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Introduction

The concept of organizational commitment (OC) has captivated considerable curiosity
among researchers as an attempt to understand the intensity and stability of employee
dedication to organizations (Eisenberger et al., 1990). Organizational commitment’ as
a construct can be studied from an attitudinal, behavioral and motivational aspect.
Morrow, 1993 viewed that organizational commitment as an attitude reflects feelings
such as attachment, identification & loyalty to the organization as an object of
commitment. Meyer et al., (1990) defined organizational commitment as an attitude is
“characterized by favorable positive cognitive and affective components about the
organization”.

Best (1994) indicates that organizational commitment as a behavior is evident when
“committed individuals enact specific behaviors due to the belief that it is morally
correct rather than personally beneficial”. Miller & Lee (2001) expressed that
organizational commitment is a state of being in which organizational members are
bound by their actions and beliefs that sustain their activities and their own
involvement in the organization. From motivational point of view, O’Reilly (1989),
states organizational commitment is the “individual’s psychological bond to the
organization, including a sense of job involvement, loyalty and belief in the values of
the organization”. Further Meyer and Allen (1991) defined organizational
commitment as “a psychological state that characterizes the employee’s relationship
with the organization, and has implications for the decision to continue membership in
the organization”.

Meyer and Allen (1991) model of organizational commitment has gained substantial
popularity. Meyer and Allen (1984) initially viewed organizational commitment as
two-dimensional, viz. affective and continuance commitment. Meyer and Allen (1984)
defined the first dimension, namely affective commitment, “as positive feelings of
identification with, attachment to and involvement in the work organization,” and they
defined continuance commitment as “the extent to which employees feel committed to
their organization by virtue of the costs that they feel are associated with leaving”.
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After further research, Allen and Meyer (1990) added a third dimension, normative
commitment defined as “the employee’s feelings of obligation to remain with the
organization”. Thus organizational commitment depicts that an employee remain with
an organization because they ‘want to’ (Affective Commitment); they ‘ought to’
(Normative Commitment); and they ‘have to’ (Continuance Commitment).

REVIEW OF LITERATURE
Organizational commitment has been extensively researched as an important factor in
employee retention and motivation. There has been considerable interest in this
construct due to its reported relationship with organizational efficiency and
effectiveness (Beck & Wilson, 2000). In addition, a number of studies have shown a
positive correlation between organizational commitment and job performance (Hunter
& Thatcher, 2007; Pool & Pool, 2007). Meyer, Stanley, Herscovitch, and Topolnytsky
(2002) in their metaanalysis found that affective commitment was negatively
correlated with turnover and withdrawal cognition, absenteeism and work-family
conflict and positively correlated with job performance and organizational citizenship
behavior.

Aven, Parker and McEvoy (1993) found no relationship between gender and
commitment. Moreover, Marsden et al., 1993 established that men and women
experience similar levels of organizational commitment. Savicki, Cooly and GJesvold
(2003) have found that men and women did not differ on organizational commitment.
Another study on business executives in Hong Kong, Ngo and Tsang (1998) revealed
that organizational commitment is not affected by gender. Mathieu & Zajac, 1990
found women to be more committed than men, while Cohen & Lowenberg, 1990
found that men are more committed to the organization than their female colleagues.

As far as age is considered, Knoop, 1986; Müller & Roodt, 1998 found no
relationship between age and commitment, on the other hand, Cohen & Lowenberg,
1990; Ingersoll et al., 2002; and Mathieu & Zajac, 1990 have found that commitment
has been positively related to age. Hackett, Bycio & Hausdorf, 1994 found a positive
relationship with tenure and affective and continuance commitment. Cohen &
Lowenberg, 1990 have found that the longer employees worked in an organisation, the
higher their levels of commitment. However, Lok & Crawford, 1999; McFarlin &
Sweeney, 1992; Reilly & Orsak, 1991; and Roodt, 1992 found no meaningful
relationship between tenure and organizational commitment.
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OBJECTIVES

1. To study the females perception of organizational commitment and its
dimensions.

2. To study the level of organizational commitment among females on the basis of
age, marital status, qualification and experience

HYPOTHESES

1. There is no significant difference in the level of organizational commitment and
its dimensions among married and unmarried respondents.

2. There is no significant difference in the level of organizational commitment and
its dimensions among respondents from different age groups.

3. There is no significant difference in the level of organizational commitment and
its dimensions among respondents from different educational qualification.

4. There is no significant difference in the level of organizational commitment and
its dimensions among respondents with different years of experience.

RESEARCH METHODOLOGY

Organisational Commitment Questionnaire - OCQ (Meyer, Allen and Smith, 1993)
was used to measure the level of organizational commitment. Information was also
collected on socio-demographic data about the respondents. Seven-point scale was
used. The study was conducted, using convenience sampling technique, on 105 female
employees working in private colleges in Mohali district. Data was analysed using
Descriptive statistics, F test and ANOVA.

