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ABSTRACT 

 

The transformation of our society since the turn of the century has been breath 

taking.  Twenty-first centuries has witnessed revolutionary changes in the life-

goals and aspiration of mankind for the first time in human history. Man has begun 

to feel, that he can, if he tries hard enough, free himself from bondage to both 

nature as well as to other men. This process started with the Marxist Revolution, 

followed by decolonization, and is now manifested in the movement for human 

rights. The process of organizing modern life into complex organizations will 

increasingly emphasize the importance of the relationship between the individual 

and the organization. This study has determined the relationship of organizational 

commitment to three main variables associated with personality, situation and 

demographic characteristics, in the scenario of their job/work involvement. This 

has examined the nature and extent of the relationship of organizational 

commitment to job satisfaction as a behavioral outcome variable. This type of 

integration of organizational commitment to job satisfaction is considered a unique 

aspect of the research study in Pakistan. The study was carried out in a large 

Power, Generation, Transmission and Distribution industry, where 18000 people 

are employed. The sample was selected by Proportionate Stratified Random 

Sampling Method. A sample of 374 subjects was taken from various units of 

Generation, Transmission, Distribution, Operation, Administration, Services and 

Maintenance of the organization so as to cover the entire organization. The 

subjects integrated blue-collar and while-collar workers and managers (lineman, 

Bill distributor, meter reader, assistant executive engineer, executive engineer, 

supervisor, junior & senior officers and above up to the level of Departmental 

Head). The current sample represents two percent of the total population of each of 
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these three categories. Simple random sampling was used for the selection of 

respondents. In addition to the introduction the main discussions have been 

organized in four chapters. Of these, Chapter two has been devoted to presenting a 

theoretical framework and review of the related literature. In Chapter three, 

research methodology has been explained. The statistical packages for social 

scientist (SSPS) version 14 were used for the data organization and data analysis. 

The statistical methods of testing are used for the purpose of hypotheses testing. 

Generalizations were based on these tests, twelve hypotheses were tested, Chapter 

four was devoted to presentation and analysis of data 56 simple tables including 19 

contingency and regression   analysis tables with 20 figure and 8 graphic charts 

were formed for a systematic presentation and analysis. In Chapter five the 

conclusion along with the limitations are drawn and recommendations or 

suggestions are made. This type of integration of organizational commitment to job 

satisfaction will be considered a unique aspect of this study in Pakistani situation. 
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INTRODUCTION 

The Transformation of our society since the twist of the century has been 

breathtaking. Twentieth century has witness innovative changes in the life -

goals and aspirations of humanity, man has begun to feel that he can, if he 

tries hard enough, free himself from burden to both nature as well as to 

other men. At the international plane, this course of action started with the 

Marxist Revolution, followed by decolonization, and is now manifested in 

the movement for human rights, man has begun to experience that he, 

currently is manifested in the progress for human rights.  

At the organizational plane, however, we have a long way to go to admit 

and institutionalize the said global trends. Meanwhile, many employers, 

while pursuing their organizational objectives, seem to be guided by the 

philosophy of Liberal Capitalism that was customary towards the end of the 

nineteenth century. 

Due to the revolution of getting higher expectations, wherein people have 

more and yet want to have still more, work today has acquired a much 

broader meaning and consequence for the worker than it did for the  slave 

of yesterday. Punitive discipline only makes the worker more alienated. 

Attempts have been made by the social scientists to bring to light the need 

for greater humanization of the work place and for professionalization of 

the systems of man-management. McGregor (1966) advocates this 

through his Theory-Y. 

The study of Likert. (1967) recommends the same through adoption of a 

style of management called System. Herzberg and his associates (1959) 

propose that the emphasis should not be on the "hygiene" factors to the 
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neglect of the "motivators", but that both the categories of need have to be 

attended to in order to make workers pleased with their careers. Maslow 

(1954, 1965) suggests a hierarchical structure of human needs for 

inspiration. Sermon (1959) has proposed the concept of alienation, which 

can be viewed as the opposite to positive motivation or assurance.  

According to Seaman, alienation is not a unitary experience but can be 

analyzed along the following five scope: social isolation, formlessness , 

powerlessness, meaninglessness and self-estrangement. Using this 

categorization Blauner (1964) has analyzed the experience of the modern 

industrial worker. He concludes that work which permits autonomy, 

responsibility, social link and self-actualization furthers the dignity of the 

worker, whereas work that is lacking in these attributes limits the 

development of the individual's potential and leads to the feeling of 

alienation. 

Hence, the sentiment of alienation gives rise to most critical problems in 

the area of man-management, Therefore, the process of organizing modern 

life into complex organizations will increasingly emphasize the importance 

of the study. This relationship may be viewed in terms of organizational 

commitment. 

To keep the workers dedicated will be very essential for the organization 

and hence the management of today is taking keen interest for the designing 

of strategy to the maximum extent of commitment.  

The students of management science, therefore, have loyal themselves to 

understanding the cause of comm-itment/alienation among employees. 
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Their insights have resulted in persuasive new approaches named at in 

advance commitment and changing behavior.  

Now the Participative management, “Theory-Y” styles of supervision, 

management by objectives, sensitivity training, job enrichment & 

enlargement leadership and human relations training are some of the 

products of this inspired effort. 

Further the Business executives are anxious' to see employee attitudes 

improved. Appreciating that the results they get from on hand behavior, and 

that better impious, require special behavior, they try out new ideas for 

altering attitudes and behavior. However, the consequences are often 

disappointing. Notwithstanding the training imparted as the employee 

returns to his job, managers usually find in dismay the employee 

backsliding to his old habits, attitudes and behaviors. The end result is 

emotion of disillusionment and lack of conviction towards training program 

and other techniques designed to change personality and attitudes or 

behaviors 

BACKGROUND OF THE STUDY: 

The behavioral scientists in explore of the cause for this have come across 

inter alia with the problem of commitment. It lies in the most basic 

assumptions of the organization. Commitment far from being something 

that has to be shaped in employees is a natural psychological phenomenon 

of every person. But the leaders in the organization frustrate it at the basis 

by assumptions and practices that they apply in the organizing process. 

Because these assumptions are central to organizing and are made prior to 
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any performance of the organization, their influence is always present and 

maintains a variety of irreducible level or core of employee alienation. 

Therefore, when the employee proceeds to his job after training, he comes 

again under the pressure and eventually resumes the behavior observed 

before the training. 

As per to the contemporary thought, organization is a strategy for achieving 

goals. Based on this principle, the strategy of the business executives has to 

be judged incomplete, except the organization has permitted its members to 

satisfy their psychological and social wants and thus win employees 

commitment. 

 

Definition and Conceptualization of Organizational 

Commitment: 

It means flora of the attachment of any member to the entire company. The 

general aspects which manipulates an individual's accessory to an 

organization are the booty which has received from the organization and the 

experiences he has had to undergo to obtain them. People become members 

of the official administrations because they can attain objectives that they 

wish for through their membership. Obtaining the rewards sought works to 

additional his felt obligation to the organization, and his commitment is 

strengthened. 

The expectation of prize operates in a like manner. Strength of commitment 

to an organization should be positively associated to the strength of 
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conviction that one will be pleased by the organization. Vroom's (1964) 

most constantly positive findings, concerning the relationship between 

individual and organizational goals, engross the expectancy that perfor -

mance will upshot in extrinsic rewards and that intrinsic satisfaction wil l 

result from the work itself. 

The temperament of one's commitment to an organization may undergo 

major change depending on the relationship between belief and reality. 

Convergence of belief and truth would tend to strengthen commitment, 

while divergence would reason a decrease in commitment to the 

organization (Grusky, 1966). 

THE SIGNIFICANCE OF THE STUDY: 

Commitment as a "Value": 

The Social scientists who have examined a mixture of issues of 

commitment come out from a slightly unusual perspective. At the  

sociological level, commitment have been perceived as an fundamental 

aspect of broader social sanctions and controls it is an internalized value 

which ensures the observance of rules an norms of the organization. As 

Avery (1968) indicates, integrating an individual into any organization 

necessitates some internalization of commitment or loyalty and other ideals 

via processes of training or organizational socialization. Denhardt (1968) 

too, stresses the crucial significance of the internalization of and 

Commitment to central organizational 𝑣𝑎𝑙𝑢𝑒𝑠. 

Quite consistent, but in addition, k the view of Having Hurst and Neugarten 

(1967) who stress that immediate •'full membership" status in a group 
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without a meticulous indoctrination to instill its norms and values of 

necessity will result in less commitment or loyalty.  

They additional suggest that involvement in one organization is partly a 

function of involvements to other organizations. Despite this, the views of 

sociologists commitment are quite parallel to those of psychologists and 

concern the Lipson’s willingness to depart or stay with the organization 

(Hibernian and Alutto, 1972) or his orientation to the rewards of his various 

affiliations (Sheldon,1971). 

Commitment and Exchange: Rewards, Costs and 

"Side-Bets": 

Possibly the premium k n o w n  and most impactful trainings of commitment have 

allocated with that perception as part of a broader pattern based on "exchange" 

relationship (Hrebiniak 1972). Simply stated, the more one has "at stake" in an 

assumed profession or organization or similarly, the more one can lose by leaving 

that occupation or organization, the further one will be committed to the occupa-

tion or organization. To Becker (I960), an individual over time makes and becomes 

mindful of his "side-bets", things of value which have been stated by him and 

which can cause him to remain immersed in or committed to his role. Examples of 

"side-bets" would include vested interests in pension plans, seniority within a 

particular system and even the subsistence of "familiar ways" of doing things, 

which would make the learning of new methods and relationships "costly", hence 

undesirable. 

One would naturally anticipate of course, that "side-bets" would increase 

somewhat proportionately with the amount of time and attempt exhausted in any 

particular system. Grusky (1966) found, in his samples of 1649 managers, 
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relatively predictably in line with exchange or side-bets notions, that organizational 

commitment increased with years spent in the system and that there indeed w a s  a 

monotonic relationship between the rewards received from the organization and 

the degree of commitment to it.Hagburg (1966) found that by far the most active 

members were those who perceived their organization as a basis of "booty" and 

satisfactions. 

In short, hosts of data have apparently exhibited the crucial correlation of exchange 

concepts with commitment orientations. Generally speaking, the greater the time, 

money, social and similar "investments" made in any system, or the more a system 

or task is apparent as the locus of rewards, the greater is the commitment to the 

system or task, Becker & Carper, 1956; Ginzberg, 1951. 

Continuance Commitment: 

The trade model is again at the root of another notion on commitment - the 

continuation commitment. This is defined as the willingness or want on the 

fragment of participants to maintain membership with a society. Specifying 

perseverance commitment in such a manner is consonant with Becker's (I960) use 

of the term to denote consistent or persistent lines of behavior. It is considered 

important for understanding individual motivation as well as system maintenance 

and control (Katz and Kahn, 1978). 

The research study of the Theories of social exchange supply a useful framework 

and starting point for examining continuance commitment, its antecedents and 

consequences for the individual and for the organization. 

In the research study of priests, regarding their attachment to their profession, 

Schoenherr and Greeley (1974) assert that continuance commitment is dependent 

upon the "net balance of booty over costs" of involvement. 
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The comparable explanation is offered by Kariter (1968), who describes 

commitment to sustained participation as primarily involving a contributory 

orientation: "When profits and costs are measured, members find the cost of 

leaving the system would be greater than the costs of outstanding, revenue in a net 

Psychic sense compels continued participation". Becker (1960), too, ultimately 

defines commitment as the actor assessing the balance of costs over booty accrued 

from a series of ostensibly unrelated investments or "side-bets". 

He, however, concludes that the "classic simplicity of this cost-effective example 

shows us the skeleton" of the commitment process. 

 

The research study of March and Simon (1958), in their treaties on organizations, 

explain the decision to continue with organizational employment in terms of an 

inducement - contribution symmetry model and this is supported by others as well 

(Barnard, 1938; Simon, Smithburg and Thompson, 1950). The basic supposition of 

this model is that members exchange their assistance and involvement for certain 

booty or inducements, which they desire from participating in the organization. 

Inducements include not only extrinsic rewards such as salary and pension benefits 

but also intangible outcomes such as social status and a sense of accomplishment. 

The measures Pleasures of continuance commitment are united with indications of 

personal identification, motivational predispositions, job involvement, and feelings 

of affection to form an in general index of employee commitment (Sheldon 1971; 

Buchanan, 1974; Porter and Smith, 1970). 

 

Moral and Calculative Commitment: 

The research study of the different definitions and concepts of commitment stated 

in earlier paragraphs, it is evident that commitment to the organization is typically 

defined in t w o  ways: (1) the identification of the individual with the values and 
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objectives of the organization, and (2) the willingness or unwillingness of the 

individual to leave the organization. 

 

The very first is based, mainly, on the writings of Argyris (1964), Likert (1961) 

and McGregor (1960). As per this approach, there is presence of inherently 

satisfying jobs moreover availability of opportunities in the organization for the 

satisfaction of higher order needs. In particular, efforts were made to provide for 

these needs by enriching jobs. 

 

Now, the second definition based on Simon and March (1958), Simon (1957) and 

Becker (1960), sees commitment as associated to the investments which the 

individual has in the organization. These investments are in the form of pay, years 

in the organization, position and the availability of alternative employment 

opportunities away. 

Moreover, to the theoretical difference between the t w o ,  the definitions reflect to 

a certain degree t w o -problem areas that are currently of greater interest to the 

organizations. These include the disaffection of the employees from the so-called 

"bureaucratic", "inhumane" organization (Blauner, 1964) and the relatively high 

dissatisfaction with the job and the organization resulting in lower productivity and 

industrial strife. 

There are two measures of commitment, which are used to imitate the respective 

theoretical definitions outlined above. The t w o  types of commitment, moral and 

calculative (Etzioni, 1961), are linked to the type of work including satisfaction. 

