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	As per the studies, organizational commitment and job satisfaction are two critical elements that significantly influence employee behavior and overall organizational performance. In accordance with the contemporary business environment, organizations strive to foster an environment that promotes employee engagement, satisfaction, and commitment to achieve long-term success. Based on the organizational commitment which tends to refer to the psychological attachment an employee has to their organization, encompassing the employee's willingness to exert effort on behalf of the organization and their desire to remain a member. Nevertheless, it also tends to comprise job satisfaction which reflects the extent to which employees are content with their roles, compensation, work environment, and overall job experience.
According to the relationship between organizational commitment and job satisfaction has been widely studied, as it is believed that employees who are more committed to their organizations tend to experience higher levels of job satisfaction and this connection is essential for management to understand, as it can inform strategies aimed at improving employee retention, performance, and productivity such as by exploring how organizational commitment correlates with overall, intrinsic, and extrinsic job satisfaction, organizations can better tailor their management practices to enhance both commitment and satisfaction. However, on the basis of that the paper investigates these relationships through correlation analysis and scatterplots, providing insights into the strength and nature of these associations, with implications for management practices and organizational development.

Correlation: Organizational Commitment x Overall Job Satisfaction

	 
	Job Satisfaction
	Commitment

	Job Satisfaction
	1
	 

	Commitment
	0.172247549
	1


Table 1: correlation analysis between job satisfaction and commitment 

Figure 1: Scatter plot between job satisfaction and commitment
	As per the analysis, the correlation between Job Satisfaction and Organizational Commitment was found to be 0.172 and according to Cohen (1988), a coefficient between 0.10 and 0.29 indicates a small or weak positive correlation such as therefore, the correlation of 0.172 suggests a weak positive relationship between job satisfaction and organizational commitment. However, on the basis of that it implies that as job satisfaction increases, there is a slight tendency for organizational commitment to also increase. Based on the strength of this relationship is not substantial, indicating that job satisfaction alone does not significantly influence organizational commitment such as factors are likely contributing to the variance in commitment levels and thus, while there is a positive association between the two variables, the correlation is not strong enough to suggest that improvements in job satisfaction will lead to substantial increases in organizational commitment. 
[bookmark: _Hlk193497268]Correlation: Organizational Commitment x Intrinsic Job Satisfaction
	 
	Commitment
	Intrinsic

	Commitment
	1
	 

	Intrinsic
	-0.15301138
	1


Table 2: correlation analysis between Organizational Commitment x Intrinsic Job Satisfaction

Figure 2: scatter plot between Organizational Commitment x Intrinsic Job Satisfaction
Based on the correlation between Organizational Commitment and Intrinsic Job Satisfaction is -0.153 and according to Cohen (1988), a correlation coefficient between -0.10 and -0.29 represents a small or weak negative correlation. So, on the basis of that the value of -0.153 indicates a weak negative relationship between organizational commitment and intrinsic job satisfaction such as this means that as intrinsic job satisfaction increases, organizational commitment tends to decrease slightly, though the relationship is not strong. Nevertheless, it tends to be analysed that the weak negative correlation suggests that the two variables do not have a substantial or consistent inverse relationship, and it is important to note that while there is a slight negative trend, other factors may be influencing both intrinsic satisfaction and organizational commitment. So, on the basis of this weak correlation does not imply that an increase in intrinsic job satisfaction will significantly decrease organizational commitment. 