RESULTS AND DISCUSSION

S No: Demographic
Variables

No: of
Respondents

% age of
respondents

1 Age
(a) 20-30
(b) 30-40
(c ) 40-50
(d) 50 &

above

39
46
17
3

37
44
16
3

2. Marital Status
(a) Married
(b) Unmarried

72
33

68
32
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3. Educational
Qualification

(a) Bachelor
degree

(b)Master
Degree

45
60

43
57

4. Experience In
Present
organization

(a) 2-5 years
(b)5-10 years
(c) 10-15 years
(d)15 years or

more

52
29
12
12

50
26
12
12

Table I shows the demographics of the respondents. The highest proportion of the
respondents (44%) fell into 30-40 year age group, followed by the 20-30 year age
group (37%). The majority of respondents was married (68%) and post graduates
(57%). 50% of the respondents had 2-5 year of experience followed by 5-10 years
(26%).

Table 2: LEVEL OF ORGANISATIONAL COMMITMENT AND ITS
DIMENSIONS
Variable Mean
Organizational commitment 5.12
Affective commitment 5
Continuance commitment 2.29
Normative commitment 4.80

Table 2 shows that level of commitment is 5.12 which is above the average values. So
we can say that all the respondents have very high level of organizational
commitment.
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Table 3: Mean, Standard deviation and t value of Organizational commitment &
its dimensions in case of marital status

Criterion
variable

Demographical
status

N Mean SD t -value P value

Overall OC Married 72 5.16 .84 .70 .49

Unmarried 33 5.03 .99

AC Married 72 5.02 1.18 .34 .73

Unmarried 33 4.94 1.09

CC Married 72 2.28 .43 .13 .89

Unmarried 33 2.27 .37

NC Married 72 4.93 .83 1.57 .12

Unmarried 33 4.58 1.12
N= 105 d.f = 104 Level of significance = 5%
The results of table 3, show that there is no significant difference in the level of
organizational commitment among married and unmarried respondents because p
value (.49) is greater than the level of significance (.05). As far as the affective,
continuance and normative commitment is considered, there is no difference among
married and unmarried respondents. Therefore hypothesis 1 is accepted, and there is
no difference in the level of organizational commitment and its dimensions.

Table 4: Mean, Standard deviation and t value of Organizational commitment its
dimensions in case of education level

Criterion
variable

Demographical
status

N Mean SD t -value P value

Overall OC Undergraduate 45 5.13 .96 .0566 .9549

Post graduate 60 5.12 .83

AC Undergraduate 45 5 1.3 .0561 .955

Post graduate 60 4.99 1.04

CC Undergraduate 45 2.16 .38 2.619 .0101

Post graduate 60 2.37 .41

NC Undergraduate 45 4.77 1.06 .24 .81

Post graduate 60 4.82 .90
N= 105 d.f = 104 Level of significance = 5%
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As shown in Table 4, the study found no difference in level of organizational
commitment among undergraduate and post graduate employees. The study found
significant difference in continuance commitment among undergraduate and post
graduate employees. Hence hypothesis 3 is partially rejected.

Table 4: One –Way ANOVA for organizational commitment on the basis of age

Criterion
variable

Age N Mean SD F –value p value

Overall
Organizational
commitment

20-30 39 5.18 1.05 4.69 .0041

30-40 46 4.85 .67

40-50 17 5.71 .70

50 and
above

03 5.56 .93

Affective
commitment

20-30 39 5.17 1.18 7.42 .0002

30-40 46 4.49 .98

40-50 17 5.81 .99

50 and
above

03 5.50 .72

Continuance
commitment

20-30 39 2.07 .21 23.8 .00

30-40 46 2.23 .28

40-50 17 2.76 .55

50 and
above

03 3.02 .20

Normative
commitment

20-30 39 4.84 1.26 1.83 .144

30-40 46 4.64 .73

40-50 17 5.27 .69

50 and
above

03 4.61 .84

Source: Authors’ compilation

N= 105 d.f = 104 Level of significance = 5%
Table 4 reveals that as far as organizational, affective and continuance commitment
are concerned there is significant difference among respondents from different age
groups. But respondents do not differ as far as normative commitment is concerned.
Hence hypothesis 2 is also partially accepted.

Table 5: One –Way ANOVA for organizational commitment on the basis of
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experience in the organization

Criterion
variable

Experience N Mean SD F –value p value

Overall
Organizational
commitment

2-5 years 52 5.14 .93 7.12 .00

5-10 28 5.05 .70

10-15 12 4.35 .69

15 & above 13 5.89 .66

Affective
commitment

2-5 years 52 5.14 1.09 10.89 .00

5-10 28 4.69 .94

10-15 12 3.83 1.10

15 & above 13 6.9 .75

Continuance
commitment

2-5 years 52 2.05 .22 87.84 .00

5-10 28 2.29 .20

10-15 12 2.43 .26

15 & above 13 3.13 .19

Normative
commitment

2-5 years 52 4.81 1.1 1.29 .28

5-10 28 4.71 .77

10-15 12 4.5 .92

15 & above 13 5.23 .74

N= 105 d.f = 104 Level of significance = 5%
Table 5 shows that as far as organizational, affective, continuance commitment are
concerned there is significant difference among respondents with different years of
experience. But respondents do not differ as far as normative commitment is
concerned. Hence hypothesis 4 is also partially accepted.

Conclusion

1. Level of organizational commitment is very high among the respondents
2. Marital status does not affect level of commitment toward the organization.
3. Normative commitment does not differ with marital status, age, educational

qualification and years of experience among the respondents.
4. Affective and continuance differ with age and years of experience but not with

marital status and qualification.
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