 

The Moral conceptualization of commitment as documentation with the 

organization's goals and calculative commitment is abstracted as willingness or 

unwillingness to leave the society. Calculative commitment is comparable to that 
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of a business affiliation, attitudes towards customers and relationship among 

magnates, (KidRon, 1976). Moral commitment entitles a positive orientation of 

high thirst and can be either pure (identification with goalmouths and models of the 

body) or social (sensitivity to compressions of primary assemblages and their 

members). 

 

Thus, moral commitment in its clean form "is founded on the internalization of 

norms and identification with expert". Calculative commitment is based on 

attitudes that are similar to a commercial contract. Indeed, definitions of 

commitment, resultant from the line of thought clearly reflect this view: 

 

 

i. The Commitment is observed as a biased, effective supplement to the areas 

and morals of an association as one's part in next of kin to areas and ideals, 

and to the cluster for its i n d i v i d u a l  sake, apart from its graciously 

contributory worth (Buchman, 1974). 

ii. The Identification can be said to occur when an individual admits influence 

because he wants to maintain a sufficient self-defining relationship to 

alternative person or group (Brown, 1969). 

iii. If an individual genuinely identifies himself with a group trailblazer or 

cause, he is in consequence saying that the goals and morals associated with 

that cause have become his individual. He then self-consciously directs his 

efforts towards those goals and improvements inherent satisfaction through 

their attainment (McGregor, 1967). 

iv. It is an important w a y  of seeing oneself as combined into an organization is 

to integrate the values and goalmouths of his organization into one's identity. 



12 

 

A positive association can be predictable between organizational 

identification and discrete commitment to organizational areas 

v. (Hall, Schneider and Nygren 1970). 

In the sequence of time, definitions of commitment founded on calculative 

framework are dissimilar. Becker uses Abramson's (1950) definition of 

commitment in this regard: "Thus, when we offer commitment as an explanation of 

consistency in performance, we must have independent observations of the major 

apparatuses in such a preposition: 

 

i. Prior activities of the person gambling some initially inessential curiosity on 

his following is consistent line of action 

ii. A recognition by him of the involvement of this structurally extraneous 

interest in his current action and 

iii. The resulting consistent line of action." 

 

The research study of Hrebiniak and Alutto (1972) base their classification on 

calculative commitment on the notion of chat and booty-cost balance; "Here, the 

emphasis is on the haggling or exchange relationships between, the individual and 

the society. The more favorable the exchange from the participant's viewpoint, the 

better his commitment to the system". Calculative commitment thus appears to be 

related to the exchange model. This category of pledge is based on the investments 

in the organization, or inducements, and afterward reflects a dependency 

relationship with the organization. As an outcome, there is an unwillingness to 

leave the organization or government of calculative commitment. 

 

Hence, the moral commitment based on the human relations method is a result of 

the higher order requires satisfaction. Thus, if that gratification exists, the induce-
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ment of the individual to stay in the group will be higher, namely his calculative 

commitment will be sturdier (Kidron& Fry, 1976). On the other hand, 

documentation with goals as designated by empirical investigation (Hall, 

Schneider and Nygren, 1970; Hall and Schneider, 1972) is linked to location and 

length of facility. 

Therefore, it seems equally plausible that moral promise consequences from the 

decision to remain in the organization which in shot, is based on calculative 

commitment. Despite these minor abstract differences between moral and 

calculative commitment, the theories can be compound into one consistent 

framework and it will be useful to seam the two measures of commitment into an 

overall quantity of commitment (Kidron& Fry, 1976). Indeed, finding by Jamal 

(1974) and Porter (1968) provision this notion. 

The grouping of the concepts is frugal and seems to be valuable to tap a wide 

variety of attitudes to the organization. 

 

In the review of new organization behavior literature divulges over thirty different 

studies which either use organizational obligation as a primary ending variable or 

as a key independent adjustable. The investigations so far cover a broad spectrum 

of businesses and occupations, ranging from traditional areas of study and 

development behavior such as Scientists (Lee, 1971; Miller and Wager, 1969; 

Sheldon, 1971; Steers, 1977) and managers (Ritzer and Trice, 1969; Buchnan, 

1974; Stevens, Beyer and Trice, 1978) to less mutual ones such as cocktail 

waitresses (Hearn and Stoll, 1975) and pastors (Hall arid Schneider, 1972 

Schoenherr and Greeley 1974). 
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There is a general agreement in these studies that directorial commitment denotes 

to the nature of the bond amongst the affiliates and the employing organizations in 

all its facets. 

 

The majority of opinions, however, tend to consider administrative commitment as 

an independent personality variable. In the present study, as will be shown in the 

next episode, we should also like to regard as it independent personality variables. 

 

From the history, the organizational commitment may also be explained through 

the capabilities of a single employee’s recognition or loyalty with the organization 

in connection with the following parts. 

 Solid belief in company’s goals, objectives and values. 

 Rigorous efforts for the overall growth of the company. 

 Owning the company with heart and soul. 

 

Thus, commitment describes some extra sincerity or loyalty of any single 

employee in the context of company’s objectives who will be willing to express in 

the context of the above-mentioned behaviors. 

Therefore, the research notice in commitment is considered justified on account of 

the general decay of employee interest in, working, rising dissatisfaction and other 

withdrawal behaviors. 

In addition to that, union militancy, unsponsored wildcat and other kinds of raids, 

and labors’ growing political and economic power, one can see the advantage of 

making employees experience a bit more concerned and dedicated. 

The investigation study’s indication about the association between numerous 

demographic and situational antecedents’ precursor variables and organizational 

commitment, in Pakistani situation, is fractional, with utmost of the studies seeing 
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only isolated remnants of the notion of commitment. The impartial of this research 

is to classify, in Pakistani context, the demographic and the situational experiences 

of commitment to organization or the want to sustain organizational attachment, 

and to witness the relationship between Organization commitment and work 

fulfilment as the behavioral outcome. 

 

Further, the proposed study will inquire about to identify those correlates of 

organizational commitment crucial for the three samples, (i.e. Blue-collar 

workforces, white-collar employees and managers), and will delineate central 

differences between the three samples, if any indeed exist. 

 

The Most important accent is given in the study to investigating the personality 

variables and the organizational characteristics and processes which contribute to 

commitment and the persistence of organizational involvement. It is assumed that 

the conclusion should have significant implications for organizational model and 

repetition, particularly for classifying those variables that are closely associated to 

organizational commitment. 

 

If social and political commitments might guide human behavior in specific areas, 

why not organizational commitment act the same way in understanding behaviors 

within the organization. The present study aims at delineating the personality and 

motivational dynamics of organizational obligation in order that the leaders may 

initiative organizational policies to maximize commitment level of the 

participating members. 

 

THE OBJECTIVES AND HYPOTHESES OF THE STUDY: 
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The study aims to focus on the objectives and related hypotheses listed below: 

 

THE OBJECTIVES OF THE STUDY: 

 

Form the derived theoretical model as shown in Figure - 1, the applied objectives 

of the present investigation may be delineated as follows: 

 

I) To investigate the particular situational antecedents of organizational 

commitment that contribute most, significantly to organizational 

commitment, 

 

II) To identify those differential correlates of organizational commitment, 

crucial for the three samples (i.e. white collar workers, blue collar 

workers and managers and also to delineate central differences between 

these three groups» if any indeed exists, 

 

 

III) To examine the level to which employees' experience of need satisfaction 

in the organization influence organizational commitment, 

 

IV) To demonstrate the variations in commitment and in attitudinal areas of 

the three divergent samples (white collar workers, blue collar workers 

and managers), and to find out the relationship between the two 

variables, 
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V) The additional area of investigation is legislative socialization; to find out 

to what extent it influences the commitment to association, 

 

VI) To generate information concerning interaction between work 

involvement and organizational commitment, 

 

VII) To explore the association of organizational word to experiential and 

cognitive systems operating within personnel, in the context of Maslow's 

(1974) need categories and their order, 

 

VIII) To determine the association of organizational commitment Lo 

demographic characteristics, such as age, education, organizational level, 

marital status, tenure, pay, union membership and place of origin 

(urban/rural), and 

 

IX) To find out, as to what extent organizational commitment results in the 

outcome variable, job satisfaction of employees. 

 

THE HYPOTHESES: 

 

In the line of purpose of study & its conformity with tire objectives of the present 

research study, we derive the " following hypothesis: 

 

Thus on the ground of the findings of various earlier researches, which have 

examined commitment as supported by side-bets model, we predict strong positive 
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relationship between organizational commitment variable such as age, education, 

tenure, position and income. 

 

Therefore, in an attempt to integrate the conclusion in the Pakistani context, it is 

proposed - 

1- The greater the age and length of service, the higher the level of executive 

commitment and 

2- The Respondents, with higher organizational and educational level, in the 

higher salary Group, reveal less organizational commitment. 

 

The Marital status is another variable with potential bearing on commitment. It is 

probable that single subjects would perceive fewer costs in changing the 

employing organization; conversely, married respondents have additional respons-

ibilities, which could outweigh the incremental inducement offered. Accordingly- 

 

 

3- The Married respondents exhibit greater level of organizational commitment 

than single respondents do. 

 

Further, it is planned to explain the difference in organizational commitment 

among urban-based employees arid the employees with rural background. It 

follows from the observed evidences that geo-social factors differentially influence 

the early socialization process. 

 

4- The Respondents with urban background have hypothesized to have lower 

commitment towards their employing organization than respondents with 

rural background, as it was considered that chances of alternate employment 
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and consequently ability to leave the organization would be available more 

to the urban employees in comparison to rural employees. Further, 

respondents with urban background are more receptive to the inducement 

offered to change employing organization. 

 

 

 

 

 

Therefore, it is suggested: 

 

5- The Respondents with rural background exhibit greater commitment to their 

employing organization than respondents with urban background. 

 

The Union membership is yet another variable moving organizational 

commitment. Examination of the association between organizational commitment 

and union membership is carried out to explain the difference in organizational 

commitment among respondents with union membership and the respondents 

without, union membership. Thus it is hypothesized that; 

 

6- The Organizational commitment to the employing organization is fewer 

among the union members than the non-union members. 

 

The Organizational pledge would recommend that besides geo-social factors, 

individual variation in work ethics vis-a-vis organizational commitment is 

determined by definite situational as well as disposition variables. 
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Thus, variables considered in the present-day study are: 

 

i. The Organizational Socialization 

ii. The Attitude of respondents towards their employing  organization, 

iii. The Work involvement, 

iv. The Perceived potential of the employing organization or lack of it to satisfy 

the desires of its members, and 

v. The Actual Need Satisfaction Experienced on Job. 

 

The Organizational commitment is presumably related to the wildlife of 

socialization experienced within the group. Socialization experiences that occur 

while the individual is in the society (Hall, 19/6), are perhaps of greater 

importance. Consequently, the present research supposes that – 

 

7- The Organizational socialization will be significantly and absolutely 

associated to organizational commitment.The study of literature on attitude 

creation (Kelman, 1971, Salaricik, 1977) suggests that behavior elicited in 

carrying out proper roles commits individuals to those administrations in 

whose behalf the responses were made. It is interesting to note that the more 

auspicious feelings and attitudes are interjected by are individual, the more 

fib will psychologically be integrating with the goal of the organization, 

beginning attachment to be quite high. Thus - 
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The Attitude towards employing organization will be significantly and positively 

associated  to organizational commitment. 

According to the expectancy theories of incentive (Vroom, 1964; Porter and 

Lawler, 1968), satisfaction in a job is notonly dependent on the presence or 

absence of job factors that are planned to satisfy worker needs but also on the 

significance that the employee ascribes to these needs. Each employee has a 

cognitive value system with deference to what job factors he considers more 

important than others for the satisfaction of his needs. This controls the valence of 

outcomes from the job for the employees. 

 

8- The high committed employees will attach greater importance to those job 

factors or outcomes that tend to satisfy advanced order needs like esteem 

and self-actualization desires than to those job influences that tend to satisfy 

lower order needs like physical, safety and social desires. 

 

9- The high committed employees will acquaintance greater satisfaction with 

job factors that satisfy higher order needs than subordinate order desires. For 

the same reasons the asset of lower order needs will be stronger for the low 

committed staffs than the strength of higher order needs, which in case of 

many low loyal employees may perhaps be sensitively nonexistent. 

 

10- The employee's commitment to the employing society wi l l  be. 

Positively related to the necessitate consummation on job. 

 

The work, thus, measures the ease with which the one can be further attached to 

the organization. In other disputes, it can be said that employees can be referred to 
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as more work complicated (more committed) or less work involved (less 

committed). This is a modest assumption. 

 

11- The Work involvement is significantly and positively linked to 

organizational commitment. 

In the Pakistan context, little is known about the behavioural outcomes of 

commitment. Thus, the present study attempted to provide information by 

suggesting job satisfaction as the outcome variable of organizational commitment. 

12- In sum, it can be seen that the prime attention of this research is to 

discover the most crucial interactive or main superior effects surrounding the 

commitment variables in the Pakistani context and to identify those variables 

that are associated to logistic commitment in order that organizations may be 

in a position to credibly design organizational strategies to make the most of 

commitment levels of its employees thus the job satisfaction is the function 

organizational commitment. 

 

KEY TERMS 

 

 Cultural Background: The division of respondents on the bases of their 

type of lifestyle in Pakistan divided into two major categories, rural and 

urban. 

 Marital status: the status of a person being married, unmarried, single, 

widow/widower, divorce. 

 Occupation: a job or professional to earn. 
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 Household Total Income: The total income of all the family members, or 

people sharing same house. 

 Gender: The social and cultural construct for being male female. 

 Basic Human Rights: The fundamental rights of a person as being human. 

These rights may include natural, social or legal rights within or without the 

legal frameworks. 

 Marriage and Family Laws: The international, national and local legal 

rights, ordinance and law for marriage and family matters. 

