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Abstract

Despite an increasing number of studies on organizational commitment, no 
unifying work is focused on the measurement of organizational commitment 
of employees of Nationalized banks of India. Organizational commitment is a 
feeling of dedication to one's employing organization, willingness to work 
hard for that employer, and the intent to remain with that organization. Various 
factors affect an employee's commitment towards the organization. This study 
was carried out to establish the association of factors like work environment, 
job security, pay satisfaction and participation in decision making with 
organizational commitment of the employees, working in nationalized banks. 
Data was collected from 150 managerial and non-managerial employees of 
nationalized banks. T-test and One way Anova was used for data    analysis.
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Introduction

Organizational Commitment

Commitment is the function of inherent sincerity of an individual, which 
develops the capacity to work hard and give good results even in poor and 
adverse circumstances. The concept of organizational commitment has 
attracted considerable interest in an attempt to understand and clarify the 
intensity and stability of an employee's dedication to the organization (Lumley 
2010). In the context of the present study, organizational commitment is 
regarded as an attitude, as it relates to individuals' mindsets about the 
organization (Allen & Meyer 1990).

Organizational commitment has been used to refer three aspects of staff 
attitudes that indicate the extent to which the employee demonstrate  a strong 
desire to remain the member of the organization, the degree of willingness to 
exert high level of efforts for organization and belief and acceptance of the 
measures goals and valve of the organization (Mowday et.al 1982).Behavior 
of “employee as citizen” is an indicator of performance which goes beyond the 
requirement of the job, such as helping co-worker with job related problem, 
tolerating temporary in position without compelling and good cooperating at 
the time of crises.

Organizational commitment refers to an employee's belief in the 
organization's goals and values, desire to remain a member of the organization 
and faithfulness to the organization (Mowday et al., 1982).Organizational 
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commitment is an affective response to the whole organization and 
the degree of attachment or loyalty employees feel towards the 
organization. The construct of commitment has been viewed in the 
main as a composite of three main components representing 
affective, normative and continuance aspects of commitment 
(Coyle-Shapiro et al., 2006). In fact affective, continuance and 
normative commitment represent psychological states that have 
implications on whether an employee remains with an 
organization.

There is a need to understand a link between individuals and 
organizations in terms of conceptual framework of organizational 
commitment. Organizational commitment is widely described in 
the management and behavioral sciences literature as a key factor 
in the relationship between individuals and organizations. Raju 
and Srivastava (1994) described organizational commitment as the 
factor that promotes the attachment of the individual to the 
organization. Employees are regarded as committed to an 
organization if they willingly continue their association with the 
organization and devote considerable effort to achieving 
organizational goals (Raju and Srivastava, 1994). The authors 
argue that the high levels of effort exerted by employees with high 
levels of organizational commitment would lead to higher levels of 
performance and effectiveness at both the individual and the 
organizational level. 

Types of Organizational Commitment

Affective Commitment

Affective commitment is the individual's psychological or 
emotional connection to, identification with and participation in 
the organization (Meyer & Allen 1997).Employees who are 
affectively committed to the organization will probably carry on 
working for it because they want to (Meyer & Allen 1991). 
Individuals who are dedicated at an emotional level usually remain 
with the organization because they see their individual 
employment relationship as being in harmony with the goals and 
values of the organization for which they are currently working. 

Continuance Commitment

Continuance commitment is regarded as an awareness of the costs 
associated with leaving the organization (Meyer & Allen 1997). 
Because of the individual's awareness or consideration of expenses 
and threats linked to leaving the organization, continuance 
commitment is considered to be calculative (Meyer & Allen 1997).  
This differs from affective commitment, where individuals remain 
with an organization because they want to and because they are 
familiar with the organization and its principles.

Normative Commitment

Normative commitment can be explained as a sense of 
responsibility to continue employment with a specific 
organization (Meyer & Allen 1997). The internalized idea of 
responsibility and commitment allows employees continued 
membership that is appreciated by a specific organization (Allen & 
Meyer 1990). 

