships could be established at a significant 

level between age and tenure and some of the subscales of the two constructs.  

 

6.1.2.3 Third empirical aim 

 

The third empirical aim was to make recommendations for possible future 

research. The recommendations emerging from this study will be dealt with in 

section 6.3 of this chapter. The third empirical aim was achieved. 

 

This section dealt with the conclusions from the perspectives of both the 

theoretical and empirical aims of this study. 

 

6.2 LIMITATIONS OF THE RESEARCH 
 

The limitations of the literature review and the empirical study will be dealt with as 

follows. 
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6.2.1 The literature review 
 

The only limitation of the literature review was the fact that limited literature was 

available on the specific relationship between the constructs of SOC and 

organisational commitment, as measured by Allen and Meyer (1990). This 

limitation imposed a constraint on the determination of a theoretical relationship 

between these two constructs. 

 
6.2.2 The empirical research 
 

The following limitations were evident in the empirical research: 

 
6.2.2.1 Survey design 

 

The study employed a cross-sectional survey design which did not allow the 

researcher to determine the direction of the relationship between SOC and 

organisational commitment.  A longitudinal study would have been more 

appropriate for making predictions. However, this was impossible because of 

time constraints.  

 
6.2.2.2 Sample size 

 

Although the sample size was large enough for the purpose of this study, a 

nonprobability sample was used, which means that the findings could not be 

generalised to the greater population outside the ERP industry. Because of 

the nature of the ERP industry, the sample size was limited but fairly diverse. 

 
6.2.2.3 Types of measures 

 

Regarding the types of measures employed in this study, the self-report 

measures could have hampered the validity of the results. 
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6.3 RECOMMENDATIONS 
 

On the basis of the results of the study, the following recommendations can be 

made for the ERP industry,  with suggestions for possible future research: 

 
• Recruitment 
 

An effort should be made to recruit new employees who exhibit a strong SOC 

Owing to the significant relationship between the organisational commitment 

subscales of normative and continuance commitment, an integrated approach 

should be considered in the recruitment, organisational socialisation and 

performance management of employees in order to strengthen the moral duty of 

employees. This would help to promote a sense of obligation and responsibility 

towards the organisation. 

 
• Employee development 
 

The development of employees could be facilitated by enhancing their SOC 

through the communication of employer-, career- and industry-related information 

in a more controlled, well-organised and comprehensible manner. Older 

employees could be utilised in mentorship programmes to assist younger 

employees by using information from the industry to boost the younger employees’ 

SOC. 

 
• Employee reward, compensation and recognition  
 

Reward and recognition programmes could be initiated to enhance the industry by 

rewarding tenured employees for their years of service in the industry and 

deploying them as ambassadors to make the industry more comprehensible and 

manageable for new entrants.   

 
• Employee retention strategies  
 

The focus on maintaining or enhancing organisational commitment among 

employees in the ERP industry should be seen in a separate context compared to 
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these employees’ SOC. The correlations in the study revealed that overall, there is 

no significant relationship between SOC and organisational commitment.  

 

Employee retention strategies should take into account the fact that an employee 

with a strong SOC is not necessarily strongly committed to the organisation. Also, 

such employees will not necessarily show commitment, especially when age and 

tenure are taken into account. 

 

•  Succession planning 
 

Succession planning strategies should take cognisance of the possibility that an 

employee who exhibits strong organisational commitment does not necessarily 

have a strong SOC. This could affect the way that succession planning is done or 

the way a successor would be prepared for his or her future role in the 

organisation.  

 
• Employee wellbeing  
 

Employee wellbeing should form part of an organisation’s overall human resource 

strategy. When one considers the portfolio of factors relating to SOC that account 

for psychological wellbeing, one could argue that psychological wellbeing is also 

the core of a positive relationship towards work. 

 
• Talent management 
 

Talent management should coincide with organisational strategies. Thought 

should be given to client-facing areas of the organisation that could benefit from 

employees who exhibit strong affective commitment. By contrast, an employee 

who exhibits only strong normative or continuance commitment will probably have 

a sense of moral duty or obligation towards the organisation, but will do so without 

much passion for the interests of the organisation.   

 
On the basis of the results of the study, the following recommendations are made 

for further research: 
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• According to Wissing and Van Eeden (2002), fortigenesis is a general 

psychological wellbeing factor comprising SOC and satisfaction with the life 

and affect balance. These authors believe that this is indicative of strong 

psychological wellbeing.  Based on the results of this study, it is 

recommended that fortigenesis and its possible relationship with 

organisational commitment should be explored to add to this area of 

research. 

 
• According to Allen and Meyer (1990), organisational commitment has three 

dimensions, namely affective, continuance and normative commitment, 

which revolve around a person’s commitment to a particular organisation. 

There seems to be a different type of commitment that merits further 

investigation, especially regarding the possible relationship with salutogenic 

constructs. Pittinsky (2001) highlights the possibility of a different kind of 

commitment, whereby employees could remain committed to a portfolio of 

organisations while simultaneously sojourning among them, resulting in the 

establishment of psychological homes for themselves in the process. 

 
• In addition to the organisational commitment construct investigated in this 

study, it is recommended that future research be conducted on multifaceted 

organisational commitment constructs to obtain a broader view on how 

people commit to organisations. 

 

• According to Sparrow (1998), the new psychological contract can be viewed 

as an open-ended agreement that states the mutual expectations between 

the two parties to the contract. Further to this, King (2000) found that when 

workers feel insecure about their jobs, they resist acting on behalf of their 

employers. Further research is recommended on the relationship between 

the new psychological contract, SOC and organisational commitment, 

especially with regard to knowledge workers such as those in the ERP 

industry. 

 

• Since this study was not conducted over a prolonged period, the results do 

not reflect possible effects over an extended period. It is therefore 
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recommended that the same constructs be explored over a lengthier period 

of time. 

 
• The aim of this study was to use quantitative research to determine whether 

there is a relationship between the variables being investigated. It is 

recommended that qualitative research be conducted to collect more 

information on the nature of SOC and organisational commitment in the ERP 

industry. 

 

• Further research should be considered on the possible relationships between 

race, gender and seniority (job level) with the constructs of SOC and 

organisational commitment in the ERP industry.  

 
• This study contained only a limited sample. Future research with a larger and 

more representative sample is thus recommended. 

 

6.4 CHAPTER SUMMARY 
 

This chapter dealt drew conclusions from both a theoretical and empirical 

perspective. This was followed by a discussion of the limitations of the study. 

Recommendations were then made for possible future research. This concludes 

the research study that was undertaken.  
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