 Social Development: It can be summarily describe as the process of 

organization human energies and activities at higher levels to achieve greater 

results. Development increase the utilization of human potential. 

 Education: A form of learning to build, develop and transmit knowledge, 

skills and behavior pattern from one person to person or generation to 

generation. 

 Reproductive Health: The state of complete physical, mental and social 

well-being, reproductive health addresses reproductive processes, functions, 

system at all stage of health of life(WHO.2008). 

 Community: a relativity large number of people who live in a single 

geographic area and are connected to each other by a variety of social bonds. 

 Culture: The beliefs value, behavior, and material objects that constitute a 

people’s way of life. 

 Dependent variables: the variables presumed to be changed or caused by 

the independent variables. 

 Governance: The activity of governing a country or controlling a company 

or an organization; the way in which a country is governed a company or 

institution is controlled. 
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 Independent Variables: The variable presumed to change in the dependent 

variables. 

 Social Indicator: Noneconomic measures of development such as life 

expectancy at birth, infant mortality rate, literacy rate, and physicians per 

100,000 population. 

 Socialization: The lifelong social experience by which individuals develop 

their human potential and learn culture . 

 Society : People interacting in a limited territory guided by their culture. 

 Status: A recognized social position that an individual occupies . 

 Theory: A set of logically related hypotheses that explain the relationship 

among various phenomena. 
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CHAPTER TWO 

 

REVIEW OF THE 

LITERATURE AND 

THEORETICALFRAMEWO

RK 
 

 

 

 

 

 

 

 

REVIEW OF THE LITERATURE AND THEORETICAL 

FRAMEWORK 

 

The literature on employee commitment towards employing organization has 

promotion considerably subsequently Becker (1960) criticized the scarcity of 

attention given to this significant topic. Becker conceptualized obligation in terms 
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of "side bets". He maintains that commitment creates into being "when a person by 

creation a side bet, links unnecessary benefit with a dependable line of drive". Real 

examples of side bets which produce obligation to an organization contain 

investments in the company annuity plan, accumulated seniority freedoms, and the 

investment of a significant portion of one's lifetime in an organization. Becker 

suggests that the more one has at stake an organization, or similarly, the more one 

lies accrued and thus could lose e by departure the employing system, the greater 

the aspiration to maintain membership.  

 

The Previous research which has examined commitment from this perspective has 

generally supported the side bets model, although these studies have relied on 

substitute indicators of investments such as organizational tenure, age, and position 

level in the organization to test its prepositions. Commitment has been shown to be 

linked to stage (Hrebiniak 1972, Lee 1971, Sheldon 1971, Steers 1977).  

 

This discovery also recommends that there is a positive relationship with 

organizational tenure (Salancik 1977). Sheldon (1971) in an attempt to gather facts 

on the side bets notion of Becker (1960) studied Ph.D. scientists in a private 

laboratory.  

She argued that the scientists' commitment would follow their investment in the 

organization.  

 

The Investments were defined as age, position and length of service While there is 

some suggestions that each of these factors was associated with commitment to the 

laboratory, the interesting feature of the data is an unexpected interaction between 

length of service and position as per the table given below:- 
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 Level of Commitment (High)  / Length of Service 

 

Position Below 2 years 2 to 10 years Above 10 years 

3 Low 42% 50% 75% 

2 Medium 12% 27% 75% 

1 High 100% 45% 81% 

 

The acquired data indicate that individuals were extremely committed after 10 

years of service apart from of their position. For younger employees, those 

occupying middle level positions were less committed than those in higher or 

lower positions. Welsch (1981) also suggests that organizational tenancy is also 

knowingly related to promise. As a person develops more knowledgeable he 

becomes further able to achieve with the undesirable and positive sceneries of his 

job (Salancik 1977).  

The more frequently, researchers have compared workers of diverse ages or 

dissimilar lengths of service in the organization with organizational commitment. 

Becker and Casper (1956) practical that the more years of graduate students remain 

in the programmed, the more they identify with their institutions. Miller and 

Wagner (19 71} found that the longer research scientists are educated, the more 

they familiarize to their professions. Buchanan (1974) observed that older 

managers in major federal agencies and corporations liked their jobs and were 

committed additional to the organizations than were new managers. Schoenherr 

and Greeley (1974) practical that the best predictor of commitment to the Catholic 

priesthood was the age of the priest. Hrebiniak and Allulo (1972) studied nurses 

and teachers and found the s a m e  general relationship; the younger employees 

were not as much of willing to stay with the organization as older ones.  
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The another alternative interpretation of the tenure and commitment relationship is 

that older workers, moderately than having more attractive jobs, have developed 

confidence and proficiency in doing them and are thus not as much of likely to be 

dissatisfied. Vivier (1973) for instance, studied several hundred French railroad 

chiefs over a six-year period and found that their satisfaction with their jobs and 

organizations improved as their perceptions of their skill to handle the jobs 

augmented. Organ and Greene (1974) also looked at changes in individual 

perceptions over time. Using lagged analysis they originate that with increased 

tenure (in a large electronics firm) senior scientists and engineers felt themselves to 

be more in organize of their work situation and less indefinite of their roles and 

how to do them. In turn, they attributed more purpose and meaning to their jobs, 

leading to further satisfaction and higher organizational commitment. 

 

Therefore, the work of Becker’s refines the vital exchange paradigm by 

introducing the factor of time and investment quality of organizational 

participation. Commitment to organization is only in part purpose of current levels 

of exchange as it is also partly firm by consideration of previous investments and 

accumulated side-bets. Hrebiniak and Alutto (1972) in a study which examined 

variables representative of both rationales, concluded that "in addition to being 

influenced by trade transactions organizational commitment is partially a structural 

or accrual phenomena overstated by length of service in the society and its 

associated investments". 

 

ADDITIONAL DEMOGRAPHIC VARIABLES: 

 

The Several educations have paying attention on the connotation of managerial 

commitment and besides other demographic physiognomies, other than age, and 
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structural tenancy. Commitment has been shown to be allied to education inversely 

(Steers, 1977; Koch & Steers, 1976).  

Frankly speaking, most studies reviewed, report a harmful association between the 

total of education and executive commitment (Grusky, 1966) and commitment to a 

managerial task in the federal service (Steers, 1977). Hrebiniak and Alutto (1972) 

reported a negative relationship between plans for further educational and 

organizational commitment. 

 

They suggest that desire for advance education implies professionalism or a 

cosmopolitan orientation. A substitute explanation is that education may represent 

time and energy which can improved be allocated to a profession.  

 

Thus from perspective of option- cutting (Naughton, 1982) and commitment 

individuals who fritter more time being educated may be less committed to an 

organization and extra committed to a profession or occupation. 

 

Thus, the effects of gender, socio-economic status and marital grade have been 

also examined in the commitment literature. In their study of nurses and teachers, 

Hrebiniak and Alutto (1972) reported higher levels of commitment among females, 

married individuals, and those from higher socio-economic backgrounds. While 

the authors contingent that individuals from these backgrounds may incur higher 

costs for leaving than staying, one approach of viewing these findings is that 

possibly these individuals have cut options. 

 

For instance, married persons or women strength allocate more time into activities 

involving work because other alternatives are less available to them. Those from 
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higher socio-economic backgrounds might be socialized at an early age to cut non-

work related options by allocating time and energy to a job (Naughton, 1982). 

 

Organizational Commitment & Socialization: 

In the study of Hinton 1981 examined organizational socialization as a predictor of 

commitment at some point in and after entry. The study included the individual's 

perceptions of various aspects of the organization, the method by which he or she 

made the decision to join and the support of his or her family, friends and full time 

employer. 

 

Thus, the results specify that support of family, friends and full time employer, 

importance of extrinsic rewards, and perceptions of generously choosing to join are 

most strongly related to commitment to membership at entry. After 6 months in the 

association, the highest predictors of assurance are the level of commitment at 

entry, importance of plunder (extrinsic and intrinsic) and perceptions of freely 

choosing to join. 

 

Personality Variables:                                                                                 

During the research activity many personality variables have been studied in the 

commitment literature. Steers (1977), for occurrence has studied need for 

achievement, autonomy, affiliation, and domination. Hrebiniak and Alutto (1972) 

have scrutinized the possessions of inter-personal trust and authoritarianism on 

commitment and Stevens (1978) has studied effects of manner towards change. 

Other authors have examined the effects of need for self-fulfillment, security, 

social relationship, self- esteem and autonomy (Hall & Schneider, 1972). 

The overall, many studies of personality influences in the commitment materialize 

to be characterized by inconsistent findings. Hall (1979) in the review concludes 
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"the best generalization appears to be that involvement (commitment) is positively 

interrelated to the opportunity to satisfy important needs on the job. He then 

suggests personality differences should be moderated by an opportunity to fulfil a 

particular need. 

 

An alternative explanation is that some of the personality orientations examined in 

the literature are suggestive of the come close to individuals take to cutting 

options. Individuals who are among closed minded may be more predisposed to 

commit to something. 

 

In short researchers in the literature on personality control have considered the 

relationship between robust of individual values and needs to organizational values 

and wants. Buchanan (1974) in his study of managers, for instance reported that 

the more compatible an individual manager felt an organizational value were with 

his or her own values, the stronger the level of commitment. Hall (1972) reported 

that forest rangers who attach the greatest value to public service also reported high 

levels of organizational identification. 

 

The derived variables suggested by Davis (1981) as predictors of organizational 

commitment integrated personality variables (needs for achievement, autonomy, 

dominance and affiliation), alleged organizational climate variables, role conflict 

and role ambiguity. 

 

Thus, the results specify that as a group the best correlates of commitment are the 

climate or environment variables, task-related variables are better correlates of 

commitment than demographic variables although personality variables did not 

correlate well with the organizational commitment questionnaire at all. Among the 
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individual variables, the perceived prize edifice of the organization and the 

perceived commitment of the organization to the individual seemed to explain the 

most variance in commitment. Role ambiguity, internal work motivation, religious 

identification and age also made significant- contributions in the regression 

statement.  

 

The other variables significantly interrelated to organizational commitment were 

feedback from agents, require for autonomy and expectations. The correlates 

between the OCQ and the outcomes variables selected were modest satisfaction 

generally served as a better correlate of the outcome variable, while satisfaction 

and commitment here and elsewhere have exhibited very high levels of correlation, 

further research indicated that in fact they reveal very different regression pattern 

in next of kin to other variables. Satisfaction allied better to task and job-related 

variables while commitment correlated higher with climate and environmental 

variables.  

There was a parallel when we considered outcomes of commitment. The 

correlation between the task allied outcomes - productivity, effort and quality of 

work - and satisfaction were higher than the correlations between these same 

outcomes and commitment. Commitment was a better correlate of the 

organizational outcomes -intent to remain with the organization - than satisfaction. 

Based on a view of commitment as a equally valuable attitude that advances the 

interests of the individual as well as furthering the ends of the organization, 

proposals were made for attractive commitment within an organizational structure. 

 

The research study of Steers (1977) while proposing a "preliminary model" of 

organizational commitment incorporates call for achievement along with other 

antecedent variables and found its major manipulate on decision-making pledge. 



33 

 

Commitment has also been exposed to be associated to opportunities for 

achievements (Brown, 1969, Hall, Schneider and Nygren 1970; Lee, 1971; and 

Patchen, 1970). 

 

However, In a recent study, Welsch (198?) pragmatic social relationship on job, 

such as opportunity to develop friendship and external esteem of the job are 

significantly interconnected to commitment. He suggests policies supporting these 

social aspects should be maintained and encouraged. On security, Welsch's (1982) 

conclusion are that while administrators are more satisfied with their job security, 

it is not translated into higher level of organizational commitment for them. It is, 

however, significantly associated to commitment for the professionals. Hence, 

Welsch (1982) recommends job security should be fostered for the professionals if 

organizational commitment is to be improved. 

 

Role Related Variables:  

 

The definite features of a person's task in an organization which reduces his felt 

responsibility will trim down his commitment. Many characteristics of job 

situations can distress a person's perception of responsibility. Some positions 

simply carry more responsibility and persons in higher positions tend to be more 

committed. He also originate higher level of organizational commitment in 

employees of higher hierarchical level. Similarly, some jobs offer more discretion 

and self-determination to Шелг occupants, and has been originate that employees 

in autonomous positions generally have more favorable attitudes than those with 

little freedom to decide how to do their jobs (Hack man and Lawler, 1971, 

Hackman and Oldham 1974). In addition to the job and the autonomy it permits, 
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the manner by which the job is supervised or monitored can change perceptions of 

responsibility.  

 

The supervisor who stands over a subordinate provides an excuse for the 

subordinate's behavior. When unpleasant aspects of the job become apparent, 

rather than coping with them, and finding some joy in the job, the subordinate can 

attribute his endurance to the supervisor's tenacious pressure. Lepper and Greene 

(1975) found that surveillance deteriorates interest in a task. 

 

And if the supervisor simply attitudes by without taking an active part in 

determining the subordinate's behaviour, his incidence may serve to reinforce the 

subordinate's felt responsibility. Maguire and Ouchi (1975) initiate that close 

output supervision improves employee satisfaction but that close behavioral 

supervision does not treatment and as long as an separate with feedback about his 

work concert can flow a person's felt accountability. The person knowing his 

produces are known by others , may convert more cognizant that the consequences 

are his charge. Hackman and Oldham (1974) found workers' perception of 

responsibility was in part a function of feedback about their performance. 

It is expected that high production monitoring coupled with low behavioral control 

would lead to the greatest felt responsibility on the part of the worker. Whether or 

not these conditions will lead to greater satisfaction, would depend on whether or 

not the worker can handle the task (Salancik, 1977). M aguire and Ouchi (1975) 

establish more satisfaction among monitored workers who could do their jobs 

without depending on others (i.e. low inter-dependence) than those who could not. 