Literature Review

With the growing importance of the subject under study, some 
literature covering Organizational Commitment in service sector 
have been produced by economists, researchers and practitioners.  

A  plethora of western and Indian empirical investigations have 
explored one or more facets about employees commitment and  
psycho-socioeconomic –demographic  and other factors affecting 
the employees commitment which are summarized in the review 
related with this proposed work, are as under:-

Sekran (1981) in his study on Indian bank employees came with 
the findings that designing  the job with greater decentralization, 
more autonomy , power and control, rewarding employees 
differently on performance basis enhances commitment and good 
quality of work life.

Allen and Meyer (1990) identified a link between organizational 
commitment and employee turnover, and concluded that 
employees who were strongly committed to the organization were 
less likely to leave it.

Yoona (2002) in his research proposed a new dual-process model 
of organizational commitment. The model stipulates that overall 
job satisfaction and perceptions of organizational support are key 
emotional and cognitive processes that mobilize commitment in 
the workplace. Model also suggests that the feelings of job 
satisfaction and perceptions of organizational support operate 
through independent channels to mediate the impact of work 
experiences on organizational commitment.

Feather and Rauter (2004), Aizzat et al. (2003) found that Job 
Satisfaction level and Organizational Justice can influence 
employee organizational commitment. Numerous empirical 
evidence have been found regarding work commitment and its 
relationships with job satisfaction and organizational justice in 
large organizations. The findings also indicate that the level of 
work commitment is also influenced by various factors including 
demographic characteristics, pay, co-workers, work, supervision, 
a firm's background and employees satisfaction level.

Meneze (2005) A mainstream group of employees articulated that 
their organizations did not care for its employees and sometimes 
employees don't like to work with their organizations indicating 
high levels of stress among them and majority were between the 
age brackets of 26-35 years. Misfit with organization, no part in 
decision making, were reported main causes of stress as well no 
control over work environment, personality traits, lack of 
relaxation along with ambiguous rules affect employees 
performance. Better managed employees are more cooperative 
and serve as assets for an organization and when their stress is 
ignored by the employer the results are increased absenteeism, 
cost, low productivity, low motivation and usually legal financial 
damages.

Kirmizi & Deniz (2009) found that Positive relations between 
peers and with management affect an employee's commitment to 
the organization. An employee's commitment towards the 
organization is affected by the nature of relations between 
colleagues. It has been noticed that conflicting relationships exist 
between peers; and between employees' and the management, 
which threaten organizational commitment. Organizations need to 
promote social activities, so that friendly relations can improve 
between the employees; and in turn, their commitment towards the 
organization excels.

Lumley (2010) identified that Organizational commitment has 
attracted considerable interest as attempts have been made to better 

Pacific Business Review International



w w w. p b r . c o . i n60

understand the intensity and stability of an employee's dedication 
to the organization. Motivated employees are crucial to an 
organization's success, and therefore understanding people in their 
jobs and what motivates them could be a driving force in 
strengthening organizational commitment 

Objectives of Study

· To compare the Organizational Commitment level 
between Managerial and Non Managerial employees of 
Nationalized Banks. 

· To study the Organizational Commitment with respect to 
qualification among managerial and non managerial 
employees of Nationalized Banks.

· To study the Organizational Commitment with respect to 
experience among managerial and non managerial 
employees of Nationalized Banks.

· To study the Organizational Commitment with respect to 
age among managerial and non managerial employees of 
Nationalized Banks.

· To study the Organizational Commitment with respect to 
gender among managerial and non managerial 
employees of Nationalized Banks.

· To study the Organizational Commitment with respect to 
income among managerial and non managerial 
employees of Nationalized Banks.

Hypothesis

H : There is no significant difference in Organizational 01

Commitment among the Managerial and Non Managerial 
employees of Nationalized Banks.