[bookmark: _Hlk193497542]Correlation: Organizational Commitment x Extrinsic Job Satisfaction
	 
	Commitment
	Extrinsic

	Commitment
	1
	 

	Extrinsic
	-0.266479469
	1


Table 3: correlation analysis between Organizational Commitment x Extrinsic Job Satisfaction

Figure 3: Scatter plot between Organizational Commitment x Extrinsic Job Satisfaction
	In accordance with the correlation between Organizational Commitment and Extrinsic Job Satisfaction is -0.266 and according to Cohen (1988), a correlation coefficient between -0.20 and -0.49 is considered a medium or moderate negative correlation. However, on the basis of that the value of -0.266 indicates a weak to moderate negative relationship between organizational commitment and extrinsic job satisfaction and this suggests that as extrinsic job satisfaction increases, organizational commitment tends to decrease slightly, though the relationship is not particularly strong. Based on the negative sign indicates that the two variables move in opposite directions, but the strength of this inverse relationship is moderate at best. However, in this regard, while there is some evidence of a negative correlation, the strength of the relationship suggests that other factors may also play a significant role in determining both extrinsic job satisfaction and organizational commitment and therefore, although there is a moderate negative association, the correlation is not strong enough to suggest that improvements in extrinsic job satisfaction will lead to a substantial decrease in organizational commitment.

Managerial Implications
	However, it is important to understand that the relationship between organizational commitment and job satisfaction is crucial for management to foster a productive and engaged workforce. Nevertheless, it tends to comprise of correlations between organizational commitment and various dimensions of job satisfaction—overall, intrinsic, and extrinsic—provide valuable insights into how different facets of employee experience influence their attachment to the organization. According to the findings, it becomes evident that management practices can be adjusted to strengthen organizational commitment and improve job satisfaction.
Additionally, it tends to be analysed that the positive correlation of 0.172 between organizational commitment and overall job satisfaction, though weak, suggests that employees who are satisfied with their overall job experience tend to have higher organizational commitment such as for management, this implies that improving the general satisfaction levels of employees could encourage a greater sense of attachment to the organization. However, based on the workplace practices such as offering competitive compensation, career development opportunities, and maintaining a supportive work environment can foster job satisfaction and, in turn, enhance organizational commitment. In accordance with the research which supports this notion, indicating that employees who feel valued and satisfied in their roles are more likely to remain committed to their organization (Meyer & Allen, 1997).
Based on the negative but weak correlation of -0.153 between organizational commitment and intrinsic job satisfaction suggests that, to a small extent, an increase in intrinsic job satisfaction (such as personal growth, achievement, and work enjoyment) might lead to a decrease in organizational commitment and this could be attributed to the possibility that highly intrinsically motivated employees might prioritize personal fulfillment over their commitment to the organization. In accordance with this regard in which management may need to find a balance between providing opportunities for intrinsic rewards (e.g., autonomy, skill development) and ensuring that employees also feel a strong attachment to the organization. According to the research conducted by Deci and Ryan (2000) indicates that employees who experience intrinsic motivation tend to be more engaged, yet their intrinsic focus might reduce organizational loyalty if the organizational goals conflict with personal growth.
Based on the moderate negative correlation of -0.266 between organizational commitment and extrinsic job satisfaction suggests that higher extrinsic rewards, such as salary, benefits, and job security, may be associated with a slight reduction in organizational commitment. It tends to be analysed from the research that the employees who are satisfied with extrinsic rewards may feel less emotionally connected to the organization, focusing more on external factors rather than a deeper attachment to the workplace and this finding aligns with Herzberg's Two-Factor Theory, which posits that while extrinsic factors (hygiene factors) prevent dissatisfaction, they do not necessarily lead to higher satisfaction or commitment (Herzberg, 1959). However, on the basis of that the management should, therefore, ensure that extrinsic rewards are competitive but should not rely solely on them to enhance organizational commitment. A combination of extrinsic rewards with intrinsic motivators, such as recognition, meaningful work, and personal development opportunities, may foster both satisfaction and commitment.
Conclusion
According to the above analysis, which tends to conclude that the relationship between organizational commitment and job satisfaction, while weak, provides valuable insights into how these variables interact and it is important to understand that these correlations allow management to design strategies that promote both employee satisfaction and organizational loyalty, leading to a more engaged and productive workforce. Based on a balanced approach that integrates both intrinsic and extrinsic motivators is essential for fostering sustained commitment and satisfaction.
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