Promise also derives from the relative of an operative's job to those of others in the 

group. Some occupations are rather distant and can be done self-sufficiently of 

other professions in the organization.  
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Now it has been found that the jobs which are not mutual with the work events of 

others incline to be associated with less favorable insolences (Shepaitd, 1973). 

Gow, Clark and Dossett (1974) for design, uncover that telephone operatives who 

quit have a inclination to be those who are not incorporated into the work 

accumulation. Work integration can involve pledge by the fact that combined 

professions are likely to be related with salient stresses from others in the 

association. If a person has a work which affects the exertion of others in the 

organization, it is probable that those others will intersect their hope for 

presentation of that job.  

 

Such prospects can be promising in that the other people completely or openly hold 

the person accountable for what lie does. When persons did not know what was 

foreseeable 'if them they inclined to be less stanch to the party. One goal an 

individual will not know what is anticipated since no one is substantial him.  

 

In broad-spectrum, it is expected that anything which donates to making definite 

prospects for a person's behavior would supplement his felt accountability, and 

hence vow. Integration may be one such contributor. Perhaps the most pervasive 

condition of job which affects commitment is its instrumentality, the fact that work 

is a means to some other end. While all jobs in industrial and commercial 

organizations are done in exchange for salary, there are perhaps great variations in 

the scope to which the contributory basis for the work is protuberant or not. In 

general when the instrumental source for toil is salient it will weaken a person's felt 

accountability (Salancik, 1977). 
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The aspects of the task, such as challenge, variety significance have been studied in 

the literature (Brown, 1969; Hall and Schneider, 1972; Marsh and Mannari, 1977). 

Also Stevens (1978) reports work - overload and skill level as correlates of 

organizational and federal service commitment. One possible explanation of role-

related conclusion could be that features of a role which are more challenging etc., 

induce individuals to cut options by allocating more time and energy into a job. 

Furthermore, challenging jobs may meet minimal satisfactory criteria which 

induces an individual to cut options resulting in a higher level of commitment 

(Naughton, 1982). 

 

The Job Characteristics: 

 

Much of the research work suggests a bad connection happens amid role-conflict 

or task vagueness and organizational assurance (Alutto 1969; Bennis, 1962; 

Kornhauser, 1965; Likert, 1961). Also Welsch (i981) intelligence role battle and 

role doubt were significantly damagingly related to organizational duty. It seems 

that workers whose roles are not well linked have lower administrative 

commitment. Widespread empirical work has typically shown position conflict and 

indistinctness to be unfavorably associated to « variability of attitudinal inner and 

behavioral deductions (Morris, Steers & Koch, 1979). 

The team work, on the other pointer, where the worker was able to attain co-

operation and fraternization among his or her co-workers, was significantly 

associated to managerial promise. The co-operative relationships which were 

manufacturing among staffs apparently serve as] significant attachment 

apparatuses (Welsch, 1981). 
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The perceived job characteristics were measured by steers (1977) to uncover out its 

influence on organizational commitment by using the scales developed by 

Hackman and Lawler (1971). The four core dimensions measured were self-

sufficiency, diversity, reaction and task identity. Besides, occasion for elective 

border (that is, the opportunity to develop close friendship at work) was also 

measured because of its purported influence on commitment. Steers (1977) 

originate that job characteristic (it’s all four dimensions as stated above) was 

significantly related to commitment. 

 

Hack in and Lawler (1971) originate that the "core scales" were powerfully and 

absolutely related to job consummation and assembly. A number of other studies 

investigated the relationship of assignment structure upon employee reactions. 

Walker and Guest (1952) use six facets of task structure: Mechanical striding, 

tedium, low talent requirement, concentration on a part of the product, limited 

social contact and firmness of gear and techniques. In fact, satisfaction had inverse 

association with above, resultant in less commitment. In another study, Kidron 

(1976) establish that higher order need satisfaction, resulting from job 

characteristics ("core dimensions" as stated above) and moderated by higher order 

desires, is related to commitment. 

 

The Work Experience: 

 

Several Various studies indorse that commitment is a partial by the nature and the 

quality of an employee's work knowledge during his or her possession in an 

organization. Work involvement are viewed as a major socializing force and as 

such represent a vital impact on the extent to which psychological attachments are 

fashioned with the organization.  



38 

 

 

The Experiences that have been found to influence obligation include group 

attitudes near the organization (Buchanan, 1974; Patchen 1970), organization 

steadiness and trust (Buchanan 1974; Hrebiniak, 1974), perceptions of personal 

investments and private importance to an organization (Buchanan, 1974; Patchen, 

1970, Sheldon, 1971), and booty to the consciousness of outlooks (Grusky, 1966). 

Hence, steers (1977) measured work experience by using an instrument developed 

by Buchanan (1974) on the dimensions: 

i. The Group attitude towards the party. 

ii. The coverage to which members' opportunities were met by the realities of 

the job; 

iii. The feelings of personal rank to the organization based upon the actions of 

the administrations over time; and 

iv. The amount to which the body was seen as being dependable in carrying out 

its commitments to workers. 

v. Thus, the findings of Steers (1977) indicate that work involvements were 

closely associated with commitment, thereby as long as hold up for 

Buchanan's (1974) thesis that commitment is principally a function of work 

experiences. 

 

Сentral Life Interests and Organizational Commitment 

 

The social scientist, Dubin, Champoux and Porter (1975) in a schoolwork "Central 

Life Benefits and organizational commitment of blue-collar and clerical worker" 

found that — 
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i) The workers with job-oriented СLI (Central Life Interest) are a good 

figure committed to arid feel the highest level of hold to the features 

of their employing group, while 

ii) Those with a non-job СLI have a low close of organizational 

commitment and are selectively engrossed to work organization 

features, possibly as they view these characteristics of their work as 

influential to their non-job life. 

iii) The workers with supple focus СLIs have no bigger level of 

organizational commitment and show the chief unpredictability in 

evaluating the attractiveness of slog features, perhaps because the 

feature's central attractiveness is variable;  

iv) If individual characteristics of the group are examined, their most 

general attributes have the strongest relative with С LI orientation. 

v) In the work setting the human factors, elected as fellow workers, are 

evaluated idiosyncratically and not after the stand-point of their 

organizational affiliation. 

vi) And if, a work organization characteristic is convincingly non-

attractive, no СLI orientation will modify that awareness of it. 

 

Organizational Climate: 

 

The Early research conclusion held that organizational pledge develops as the 

goals of the individual and the goals of the organization developed integrated or 

consistent (March & Simon, 1958; McGregor, 1960; Simon, 1957). Lee (1971) 

initiate a relationship among organizational reward policies and commitment, 

although Hall and Schneider (1972) initiate a relationship amongst certain kinds of 
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organizational goals and organizational obligation. Welsch (1981) also initiate 

positive relationship between organizational pledge and organizational climate. 

All of the climate variables communication, decision making, management, 

motivation and goal setting were meaningfully and positively interrelated to 

organizational commitment message (acceptance, accuracy, arid all directional 

flow) was somewhat developed than the other climate variables. A participative 

situation in its various dimensions was found to be really related to organizational 

commitment. Sigband (1974) suggests that the worker wishes to be communicated 

with so that he may be well-versed, so that tie will be "part of action". Being 

informed gives him recognition, and satisfies a need. 

 

The Organizational climate and its impact on various stage of work life have been 

analyzed by a number of social experts. Buchnan (1974) establish that position 

occupants have higher level of job gratification and performance in the 

organizational systems where skillful and referent authority isused.  

 

The performance and level of job consummation was, however, lower, where they 

perceived the systems as basically utilizing defensible reward and coercive Power. 

Likewise, Ivancevich and Donnelly (1970) in a study of thirty-one sales branch 

manager found that twigs in which salesmen perceive their superiors as relying 

chiefly on expert and referent power, have better performance rumors. Thamhain 

and Gem mill (1974) in their study of the relationship between stimulus methods 

and project performance, found that in the venture where work challenges and 

expertise were used as a process of effect methods the effectiveness and 

disagreement was greater and connection higher. Conversely their findings suggest 

that the use of forced authority as an influence method has negative effects 
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resulting in not only an inferior level of performance but also lower disagreement 

and less participation. 

 

Further, they concluded that superior sustain, disagreement and involvement of 

project managers towards their bosses bring higher reported support disagreement, 

and better involvement. Francklin (1975) too, like Sears et al. (1957), Berelson and 

Steiner (1964), and Etzioni (1961), in the study of power and promise conclude, " 

the more normative the power the greater the vow". Srivastava (1976), McGregor 

(1960) and Datta (1976), in their studies rewarded that bureaucratic culture inhibits 

normal development of human personality.  

 

The structure is derisory in inducing pledge to work. The basic approach in such 

structure is based on direction and power which are insignificant for commitment 

to work. People deprived of chances to gratify higher order needs-autonomy, 

responsibility, status, etc. react damagingly to work, behave with indolence, 

passivity, resistance to change and absence of responsibility. In such organizations 

there are irrational demands for economic payment (Singh et al. 1977). 

 

The sociologists Friedlander and Newton (1969), using perception-based data from 

in an electronic firm, studied the impact of structural environment components on 

individual's job standards and their satisfaction. They establish structural climate to 

be a significant determinant of individual job satisfaction (e.g. interpersonal 

families, assignment engrossment, self-actualization, arid advancement). The latter 

varied with the variation of organizational climate.  

 

In the study on two occupational groups in the same organization, Lyon and 

Ivancevich (1974) found that organizational climate had the most significant 
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impact on self-actualization, a lesser impression on autonomy, and only a slight 

impact on esteem.  

 

The Studies by Kaczka and Kirk, (1968), Schneider (1972, 1973), Cawscy (1973) 

Pritchard and Karasick, (1973), and Hall and Lawler (1969) clearly indicate that 

organizational setting is related to job satisfaction in terms of interpersonal 

relations, collection cohesiveness, task involvement and the like. In their 

meticulously designed experimental study, utilizing the legislative environment 

construct, Litwin and Stringer (1968) found job approval to be the highest in 

"affiliation" induced culture, relatively high in the "attainment" induced system 

and low in "power-induced setting". Berret (1970), Argyris (1957, 1964) and 

Likert (1961), concluded that degree of goalmouth integration-individual and 

organization is evocatively associated with the quality of organizational operative. 

Berrett (1970) in his study on "Individual Goals and Organizational Purposes - A 

study of Integration Mechanism" initiate that organizational scheme associated 

with exchange model showed low and sometimes undesirable impact on goal 

integration. Organizational system connected with the socialization and 

accommodation model induced a positive impact.  

 

In all the three models, accommodation model, however, presented the highest 

relationship with goal integration. Singh et. al, (1977) in a study of organizational 

culture and its impact on managerial remuneration accomplished that the demand 

for money was significantly influenced by the quality of organizational culture and 

that it can substantially be reduced by improving the quality of structural culture. 

Findings such as these suggests that satisfaction, task participation, demand for 

money, and commitment are to a large degree determined by organizational 

culture. Singh & Das (1978) scrutinized the impact of organizational climate on the 
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level of commitment to work based on data collected from 200 male defendants 

from three Pakistani organizations with similar production processes and products. 

 

The study revealed that the organizational culture does effect the level of 

commitment to work significantly. That is, the attitude of the organization plays a 

significant task in the area of inspiration and commitment to work. Better 

organizational culture, where one's sophisticated order wants are satisfied through 

self-government, achievement, self-actualization, leads to higher level of 

commitment. 

 

The conversely the organizational culture with coercive expert system-Autocratic 

and Benevolent Autocratic-affect the equal of commitment negatively. Responses 

to such organizational schemes are characterized with inaction, apathy and 

alienation somewhat than with positive action – commitment and involvement. On 

the foundation of this study, Singh and Das concluded that the level of pledge to 

work can be raised considerably by designing a better lawmaking customs. Sharma 

(1974) studied Labor force promise and its implications for industrial relations.  

 

The author concludes that much of the stiffness and strife which permeate the 

industrial relations scene today can be illuminated by the alienation of the 

Pakistani industrial worker. Correlational study expressions that the worker's 

thoughts and orientation towards both the Firm and the job are not influenced by 

his socio-cultural domestic. As a replacement for, these are significantly related 

with  

 

(1) Preference for manufacturing work,  

(2) Personnel policies and does,  
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(3) Work skill, and  

(4) Union involvement. It seems futile, therefore, to continue censuring factors 

such as socio-cultural background or rural, agricultural start of the workers as the 

causes of his low commitment.  

 

The author, therefore, suggests improvement in work technology and 

organizational culture.  

 

Commitment and Professional Behavior: 

 

The research study of the variance that an individual skills between his or her 

profession and the employing organization has been the topic of significant 

research. The earliest research listening prudently on the incompatibility between 

commitment to the profession and promise to the organization (Blau& Scott, 1962; 

Gouldner, 1957, 1958; Reissman, 1949).  

 

However, it was subsequently found that it was likely for professional employees 

to be committed to both the profession and the group (Bennis, Berkowitz Lafinito, 

M alone, 1958). The possibility to which this reciprocal adaption is possible was 

shown to be linked to the opportunity for the practice of professionalism within the 

group (Barber, 1965; Thorton, 1968; Volliner, 1966). Welsch (1981) examined the 

extent to which organizational commitment is allied to engaging in professional 

behaviour, regardless of whether the member is a "professional".  

 

The dimensions taken by him for the purpose were; Association in the- 

professional organizations, professional meeting joined, and professional journals 

read, attendance of internal meetings and attendance of external seminars. The 
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results of his findings designate that only the variable number of professional 

journals recite, was significantly related to organizational commitment.  

 

In attempting to explain the one significant relationship, perhaps interpretation 

professional journals is linked more directly to features of the work itself than are 

the other professional conduct variables which may be further removed from work. 

Welsch (1981) arranges that it is this direct work linkage that contributes to 

organizational commitment. 