H : There is no significant difference between Organizational 02

Commitment with respect to qualification among managerial and 
non managerial employees of Nationalized Banks.

H : There is no significant difference between Organizational 03

Commitment with respect to experience among managerial and 
non managerial employees of Nationalized Banks.

H : There is no significant difference between Organizational 04

Commitment with respect to age among managerial and non 
managerial employees of Nationalized Banks.

H : There is no significant difference between Organizational 05

Commitment with respect to gender among managerial and non 
managerial employees of Nationalized Banks.

H : There is no significant difference between Organizational 06

Commitment with respect to income among managerial and non 
managerial employees of Nationalized Banks.

Research Methodology

Research type: The study is exploratory in nature and is being 
conducted to find out the Organizational Commitment between 
Managerial and Non Managerial employees of Nationalized 
Banks in Indore (MP).

Sample Size: A sample size of 150 respondents was taken for 
research purpose, out of which 75 respondents were Managerial 

and 75 were Non Managerial from Nationalized Banks of Indore 
(MP).

Sampling Techniques: The sampling technique followed for the 
study was Convenience Sampling.

Tools for Data Collection: To fulfill the objectives of study, 
primary data was collected from field with the help of scale of 
Anukool M. Hyde and Rishu Roy (2006) was used which 
contains 30 variables and its The split-half reliability coefficient 
was found to be 0.89. The reliability index was calculated, which 
indicated high validity on account of being 0.94.

 Tools for Data Analysis: Data was analyzed using statistical 
techniques like t-test (at 5% level of significance), ANOVA. 

a)  Reliability Test

After the testing of questionnaire we have tested reliability of 
whole data on all factors. Reliability test has been made on 
whole 150 samples for testing the reliability of Organizational 
Commitment. With the help of Coefficient (Cronbach Alpha); 
we have tested the reliability of factors. Reliability of 150 
samples for Organizational Commitment has Cronbach's 
Alpha (.862) (see Annexure 1) which is excellent, according 
to different theory of reliability value above 0.6 is appropriate, 
low value below the 0.5 implies that reliability may not be 
appropriate. No items have been removed from the 
questionnaire.                        

Results  and Discussion

Since p=.988 (see Annexure 2) which is greater than .05 which 
means that null hypothesis is accepted. Therefore H  (There is no 01

significant difference in Organizational Commitment among the 
Managerial and Non Managerial employees of Nationalized 
Banks) is accepted.Since study was conducted in Nationalised 
banks where salary structure,retirement benefits etc. are good 
irrespective of designation.Employee equally get benefits of the 
organisation.This could be the reason that commitment level of 
managerial and non managerial level of employees is same.

Since p=.043 (see Annexure 3) which is less than .05 which means 
that null hypothesis is not accepted. Therefore, H (There is no 02 

significant difference between Organizational Commitment with 
respect to qualification among managerial and non managerial 
employees of Nationalized Banks) is not accepted. Jai Prakash 
Sharma & Naval Bajpai (2010) identified in his study that in 
public and private banks of India; a significant difference is 
noticed between public sector and private sector organization. As 
expected, public sector employees have exhibited higher degree of 
organizational commitment as compared to private sector 
employees. Most importantly, organizational commitment is being 
proven as the catalyst for enhancing job satisfaction level of 
employees. As a result 'commitment' seems to be higher in public 
sector organization as 'job security' is higher in public sector 
organization.

Since p=.057 (see Annexure 4) which is greater than .05 which 
means that null hypothesis is accepted. Therefore, H (There is no 03 

significant difference between Organizational Commitment with 
respect to experience among managerial and non managerial 
employees of Nationalized Banks) is accepted.Since commitment 
level of managerial and non managerial is same with respect to 
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experience, this proves that experience has noting to do with 
commitment level.Since facilities are good, job is done through 
computer so job is not monotonous hence commitment level is 
almost same in managerial and non managerial level.