 

 

 

 

Commitment and Power: 

 

The Power was also significantly correlated to structural commitment (Welsch, 

1981). It was initiate that individuals were more dedicated to participating in the 

organization if their vertical and flat power increased. Likewise, Azim and 

Boseman (1973) found that involvement was generated by coercive power while 

high commitment was generated by normative power. A similar study (Pennings, 

1976) reached substantially the same results. 

 

In this context The more the control is (love-oriented, normative) somewhat than 

based on physical punishment, the more actual is the (parent's organization's) 

control over the wanted behavior and the stronger the development of guilt feeling 

for unseemly performance, commitment to the group (of; Sears, et al., 1957, 

Berelson& Steiner, 1964; Etzioni, 1961). 
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The support for this proposition at the individual level originates from research 

result in psychology and provision at the sociological level is contained in a 

widely-accepted typological theory of obedience (Etzioni, 1961, 1964,1968, 1969). 

"Organizations differ methodically in the means they use to be in charge of their 

contestants and in the orientation their participants have towards them, and these 

transformations provide a ground for analytic organization" (Etzioni, 1968). Four 

propositions support the general theme: 

i. "The most organizations most of the time tend to specify in their reliance on 

one kind of power in the be in charge of their inferior participants" (Etzioni, 

1968), 

ii. "The most of the lower participants of most governments have an 

involvement in their organization which is "typical" to their make of 

organization" (Etzioni, 1968), 

iii. "Thus, there is an association between the sort of control mix typically used 

by an organization and the model connection of its lower contestants 

(Etzioni, 1968), 

iv. "The Organizations which differ in their power junk and the model 

involvement of their lower participants will also contrast on a mark of other 

variables" (Etzioni, 1968). 

 

The describe and outlined, the theory argues that self-assured types of 

organizations tend to emphasize mostly one type of control to manage lower 

participants (those persons most distant from the locus of control). Lower 

participants tend to take action to the type of control used with varying degrees of 

commitment such that utilitarian power is related with either negative or low 

positive commitment and normative power is associated with positive 

organizational commitment.  
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The Organizations which fluctuate in power combinations and model involvement 

also differ on 'other dimension*' therefore, categorizing organizations by 

compliance patterns would come out to be fertile method of explaining 'part of the 

variance of performance in organization' (Etzioni, 1968). 

 

Thus the theory also assumes a positive link between pledge and assignment 

performance. Etzioni (1969) notes that higher members tend to be more committed 

to the group and to have more performance obligations than lower members.  

Also, 'remuneration is at least partially wasted when actors are highly alienated and 

therefore motivated to disobey despite material sanctions; it is also wasted when 

performers are highly dedicated, so that they only' (Etzioni 1968). 

 

The sociologist, Francklin J975) also investigated on the theory concerning to 

relationships between power used by organization and promise of workers to the 

organization and charge presentation. The results support the proposal that the 

more normative (less utilitarian) the power, the greater the commitment. Little or 

no relationship was make between power and task performance or commitment 

and task performance. Drake (1976)'s findings indicate that upsurges in horizontal 

power resulted in higher behavioral commitment for members. 

 

There were also positive effects on the members' and frontrunners' satisfaction 

with their group's influence and with their own total influence on the final team 

resolution. Increases in flat power had a marginal produce in members' 

involvement but did not affect choice quality. Fewer effects resulted from vertical 

power. The effect on social commitment for leaders approached importance. 
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The increases in joint power resulted in higher consummation with overall 

persuade for members and leaders and led to superior involvement for members. 

When joint power was equivalent, upright power led to higher commitment and 

involvement and straight power led to higher satisfaction with overall manipulate 

and choice quality. 

 

The sociologist, Defee (1979) examined the growth of organizational commitment 

in a graduate management training package. It was hypothesized that individuals 

experiencing high task pressure, role absorption and role satisfaction would 

develop high stages of commitment. All three hypothesis gain empirical sustenance 

but with important qualifications. High role stress was found to be connected with 

high commitment only if the individual could not decrease role involvement. The 

direct end product of role pressure was that it undermined commitment.  

 

The role absorption was found to be positively related with commitment. It was 

found that satisfaction was strongly and positively unified to commitment and that 

this relationship was not watered-down by part absorption, role stress nor 

experience with the company. 

Thus, the findings supported a developmental view on commitment. 

Organizational commitment seems to be a set of very steady orientations towards 

the organization which grows soon after organizational entry and is determined by 

the following factors – 

 

i. The High expectations concerning fruitful role performance 

 

ii. The low doubt and 
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iii. The early and ongoing experience of hopeful part outcomes. 

 

The Organizational Commitment does not seem to be unswervingly associated to 

work load, ability, nor external standards of presentation.  

It is an attribution procedure and consists of an emotional constituent, an 

evaluative component and a behavioral component. 

 

The sociologist, Roger (1981) examined the relationship between realism shock, 

organizational commitment and commitment unified behavior. Two job previews 

were used to manipulate the outlooks of job candidates for bank teller jobs. Reality 

shock was leisurely by computing the difference between an employee's hopes 

upon joining the organization and the individual's knowledge after two months in 

the organization. 

 

The Quality and quantity of performance, tardiness (punctuality) and absenteeism 

(attendance) data were collected as events of commitment related behaviors. The 

experiment reinforced the hypothesis that reality shock was negatively correlated 

with organizational promise and commitment unified behaviors. 

 

Commitment & Turnover: 

Generally, an individual responses to the company’s characteristics display a fair 

and positive relation between the separation and displeasure of his work schedule 

or job description or performance. Brayfield and Crockett, 1955; Vroom,1964; 

Porter and Steers, 1973; Mobley et al., 1979). Recently the construct of companies 

commitment has emerge as a more appropriate attitudinal precursor to turnover. 
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The measures of organizational commitment have been bring into being to be good 

predictors of retention among public employees (Monday, Steers, and 

Porter,1979), psychiatric technicians (Porter, Steers, Mowday and Boulian,1974), 

retail management trainees (Porter, Crampon, and Smith, 1976) hospital employees 

(Steers, 1977) and mass transit personnel (Angle and Perry,1981). In fact, in one 

revise organizational commitment was found to be a stronger predictor of 

voluntary turnover than job satisfaction (Porter et al., 1974). 

 

These previously cited studies utilized the Porter and Smith (1970) Organizational 

Commitment Questionnaire (О С Q) which is a global index of commitment 

containing actions not only of continuance commitment but also indicators of 

organizational identification and motivational predispositions. Parasuraman (1977) 

and Sheridan (198U; employing a commitment instrument found continuance 

commitment to be inversely connected to turnover. 

 

And whilst commitment as an explanatory variable which focus more directly on 

employee attachment to the organization has, to some size, enhanced the prediction 

of voluntary turnover, the amount of variance explained is usually less than 18% 

(Mowday et al.,1979). 

The Intentions to quit are considered to be the immediate precursor of resignation 

and are often examine in conjunction with actual resignation or used as a surrogate 

compute of turnover. A number of trainings have attested to the role of intentions 

in predicting and empathetic job resignation. Behavioral intentions to stay or leave 

have steadily been establish to be related to actual turnover and generally account 

for more alteration than the satisfaction-turnover or commitment-turnover 

relationship (Kraut, 1973; Waters et al, 1976; Newman, 1974; Marsh and Mannari, 

1977; Mobley et al., 1978). 
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The conceptually, this seems appropriate since completion and commitment are 

affective or emotional responses, whereas meanings are statements concerning 

specific behavior, in this case, notice. Furthermore, Mobley (1977) suggests that in 

comparison to satisfaction and commitment, intentions to quit ire more pretentious 

by the perception and evaluations of alternatives. 

 

Hence, although intention to quit has been instigate to be the strongest single 

predictor of proceeds, it accounts for typically less than 24% of the variance. 

Mobley et al (1979) advocate that among the reasons for this are that intentions do 

not account for unwary behavior, that do not adequately confine the perceptions of 

alternatives, and, along with attitudinal measures such as commitment, they may 

change between original measurement and observation of genuine behavior. 

 

The recognizing their limitations, Mobley et al (1979) argues that including 

measures of intentions and evaluating their antecedents are important to 

understanding the turnover progression. Mobley (1977) suggests that intentions to 

search and search behavior should generally come first intentions to leave and 

actual resignation. Projected or estimated length of employment with the 

organization is vital in and by itself since it represents respondents' long-range 

intentions and as such expands the time frame normally accounted for in turnover 

research. 

 

Commitment & Job satisfaction: 

 

The study reveals that significant rapport existed between certain attitudes held by 

employees and turnover arid structural commitment was found to discriminate 
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better between survivors and leavers than did the various components of job 

satisfaction, D. Farrel and Rusbult (1981) also create that both job satisfaction and 

commitment were correlated with job turnover, but job promise was more strongly 

associated to turnover than was work satisfaction. 

 

The one of another study Welsch and LaVan (1981) start a significant positive 

relationship between organizational commitment and satisfaction with work and 

satisfaction with promotion. However, no association was found between 

commitment and gratification with pay.  

 

This suggests that there ore various mechanisms of job satisfaction which are 

independent of organizational commitment. It also advises that the organizational 

attachment concept of vow and job satisfaction are different from each other. 

Mowday, et.al (1979 

 

In the review of five studies Mowday, Steers & Porter, (1979) bring into being 

correlations between organizational obligation and scales of Job Descriptive Index 

(JDI ranging from .01 to .68 with a median correlation of .41. The strongest 

affiliation was normally institute between commitment and work itself. One study 

found administrative coin in it in en t LO be more highly related to overall 

consummation with the organization, than the satisfaction with work, promotion, 

management, pay or co-workers. Welsch and LaVan, (1981) create organizational 

commitment to be differentially linked to demographic variables, professional 

behaviour and job satisfaction founded upon occupational group membership 

(administrators and specialists).  

It was found that both demographic and job gratification variables were more 

prognostic for the specialists or professionals. 
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Commitment & Absenteeism: 

 

Another form of departure behavior, and one which is temporary rather than 

terminal, is absenteeism or the decision riot to participate in organizational 

activities. Absenteeism has been widely regarded as a behavioral manifestation of 

negative job attitudes. Numerous studies have attested to the inverse affiliation 

between job satisfaction arid absenteeism. Brayfield and Crockett, 1955; Vroom, 

1964; Porter and Steers, 1973; Muchinsky, 1977; Steers and Rhodes, 1978). 

However, the magnitude of this affiliation is generally quite low, seldom 

surpassing the r = -.40 level, and several studies have originate no relationship 

between satisfaction and absenteeism (Hackman arid Lawler, 1971; Nicholson, 

Brown, and Chadwick-Jones, 1976).  

 

Here is one notable exception is the study conducted by Smith (1977) who found 

job attitudes to be strongly related to absenteeism under conditions in which 

attendance required considerable effort (following a snowstorm) and individual 

control over the attendance decision was great. 

 

The similar inconsistent result is evident in the literature. Organizational 

commitment was found to be weakly and negatively interconnected to absenteeism 

in only two of the four studies which examined their bond (Mowday et al, 1979). 

 

The research studies of Steers and Rhodes (1978), suggests that attendance is a 

function of two main variables: (a) an employee's motivation to attend and (b) an 

employee's ability to attend. According to this model, positive appraisal of the 

work environment as reflected in job satisfaction or commitment to the 



54 

 

organization are one of many factors which donate to the motivation to attend. 

Pressures emanating from both inside the system such as work group norms, as 

well as outside the organization, such as labour market conditions, also involve 

employee’s motivation to attend.  

 

The ability to attend refers to situational constraints such as illness or 

transportation problems which limit the association between motivation and actual 

attendance. 

 

The given extent research one would imagine continuance commitment at best to 

be only moderately interrelated to absenteeism (Larson 1981). However, evident in 

the withdrawal literature are suggestions that the interaction between the 

desirability of remaining with the organization and ease of movement may reveal 

more significant results. Porter and Steers (1973) arid Mobley (1978), have not 

compulsory that absenteeism of ten times represents a substitute form of behavior 

for turnover, particularly when alternative forms of employment are not available.  

 

Now based on this proposition, one would expect more frequent incidents of 

absenteeism among employees who desire to leave but perceive no acceptable 

external opportunities to be available. 

 

Commitment & Lateness: 

 

The third  of withdrawal behavior is lateness or the failure to be present at work at 

a predestinated time, in comparison to further types of withdrawal, lateness has 

received minimal empirical attention. Beehr and Gupta (1978) found lateness to be 

positively, though weakly, related to voluntary turnover and absenteeism, and 
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concluded that it belongs in the "nucleus of withdrawal events which occur in 

concert". 

 

Whilst little is known about the causes of lateness, it seems reasonable to presume 

that like absenteeism, tardy behavior is a function of factors which affects the 

motivation to attend and/or the ability to attend.  

 

As such, one would expect a moderately weak bond between the desire to maintain 

membership and frequency of tardiness. However, unfailing with the proposition 

that alternative forms of withdrawal may be more prevalent among employees who 

perceive few or no tolerable alternatives, ease of movement may moderate the 

bond between continuance commitment and lateness (Larson 1981).  

 

Thus in a study initiate only slight association between desire to remain and 

measures of unexcused absenteeism and lateness. 

 

Commitment & Performance: 

 

This is commonly believed that committed employees perform better than non-

committed employees. The assumption underlying this belief is that committed 

workers disburse greater efforts on the job (Steers, 1977). The evidence, however, 

is mixed. Van M aanen (1975) reported organizational commitment to be 

positively allied to police "street" performance after two months of employment.  

 

Further this research study revealed, ease of movement had a negligible effect on 

the tenuous relations between continuance commitment and performance. No 

support was indicated for the proposition that the desirability of leaving when 
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frustrated by the absence of alternatives will be manifested by inferior 

Performance.  
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THE PLAN OF STUDY AND RESEARCH METHODOLOGY 

 

During the modern years, there has been a expanding interest in given that a 

humanistic work environment for people. It is because of the fact that the tension 

and strife which pervade the organizational scene to-day is mainly due to the 

feeling of alienation of participants towards their employing organization.  

 

There are many cases for which these so called substantive issues that are supposed 

to be the basis of industrial relations variance are merely the vehicles for the 

expression of hostility, which are essentially psychological in nature and rooted in 

the alienation of participants (Sharma, 1974). 

 

Here is one of the lessons that can be drawn by crucial the problem of alienation at 

the macro level is the need to bridge the 'gap' between rising expectations of people 

and the institutional mechanism, that frustrate these expectations. Organizations 

have traditionally been designed to deal with only the skills and abilities of their 

employees, not the whole person (i.e. his ethnic and family back-ground, 

education, culture or lack of it, feeling about family etc.). 

 

Hence, this frustrates the employees' potential which sometimes are demonstrated 

in their work life in the form of withdrawal behaviors. Bray field and Crockett 

П9Б5) and Herzberg (1957) both originate evidence of a strong relationship 

between employee dissatisfaction and withdrawal behavior. 

 

The extraction behavior on the part of participants lead to quite a few specific 

consequences for organizations that have a direct bearing on the ultimate 

effectiveness of the organization (Price 1977). Because of the undesirable 
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outcomes, reduction of withdrawal behavior is a most desirable goal for any 

organization. The issue of withdrawal from organizations represents a multifaceted 

problem that is not easily determined. 

 

Hence, suffice to say that one of the goals of most effective organization is likely 

to be to increase or strengthen the attachment of their members, while attempting 

to improve the contribution of their less effective members. Keeping employees 

highly committed is extremely essential. To-day, organizations are deeply anxious 

with classifying those variables that are directly and intimately related to structural 

commitment in order that they may design organizational plans to maximize 

commitment levels. In this sense "organizational pledge" has become extremely 

essential for improving organizational effectiveness. 

 

The Organization commitment is a personal variable, a large sector of which 

develops out of the socialization procedure in the particular settings, attachment to 

which is called for. The individual joins the organization, apart from his skills and 

abilities, training and experience with certain 'givens' of his personality. These 

'givens' are shaped by some geo-social factors through the socialization procedure. 

 

Therefore, within the organization once more begins further and possibly the 

second phase of socialization. Organizational entry and assimilation have been 

viewed as major forces in the specialization of a worker's expectancies, attitudes 

and values. By this procedure a new worker's perceptions are shaped arid changed 

by the employing organization. 
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This is, thus, observed that organizational commitment vis-a-vis job associated 

behaviour is the resultant of the individual's personality as well as his pre and past 

socialization experiences. 

 

The outcome of the observations seems that the organizational socialization in 

Pakistan has not been fully effected. As described earlier, through the procedure of 

organizational socialization individual employees are initiated into the normative 

frame work of an organization. They are first made to acquire job skills, and then 

are required to perform the character behaviors under appropriate reinforcement 

schedules or even without them. It is expected that gradually they will internalize 

the norms and will function in an autonomous fashion which eventually lead to 

innovative arid creative performance. 

 

The Organizational commitment is the end product of this procedure of integration 

of individuals and their organization. The individuals as well as the organization 

have to prepare themselves by evolving a graduated system of positive reciprocal 

influence procedure through which higher levels of growth of both can be attained, 

organizational commitment is a reflection of this growth procedure. 

 

This is obvious, therefore, that if we have to increase or strengthen the 'attachment' 

with the organization, it is essential to fully appreciate the association of individual 

and situational variables to organizational commitment arid for that empirical 

studies in exact situation are called for. There is too little empirical work in 

Pakistan in the field of organizational commitment with particular weight on its 

antecedents and behavioral conclusion. 
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The purpose of the present investigation is to investigate in the Pakistan context, 

the commitment orientations of white collar workers, blue collar workers and the 

managers. The present study has been approved out in the largest organization in 

private sector of the country. This organization has been selected because it is 

considered as one of the best managed organizations in the country and obviously 

the commitment level of its employees is estimated to be high. 

 

This is obviously true that a number of job associated behaviors can be identified 

as conclusion variable of organizational commitment. The situational and 

methodological constraints of the present study compel us to limit ourselves to one 

conclusion variable, namely, job satisfaction. We are aware, nonetheless, that 

present day researches do not maintain the widely held belief that job satisfaction a 

major determinant of job performance, rather all sorts of relationships exist 

between performance and satisfaction (Lawler, 1973).  

 

This has by no means signaled an end to interest in studying job satisfaction for its 

own sake. Primarily, satisfaction has become an essential topic of study in its o w n  

right because it is an indication of quality of work life (Nadler, Hackman arid 

Lawler, 1979). 

 

Hence again, satisfaction has twisted out to be a rationally strong determinant of 

absenteeism and turnover. The more pleased an employee, the less likely he or she 

is to be absent, late to work and to resign from the organization (Porter and Steers, 

1973). This seems to come about because satisfaction influences people's 

expectancies about the consequences of coming to work and hence strengthens 

organizational commitment. 
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The delivery of the preceding studies on organizational commitment as presented 

in the chapter on literature survey and from the current observations as well, we 

may design the model for organizational commitment as shown in Figure 1. 
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Figure-1 

Through the derived theoretical model as shown in Figure – 1 above, the applied 

objectives of the present investigation may be delineated as follows: 

I) the investigation the exacting situational antecedents of organizational 

commitment that contribute most, significantly to organizational commitment, 

II) The identification those differential correlates of organizational 

commitment, crucial for the three samples (i.e. white collar workers, blue collar 

workers and managers and also to delineate central differences between these three 

groups» if any indeed exists,  

III) The examination the level to which employees' experience of need 

satisfaction in the organization influence organizational commitment, 

IV) The demonstration the variations in commitment and in attitudinal areas of 

the three divergent samples (white collar workers, blue collar workers and 

managers), and to find out the relationship between the two variables,  

V) The additional area of investigation is legislative socialization; to find out to 

what extent it influences the commitment to association,  
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VI) The generation information concerning interaction between work 

involvement and organizational commitment,  

VII) The exploration the association of organizational word to experiential and 

cognitive systems operating within personnel, in the context of Maslow's (1974) 

need categories and their order,  

VIII) The determination the association of organizational commitment to 

demographic characteristics, such as age, education, organizational level, marital 

status, tenure, pay, union membership and place of origin (urban/rural), and  

IX) The finding of, to what extent organizational commitment results in the 

outcome variable, job satisfaction of employees. 

 

Research Hypothesis: 

 

In the line of purpose of study & its conformity with tire objectives of the present 

research study, we derive the " following hypothesis: 

 

Thus on the ground of the findings of various earlier researches, which have 

examined commitment as supported by side-bets model, we predict strong positive 

relationship between organizational commitment variable such as age, education, 

tenure, position and income. 

 

Therefore, in an attempt to integrate the conclusion in the Pakistani context, it is 

proposed - 

1. The greater the age and length of service, the higher the level of executive 

commitment and 

2. The Respondents, with higher organizational and educational level, in the 

higher salary  
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group, reveal less organizational commitment. 

 

The Marital status is another variable with potential bearing on commitment. It is 

probable that single subjects would perceive fewer costs in changing the 

employing organization, conversely married respondents have additional respons-

ibilities which could outweigh the incremental inducement offered. Accordingly- 

3. The Married respondents exhibit greater level of organizational commitment 

than single  respondents. 

 

Further it is planned to explain the difference in organizational commitment among 

urban based employees arid the employees with rural background. It follows from 

the observed evidences that geo-social factors differentially influence the early 

socialization process. 

 

The Respondents with urban background have hypothesized to have lower 

commitment towards their employing organization than respondents with rural 

background as it was considered that chances of alternate employment and 

consequently ability to leave the organization would be available more to urban 

employees in comparison to rural employees. Further, respondents with urban 

background are more receptive to the inducement offered to change employing 

organization.  

 

Therefore, it is suggested: 

4. The Respondents with rural background exhibit greater commitment to their 

employing organization than respondents with urban background.  
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The Union membership is yet another variable moving organizational 

commitment. Examination of the association between organizational commitment 

and union membership is carried out to explain the difference in organizational 

commitment among respondents with union membership and the respondents 

without, union membership. Thus it is hypothesized that - 

5. The Organizational commitment to the employing organization is fewer 

among the union members than the non-union members. 

The Organizational pledge would recommend that besides geo-social factors, 

individual variation in work ethics vis-a-vis organizational commitment is 

determined by definite situational as well as disposition variables. Thus, variables 

considered in the present-day study are: 

i)  The Organizational socialization, 

ii)  The Attitude of respondents towards their employing 

 organization, 

iii) The Work involvement, 

iv)     The Perceived potential of the employing organization or lack of it to 

satisfy the desires of its members, and  

v)  The Actual Need Satisfaction experienced on Job. 

 

The Organizational commitment is presumably related to the wildlife of 

socialization experienced within the group. Socialization experiences that occur 

while the individual is in the society (Hall, 19/6), are perhaps of greater 

importance. Consequently, the present research supposes that – 

6. The Organizational socialization will be significantly and absolutely 

associated to organizational commitment. 
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The study of literature on attitude creation (Kelman, 1971, Salaricik, 1977) 

suggests that behavior elicited in carrying out proper roles commits individuals to 

those administrations in whose behalf the responses were made. It is interesting to 

note that the more auspicious feelings and attitudes are interjected by are 

individual, the more fib will psychologically be integrating with the goal of the 

organization, beginning attachment to be quite high. Thus, 

 

7. The Attitude towards employing organization will be significantly and 

positively associated  to organizational commitment. 

 

According to the expectancy theories of incentive (Vroom, 1964; Porter and 

Lawler, 1968), satisfaction in a job is not. Only dependent on the presence or 

absence of job factors that are planned to satisfy worker needs but also on the 

significance that the employee ascribes to these needs. Each employee has a 

cognitive value system with deference to what job factors he considers more 

important than others for the satisfaction of his needs. This controls the valence of 

outcomes from the job for the employees.  

 

Thus, one employee may feel very satisfied in a society that has excellent extreme 

benefit plans because in his structure of things, extreme benefits are the most 

important outcomes that he is observing for from his job. Another employee in the 

same state may not feel very satisfied because he attaches lesser significance to 

fringe aids compared to other job factors.  

 

Further the employees differ with respect to the perceived suggestion of various 

job factors they want to be connected with his/her job. It is proposed here that the 
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cognitive value system representative employee's perceived importance of job 

factors is prejudiced by the commitment of employee towards his organizations. 

 

 The employee's commitment would function selective perception of 

instrumentalities of the job or what he imagines from the job and thereby would 

determine the valence of many job factors for him. Within any organization, there 

are always some staffs that are more committed than others. But all employees 

consider their job as being contributory in satisfying some of their desires 

Differences in their legislative commitment may manipulate the staffs to look at 

the same job in very different perspectives, and may direct them to highlight 

dissimilar kinds of goal accomplishment in the job. 

 

TheSociologist Maslowstudy’s  context of  1954, need groups and their hierarchy, 

it is thus planned to explore the association of organizational commitment to 

empirical and cognitive systems operating within employees. 

 

In additionally the purpose of the study is to study some of the implications of 

MaSlOW’S (1954), theory of growth drive in a cultural set up different, from the 

one to which Maslow's theory is mostly applied. Thus it is expected that: 

 

8. The high committed employees will attach greater importance to those job 

factors or outcomes that tend to satisfy advanced order needs like esteem and self-

actualization desires than to those job influences that tend to satisfy lower order 

needs like physical, safety and social desires, and 
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9. The high committed employees will acquaintance greater satisfaction with 

job factors that satisfy higher order needs than subordinate order desires. For the 

same reasons the asset of lower order needs will be stronger for the low committed 

staffs than the strength of higher order needs, which in case of many low loyal 

employees may perhaps be sensitively nonexistent. 

 

 Hence, low committed employees in general will show a better concern for and 

experience greater satisfaction with job factors that mollify lower order desires 

than higher order needs. 

 

This is too conceptualized, that when the level of demand satisfaction is controlled, 

equal level of satisfaction or dissatisfaction constructs equal levels of 

organizational commitment in over-all. Both psychologists and sociologists have 

assumed that a person's promise is a function of necessitate satisfaction. Hence it is 

also hypothesized that: 

 

10. The employee's commitment to the employing society wi l l  be positively 

related to the necessitate consummation on job. 

 

The psychologists have tended to focus on organizational circumstances that guide 

to work connection. The sociologists have been more concerned with aspects of the 

socialization progression that lead to the incorporation in the person of work-

relevant averages and values. A work involved employee is one for whom exertion 

is a very important part of his life, and who is precious very much in my opinion 

by his whole job situation, the work itself, the group etc. On the other hand, the 

non-work-involved worker does his living off the job. Effort is not as significant a 
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part of his psychological life, and hereafter, he will probably be indifferent to 

organizational needs.  

 

The work, thus, measures the ease with which the one can be further attached to 

the organization. In other disputes, it can be said that employees can be referred to 

as more work complicated  

(more committed) or less work involved (less committed). This is a modest 

assumption and hence in the current study, it is recommended that. 

 

11. The Work involvement is significantly and positively linked to organizational 

commitment. 

 

In one of the research study, Welsch and Lavan (1981) found a significant positive 

relationship between organizational obligation and satisfaction with work and 

satisfaction with raise. In a review of five studies, Mowday, Steers and Porter 

(1979), found co relations originate connections between organizational 

commitment and scales of Job descriptive Index ranging from .01 to .68 with a 

median correlation of .41. The strongest relationships were generally originate 

between commitments and work itself. The present study attempts to investigate 

the association between organizational commitment and overall satisfaction with 

the job and the organization by considering it as the outcome variable and treating 

commitment as a dependent variable.  