Since p=.010 (see Annexure 5) which is less than .05 which means 
that null hypothesis is not accepted. Therefore, H (There is no 04 

significant difference between Organizational Commitment with 
respect to age among managerial and non managerial employees of 
Nationalized Banks) is not accepted. This means that there is a 
significant difference in commitment level of bank employees 
with respect to age. Those who are senior employees get good 
salary as compared to junior employees though salary stucture is 
good in nationalised banks.Probably employees of higher age 
group feel that they are working for their organisation as they have 
served the bank for many years.Those employees who have been 
given promotions earlier are more satisfied and commited and new 
comers may get promotion little lats as they have just joined the 
bank. New employees (clerical) may be thinking of leaving the 
bank soon as and when they get option. Abdullah & Muhammad 
I. Ramay (2009) identifies in his study that Employees having 
longer tenures and ages show more commitment than the 
employees having smaller tenures with the organizations and 
younger in age respectively. This is easy to understand because 
employees who have spent most of their lives with the organization 
should exhibit high commitment. Also with age, alternative 
opportunities for employees become limited; thereby enhancing 
their commitment with the organization they are working for.

Since p=.687 (see Annexure 6) which is greater than .05 which 
means that null hypothesis is accepted. Therefore hypothesis one 
i.e. H  (There is no significant difference between Organizational 05

Commitment with respect to gender among managerial and non 
managerial employees of Nationalized Banks)) is accepted.  
Abdullah & Muhammad I. Ramay (2009) found that gender did 
not show significant change in commitment level of employees. 
Gender had a negative relation with organizational commitment.

Since p=.032 (see Annexure 7) which is less than .05 which means 
that null hypothesis is not accepted. Therefore, H (There is no 06 

significant difference between Organizational Commitment with 
respect to income among managerial and non managerial 
employees of Nationalized Banks) is not accepted. Faud Najin Al 
Shaikh (1995) identifies that income of respondent were also 
found to have significant association with Organizational 
Commitment. It had the highest magnitude of relationship 
compared with other variables. 

Conclusion

Statistical analysis indicates that the employees working in the 
banking sector feel that their jobs are somewhat secure. Also they 
are provided a reasonably healthy working environment. The 
employees are slightly satisfied with the pays and their say in 
work-related decisions. People working in the banking sector are 
mildly committed towards the organizations they are working for 
and feel that they have a sense of belonging towards it.

The result of the study revealed that there is no significant 
difference between experiences; gender and total mean scores of 
Managerial and Non managerial employees of Nationalized Banks 
on Organizational Commitment. It seems that due to factors like 
job security and status employee's exhibits higher level of 

commitment in Nationalized Banks. As a result commitment 
seems to be higher in Nationalized Banks as job security is higher 
in Nationalized Banks. The working environment is normally 
quite pleasant in Nationalized Banks. People respect each other 
and are willing to help in work-related and other issues. Also good 
relationship exist between peers; & even Managerial and Non 
managerial employees whereas experience and gender did not 
show any significant change in commitment level of employees 
working in Nationalized Banks. It is suggested that experience 
become a valued resource in itself, while the privileges associated 
with length of services makes it easier to obtain additional rewards. 
This implies that Organizational Commitment is stronger among 
employees that have spend longer period of time with the same 
Organization.

Likewise income of respondent was also found to have significant 
association with Organizational Commitment. It had the highest 
magnitude of relationship compared with other variables. 
Accordingly, one is inclined to say that people who have high 
salaries seem to be unwilling to change their jobs. This inclination 
gives credence to the argument about the importance of financial 
incentives in retaining employees in their organizations. Age and 
tenure seemed to affect the commitment of employees, with higher 
commitment shown for higher age and tenure. The argument that 
the old people are unlikely to have keen interest in looking for 
opportunities outside the present bank is based on the theory that 
age binds one more tightly to the organization. In other words, age 
reduces the attractiveness of individuals to other organizations.
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