 

In the Pakistani context, little is known about the behavioural outcomes of 

commitment. Thus, the present study attempted to provide information by 
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suggesting job satisfaction as the outcome variable of organizational commitment. 

Accordingly, it is predicted that – 

12- In sum it can be seen that the prime attention of this research is to discover 

the most crucial interactive or main superior effects surrounding the 

commitment variables in the Pakistani context and to identify those 

variables that are associated to logistic commitment in order that 

organizations may be in a position to credibly design organizational 

strategies to make the most of commitment levels of its employees thus the 

job satisfaction is the function organizational commitment. 

 

PLAN OF THE STUDY  

 

Name of the Company:Karachi Electric Supply Company Limited   

Location:Local-Karachi 

 

About the Company: 

 

Established in 1913 by a continuous process of modification, replacement and 

renovation, the company has not only updated technology but also evolved the 

methods and processes most suited to its needs 

The company has a work force of over 18000. They are heterogeneous population 

drawn from all over Pakistan. 

The reason behind selection KESC as the locale for the present investigation are:  
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(i) It is one of the largest organization in the country in the Energy sector. 

For any business sector, earning maximum profit is generally the prime 

objective. However, this company claims that for them the nucleus has 

been the “man” and their prime objective has been the development of 

his “personality”. Further, they have fostered over 100 years of industrial 

harmony in the Company-a record unparalleled for uniqueness. 

Therefore, it was considered interesting to investigate the commitment 

orientation of divergent representative sample by examining the relative 

importance of various demographic and situational antecedent variables 

to: Organizational Commitment and its end result variable by way of job 

satisfaction and further 

 

(ii) It is expected that the study will be more meaningful in this company as 

the population employed are representative sample of all Pakistan 

character with divergent socio-economic, linguistic and educational 

background. 

 

Karachi Electric supply Company (KESC) creates and supplies electric power to 

Karachi, a metropolis with a populace of over 17 million and one of the most 

populous cities in the all God's creatures. 

The Karachi city is also the financial capital and the manufacturing hub ofPakistan 

and by efficiently providing electricity, KESC safeguards the engines of the 

country’s economy continue consecutively. 

The KESC is one of the city’s largest employers: around 11,600 folks currently 

work for the company. Stock Exchange and the Islamabad Stock Argument. 



73 

 

 

Working Together in KESC: 

 

The scheme of a closer “employee association with management” was invented in 

1918. There were 36 Joint Departmental Councils which have regular discussions 

to solve problems related to production, productivity, quality improvement, 

reduction of costs  and better safety measures. 

KESC has also the benefit of an enlightened trade union which has responded in 

the generous measures. It is this sense of belonging, the fierce ride in the KESC 

name that has fostered over100 years of industrial harmony in the Company – a 

record unparalleled for uniqueness anywhere in the world. 

Closer Association of Employees with Management: 

 

Closer Association of Employees with Management exists KESC. As stated in the 

Agreement, the Company felt that an increasing measure of closer association of 

workers with management in the working of the industry was desirable, because it 

would help  

(a)  In promoting increased productivity for the general benefits of the enterprise, 

the employees and the country  

(b) In giving employees a better understanding of their role and importance in the 

working of the industry and in the process of the production, and  

(c) In satisfying the urge for self-expression. 
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The three-tier set-up of joint councils consists of the Joint Department Councils 

(JDCs) at the base-one for each major Department and combined ones for two or 

more smaller departments. 

 

 The Joint Work Council (JWC) for the whole organization is at the intermediate 

level. The Joint Consultative Council of Management (JCCM) constituting the 

apex body. 

 

 The Joint Councils at their respective levels study operational results and 

production problems, advice on the steps deemed necessary to promote and 

rationalize production, improve productivity and discipline and economize costs. 

Promotion of welfare and safety, encouragement of suggestions and improvement 

of working conditions also fall within the purview of the council. These bodies 

have also to follow up on the implementation of their recommendations and 

decisions approved by Management. 

Besides these common functions, the joint works council has the special function 

of reviewing every month the working of departmental councils and a few other 

joint committees, like the suggestion box Committee, General Safety Committee, 

Canteen Managing Committee and the safety Appliances Committee. 

The joint Consultative Council of Management is entrusted with the task of 

advising management on all matters concerning the working of the industry in 

respect of production and welfare, especially those referred to it by the joint work 

Council and follow-up on the implementation of its recommendations.  
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The council has also to advise Management on economic and financial matters 

placed by Management before it, but not those affecting the relations of the 

company with its shareholders and managerial staff, or taxes.To ensure effective 

functioning management setup a secretariat headed by a senior officer to facilitate 

the working of the JDCs., toprevent the over lapping of functions in Labor-

Management relations, the agreement placed them in the following two groups: 

i) A group consisting of committees concerned with collective bargaining 

or the matters of union relations,    and 

 

ii) A group consisting of joint councils for closure association of employees 

with management 

 

 

Joint Consultative Council of Management 

 

 

 

Management                         Employee 

reprehensive :( 10)              reprehensive :( 10) 

 

Joint Work Council 
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Management             Employee 

Representative :( 12)              Representative :( 12) 

 

 

 

General saftySafetyappliance    Suggestion Box    Central canteen committee          

committeecommitteecommittee 

 

Joint Department Council (41) 

 

 

 

Management                            Employee 

Representative 4 to 10              Representative 4 to 10 

Some other Joint Committees for Grievance, Grade and  

Working Conditions etc. 

 

Central Works committee, Non factory Employee Works Committee, Special 

Central Works Committee, Zonal Worries Committee, Joint Supervisory Grades 

Committee, Permanent Joint Rates Committee, Minimum Qualification committee, 

Trade Test Specification committee, 

 

The Social Conscience: 
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Employee’s welfare plays only a small part in KESC scheme for social up lift. 

KESC has identified itself with the life and problems of the country as early as 

of1918, since then KESC social welfare scheme has grown and broadened, income 

passing practically every aspect of community life in sand around Karachi. 

 

The gigantic, three pronged, multimillion projects affects the life of over 12000000 

People. The community development and social welfare department is assisted in 

the peripheral areas within the city by the Joint Committee.  

 

It has been the aim of these societies to change the qual9ity of life in the 

community by providing Education, Vocational Training, Cultural Programmers, 

instruction on the basis of keeping and home economy among many others. 

KESC_In Tune with  National Priorities: 

Initially, the KESC’s Corporate Social Responsibility (CSR) advisory Committee 

was formed to guide and organize the CSR activities of various agencies. As time 

passed, the company obvious to play a character of direct involvement. 

 

 The success of that decision can be gauged by the fact that in 1995, the Inter-

national Institute for Population Sciences, Karachi, assessed as best the KESC’s 

CSR Program me and stated that Karachi had already achieved marks on 

demographic indicators like birth rate, infant mortality and couple shield which 

Pakistan had targeted to achieve by 2012 A.D. 
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Now today, there are nine Family Welfare Program we provided those services, 

free of price, to employees and non-employees from a heterogeneous population of 

industrial workforces, urban, bustee dwellers and villagers, totaling  of 1,15,00,000 

people. 

 

 

 

 

 

RESEARCH METHODOLOGY AND DESIGN 

 

As explained earlier, the present study aims at investigative the relationship 

between employees demographic physiognomies, organizational socialization 

work involvement, attitude towards organization, and perceived organization’s 

potential or lack of potential to satisfy employee’s needs and organizational 

obligation. The study also examines the affiliation of organizational commitment 

with job satisfaction by treating job satisfaction as the behavioral outcome of 

organizational commitment. 

 

The Exchange and reward/cost rationales of participation have been used by 

commitment researchers to construct and test models which identify both the 

history the past and the consequences of the employees commitment ( Steer, 1977; 

Marsh & ,  1977;   Mannari, 1977; Stevens etal, 1978;  Angel & Perry  , 1981 ). 

While  specific antecedent  vary from model to model, demographic variables and 

specific situational   variables  (organizational socialization,  work involvement 
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,attitude  towards organization as  well as perceived organization “potential or lack 

of potential to satisfy employees’  needs)  are generally  considered to be relevant 

to the employee  commitment.   The first are attributes or characteristics of the 

individual which include demographic variables  such as age ,  experience in the 

organization , organizational level ,  income  ,  level of education,  marital  status ,  

union membership as well as his place of origin or birth place.  The employee 

commitment has been treated   as dependent variables, while these individuals’ 

attributes are treated as independent variables. 

 

The second set of variables which are situational ones ,  such as organizational 

socialization , work involvement ,  attitude to organization  as well as perceived 

latent or lack of potential of organization to satisfy desires are presumed  to 

influence the employee commitment and hence the relationship of these  variables 

with the organizational commitments will be examined in the study. 

 

Commitment is also considered to lead to specific behavioral out come in the form 

of job satisfaction.  

 

 Depending upon the conceptualization of the term, commitment has been linked to 

job satisfaction. In the present study, job satisfaction has been treated as reliant 

variable, while organizational commitment is treated as self-sufficient variable and 

also as an intervening "moderator" variable which is both the result of factors 

which affect the perceived utility of attachment with the organization and a 

determiner of employee behavior. 
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SELECTION OF SAMPLE: 

The study was carried out in a large Power, Generation, Transmission and 

Distribution industry namely Karachi Electric Supply Limited, which is in the, 

semi-private sector with about 18000 employees in its pay-roll. A brief description 

of the organization has already been given in the section of this chapter. 

The sample was selected by proportionate stratified random sampling method. A 

sample, N = 374, was taken from various units of Generation, Transmission, 

Distribution, Operation, Administration, Production, Services and Maintenance 

units of the organization so as to cover the entire organization. The subjects 

integrated blue-collar and while-collar workers and managers (lineman, bill 

distributor, meter reader, assistant executive engineer, supervisor, junior & senior 

Officer and above up to the level of Departmental Head). The current sample 

represent two percent of the total population of each of these three categories.                                     

Originally more number of employees belonging these three categories was 

included in the sample, but some were eventually excluded because of various 

reasons. Some of them did not be conventional to our criteria; some were excluded 

because of their non-availability for interviewing or because of non-completeness 

of the desired information. A random check of age, marital status, and type of the 

job, organizational level and work location indicated that the present sample amply 

mirrored the total working population in these three categories. Though the 
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subjects belong to the same organization and same sex group (Male), they differed 

with regard to their bio-personal data. 

The demographic arid other socio-economic physiognomies of the current example 

are presented in Table 1 to Table 8. The age range of the employee varied between 

20 to 61years, with mean of 36.59 (SD = 9.60). Their experience with the present 

organization varied between 1 to 46 years with mean of 14.39 (SD = 10.37). This 

was considered necessary to identify the kinds of organizational experiences which 

have the consequence of generating commitment among the people and to 

understand the relative significance of particular experiences for influencing 

commitment and to get its variance with time. The educational qualifications 

varied from tenth class to Master Degree in Engineering and in other subjects.  

 

The different categories of employment were Shop Supervisor (heading a 

department consisting of over 1500 employees with a gross salary of Rs. (15000-

20000)- approx. per month), Asst. Supervisor, supervisor, senior supervisor 

General Foreman, Foreman, Asst. Foreman, assistant executive Engineers, 

Technicians, Blue Collar workers including highly skilled, skilled, semi-skilled 

and unskilled, Accounts Officers, Personnel Officers, Administrative Officers and 

Managers and social workers working in the Social Services section of the 

organization and white collar workers including Assistants. 

 

The monthly salary range was from Rs. 15000/- p.m. to Rs. 20000/- p.m. There 

were both married and unmarried respondents. All are males. The following tables 

show the distribution of personal characteristics: 
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Table - 3:1: Distribution by Age 

 

Variable category No. of subjects   Mean SD 

47 and above  54 36.5856 9.6027 

33 – 46 157     

20 – 32 163     

Total:  374     

 

 

 

Table – 3: 2:Distribution by educational qualification 

 

 

Variable category No. of Subject 

Graduate with professional    

qualification and above 75 

Graduate 122 

Less than Graduate 177 

Total 374 

 

 

 

 

 

Table - 3:3: Distribution by Organizational hierarchy 
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Variable category No. of subjects 

Managerial group 102 

White collar workers 64 

Blue collar workers 208 

Total: 374 

 

 

Table - 3:4: Distribution by Years of Total Experience:  

 

 

Variable category     No. of Subjects Mean  SD 

30 years and above 36 14.4 10.4 

15 – 29 246     

1 4 - J a n  215     

Total 374     

 

Table - 3:5:  Distribution by Pay 

 

Variable category No. of subjects 

2501 and above  37 

2000 - 2500  55 

Less than 2000 282 

Total: 374 

 

 

 

Table -3:6: Distribution by marital status 
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Variable category No. of subjects 

Married  311 

Single  63 

Total 374 

 

 

 

Table - 3:7: Distribution by Trade Union Membership 

 

Variable category No. of subjects 

Non-union members 100 

Union Members 274 

Total: 374 

 

 

 

Table - 3: 8: Distribution by Respondents' Background 

 

Variable category No. of subjects 

Urban 172 

Rural 202 

Total: 374 

 

 

THE PROCEDURE DETAILS 
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In the field, type of empirical study like this current one, it seemed prudent to 

adopt the guided interview technique with the assist of a questionnaire. The 

questions were formulated in such a way that they were appropriate to the purpose 

for which they were intended, practicable and the respondents had entrée to the 

information necessary for giving a exact answer. In other words, the questionnaire 

assisted the interviewer in motivating the respondent to communicate the required 

information. 

The advantages of pre-coded questions offering multi-choice alternative answers 

are evident. To combine the recording arid coding of answers in one operation 

simplifies the whole procedure and the chance of error, in recording the answer is 

little. 

 

The employees were notify by the Departmental head through the Personnel 

Officer about the upcoming study. The selection of the employee respondents was 

done by the Departmental Personnel Officer with the help of Sectional Head. This 

method was adopt to minimize sampling bias. An examination of the group of 

respondents indicated, however, that all the major occupational groups in the 

organizations from its differing units were represented. 

 

Ninety two percent of the employees who were previously intimated about the 

upcoming study were present at the time of the study and participated. 

The rest of the employees were either on leave or on nightshift. On the day of the 

study each employee was asked to emerge in the Departmental Conference hall at a 

certain time. 
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Therefore, the administration of the questionnaire was done in groups of 08-12 

employees. Prior to the administration of the analysis, subjects were told about the 

utility of the study. Each employee was given an envelope with a folded 

questionnaire. A brief introduction was given with special emphasis on the 

confidentiality of the research. Upon completion, the employees were asked to seal 

the envelope and hand it over to interviewer. This method helped in collecting the 

right material that was desired within a restricted span of time. Administration 

sessions were scheduled for one and a half hours each; the actual time taken by 

individuals to complete the questionnaire range from three quarters of an hour to 

two hours. 

 

Asplit session was held for management personnel to complete the questionnaire. 

The questionnaire was constructed primarily following Likert-type of scaling. 

Likert's (1932) method's consists in printing after each declaration generally five 

degrees of approval (from strongly disagree to strongly agree) and asking the 

respondent to verify one of the five alternatives.  

 

Following Likert's method, the initial judging of the scale items was done by 

people fairly typical of those ultimately to be studied. 

The reasons behind selecting Likert's scale are: 

 

1. The Likert's scale has been originate to give results that co-related very 

highly with more complex methods. The dimensions to be investigated were 

determined on the basis of pilot study 

 

2. This is a bit simpler in construction than that of Thin stone and avoids the 

necessity of using un-favorable statement, and 
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3. The Likert's method, furthermore does not require the use of judges in 

scaling the statement. 

 

THE TOOLS OF MEASUREMENT: THE QUESTIONNAIRE 

 

The scope of this suggested the following variables to be included: VARIABLES: 

 

Variables in this research Study: 

 

A-Background variables: 

 

 Blue -white collar and managerial jobs,  

 Urban-rural back-ground,  

 Marital Status,  

 Age, 

 Length of employment,  

 Position/ designation, 

 Income,  

 Education,  

 Union Membership, 

B - Situational Variables: 

 

 Organizational Socialization, 

 Work Involvement, 
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 Attitude towards Organization, 

 

C-Apparent potential of the Organization or lack of it to satisfy needs: 

 Physiological,  

 Safety,  

 Social,  

 Admiration, 

 Self-actualization,  

 

D- Actual Need Satisfaction Experienced on Job: 

 Organizational Commitment,  

 Job Satisfaction. 

 

The study, therefore, required: 

a) A comprehensive questionnaire on topics of organizational socialization 

(OS) and Attitude Towards Organization (ATU) be developed, and 

b) The reliability under the present situational context be determined from the 

questionnaires developed by : 

 

i) The Porter (1979) on employee commitment to work organization 

(OСQ)  

ii) The Kanungo (1976, 1979) on "Work Involvement" and "perceived 

potential or lack of potential of the organization to satisfy needs", 

iii) The actual Need Satisfaction experienced on Job, (Kanungo, 1976) 

and iv)  

iv) MichiganUniversity on "Job Satisfaction" (Jobsat'72) 
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A pilot study was conducted in the same organization, where main study was 

intended to be undertaken. 

 

Therefore some 75 employees were initially contacted and interviewed. They did 

not involve subjects who participated in the final thesis research reported here. It 

was unspecified that in this manner any possible conditioning of responses or 

adaptation to the questionnaire among tangible research subjects would be 

eliminated. 

The continuous review of literature and results of the pilot study indicate that some 

minor changes in the language of certain statements in the questionnaire, were 

feasible and desirable. Accordingly the final questionnaire form was evolve and 

developed through several successive stages. At this time, the length of 

questionnaire became a major concern, but finally with additional review, it did not 

come in the way of data collection.  

The time required to complete a questionnaire during pilot research and final data 

collection varied from /15 to 60 minutes. This, however, was considered a feasible 

amount of time considering the willingness of the subjects to participate in the 

study. 

 

 

Interview Process and Questionnaire  

 

The instrument for data collection was a self-report questionnaire which had 8 

sections, each measuring a different variable. The items in most of the sections 

were scored on Likert type bpoint scales. The final form of the survey is given in 

Appendix A. More questionnaires for investigation are mentioned here under in 

two module; 
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MODULE- 1 

The section was intended to collect the biographical and certain organization 

related data like salary, present position etc. of the respondents. 

 

MODULE- 2 

The work involvement measurement is constructed through the six items 

categories mentioned in the form of sections, as follows:  

Thus, the work involvement in the current study is measured by items such as 

"Tire most important things that happen in my life involve work". Thus with this 

conceptualization, emphasis is located more on involvement with work in general 

rather than on participation in a particular work. The purpose of measuring "work 

involvement" in the present, study is its expected high significant association with 

organizational commitment. The response in this scale is obtained on a 5 point 

scale. 

 

So, there are six statements out of which respondents are required to check each 

statement on the five point scale, which they think suitable in their ease. The value 

of checked statements are added to get total work involvement scores. The 

maximum score possible is 30 and the minimum 6. 

 

SECTION -1 

 

In this part of the investigate questionnaire, 15 job influences were listed and 

respondents were asked to rank them transmission numbers 1 to 15 according to 

their perceived rank of these factors to them on the job. Number 1 represented the 

thing that is most significant to the individual in his present job and Number 15 the 
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slightest important. These factors represented the five Maslow type necessity 

categories. Three job factors, salary, fringe benefits and corporal working 

condition, represented "Physiological" need type. The "Safety" need category was 

represented by two job factors, job safety and management policy and practices. 

The "Social" need category comprised three job factors, good interpersonal peer 

families on the job, considerate, and technically competent supervisors.  

The "ego" need category included two factors, credit and responsibility on the job. 

Finally the "self-actualization" need class was represented by three factors, the 

interesting nature of work, chance for advancement, and achievement. This 

measure originally established by Kanungo, Gorn&Dauderis, (19/6) has been used 

in many previous research studies with creditable findings. 

 

SECTION -2 

 

In this section, the respondents were asked to agree on a five point scale their 

present level of satisfaction or discontent in their job with respect to each of the 15 

job factors. The job aspects were again listed in this part, of the questionnaire in 

random instruction. Ordinal weights of one to five were assigned, respectively to 

five opinions on the scale ranging from "extremely satisfied" (5) to very 

dissatisfied (1). This 'measure' was advanced by Kanungo et al (1976) and the 

construct and predictive validity have been established in former studies (Kanungo, 

Gorn&Dauderis 1976, Kanungo, Misra and Dayal, 1975). The items were scored in 

a manner that the developed score reflected higher satisfaction. The maximum 

score imaginable is 75 and the minimum 15. 
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SECTION -3 

 

This is a 15 item questionnaire on organizational promise. These 15 questions on 

organizational commitment were strained from (Mowday, Steers & Porter (1979) 

organizational pledge questionnaire (OCQ). This instrument was designed to 

measure the gradation to which subjects feel committed to the employing body. 

Combined in this instrument are items pertaining to the subject's perceptions vis-à-

vis his loyalty towards the organization, his willingness to apply a great 

arrangement of effort to achieve organizational goal mouth and his acceptance of 

the organization's values. 

 

All items symbolize statements to which the subject replied on 5 point Likert type 

scale, ranging from "strongly disagree" to "muscularly agree". The wordings of six 

of the items are reversed in an try to reduce response set bids. The overall 

commitment score for each distinct was computed by totaling the score on 15 

things of the questionnaire. 

 

SECTION -4 

 

Since the present investigation proposes to assess the level of employee's 

commitment towards his employing organization, it was considered essential to 

study the attitudinal attributes, his beliefs and opinions represent a public in which 

an individual perceives Iris identification with a precise organization and its goal. 

The measure consists of items pertaining to the subjects attitude concerning 

perceived Management's credibility, delegation of authority, various personnel 

policies including recruitment, training, promotion and recognition, superior-

subordinate relationship, working environment, compensation policy etc. 
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The investigate questionnaire consists of 23 statements, to which (he subjects were 

required to record their responses on a 5-point Likert category scale ranging from 

"strongly agree"/"Always true" to “disagree"/"never true". The wordings of nine 

items are overturned in an attempt to reduce response set bias. 1 Though the costs 

of the reliability suggest that the short form of the instrument (i.e. using lone the 

fourteen positively worded items) may be an acceptable auxiliary for the long scale 

in situations where questionnaire extent is a consideration, but just to guard against 

the acquiescence response predisposition and removal of these nine negatively 

worded items may upsurge this tendency, the full instrument of 23 items were used 

in the study 

 

SECTION -5 

 

This section on organizational socialization is based on 15 item questionnaire. The 

questions were worded to determine whether the respondent perceived himself to 

have undergone a particular class of experience which has given him the personal 

importance (e.g. Are you certain that you were told about the different aspects of 

this organization or how do you feel about the chances you have here in this 

organization to do something that makes you feel good about yourself as a person).  

 

the subjects were also asked to specify their general agreement about the policies 

of the organization regarding in job training facilities, friendliness of the work 

group, organizational changes about methods, equipment procedure and practices, 

and finally the agreement of respondent's work group with the policies of the 

organization (e.g. on the whole, to what amount does your work group agrees with 

the polices of the organization).  
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The scoring ranges from a possible maximum of 5 to minimum of 1 on a 5 point 

scale and thus maximum possible score is 75 and the minimum 15. 

 

SECTION- 6 

 

This is a 9 item measure of job satisfaction developed at I he Institute for Social 

Research, MichiganUniversity. Theoretical model suggests rationale for combining 

"importance" and "satisfaction" ratings (or related concepts) (Vroom, 1964; Porter 

1962). In this questionnaire, best procedure for combining "importance" and 

"satisfaction" ratings have been done. In developing the short form (Jobsat '72; 

1SR) three-fold stages were employed : i) items were chosen to represent, as well 

as possible each dimensional sub-set of items in the overall index, i.e. five 

satisfaction factors (comfort, challenge, pay, relations with co-workers and 

resources) arid the facet to free satisfaction items, ii) only the best items within 

each of these dimension were selected for inclusion iii) short form score was 

construct by transformation and combination of two component index scores.  

 

The reliability coefficient (coefficient of the equivalence) of this short form was 

high. Each dimension of the scale on job satisfaction was considered "content free" 

(e.g. All in all, how content would you say you are with your work ' or 'how often 

do you get so wrapped up in your work that you lose track of time' or ' how often 

do you leave work with a good feeling that you have done something particularly 

well). 

 

All items symbolize statements to which the subjects response were taken on 5-

poirit Likert type scale. The in general job satisfaction score for each individual 

was computed by totaling the scores on 9 items of the questionnaire. 
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AUTHENTICITY AND RELIABILITY OF THE TESTS  

 

The euthenics of a test is the degree to which an analysis measures consistently 

whatever it does measure. Three different types of reliability have been 

differentiated by the American Psychological Association (Psychological Bulletin, 

1954). These are: 

(i) Coefficient of stability through test-retest method,  

(ii) Coefficient of a equivalence through alternate forms and 

(iii) Coefficient of internal consistency (Tiffin and McCormick, 1971). 

The present investigation, it is not possible and proper to use the test-retest 

technique for finding out the reliability of the scales because the situation would 

change between test-retest, time also would not per in it and the main purpose of 

investigation thus would have hampered.  

 

Again, alternate forms for determining coefficient of equivalence are not available. 

The method employed to determine the reliability of these scales is Kuder-

Richardson modified formula.  reliability coefficient provides a measure of both 

equivalence and homogeneity. Кuder-Richardson modified formula for finding 

inter-item stability is used from a single administration of a single test (EbeI, 

1972). 

 

For acquiring of data for determining authenticity or reliability of the scales, a pilot 

study had been undertaken on 150 persons randomly selected from the same 

organization, where main study is intended to be undertaken. However, these 150 

persons were excluded in the finalthesis research reported here. The scores on each 

item and that of each person were added up for each test. 
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Sociologist Кuder- Richardson formula for estimating test reliability of this type of 

score is: 

            K     1 – Σ6i2  

  r = ------------ (-----------) 

                         K-1             6t2  

     

where, krepresents the number of separately scored test items, E 6i2 is the variance 

of the sums of all the items, and 6t2is the variance of the sums of ratings from all 

raters. 

 

Therefore, the reliability coefficients and standard errors of each scale calculated 

on the basis of the formula mentioned above were represented in the following 

table 3: 9: 

 

Table 3:9: Reliability and Standard Error of the Tests 

 

Dimensions 

Item Reliability Standard 

Nos. (r) Error (6e) 

Work involvement 6 0.69 2.33 

Organizational Socialization 15 0.77 3.65 

Perceived Organizational  

15 0.6 4.38 potential or lack of  

potential to satisfy needs 

Organizational Соmmitment 15 0.86 3.82 

Attitude towards Organization 23 0.72 5.46 

Job satisfaction 9 0.79 2.92 
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From the above table, it is evident that all the reliability coefficients are high 

enough to prove the precision of measurement. 

 

 

 

DATA ANALYSIS: 

 

From the interview data, scores of each subject on each item and for each test were 

tabulated and were subjected to statistical calculations. The data were analyzed 

employing the following statistical measures: 

 

1. Formula for Calculating the descriptive statistics -- Means &         Standard 

Deviations : 

 

Tо locate out the relationship between organizational pledge and various 

demographic faces such as age, total experience in the organization, organizational 

level, pay, educational level, marital status, union membership and place of origin 

(Urban/Rural) the classes for each independent variable are ordered in descending 

sequence utilizing the means of the dependent variable as keys. 

For example, that any given analyst or independent variable, has two or more 

classes or categories, e.g.. for marital status, 1= single, and 2= married. It will be 

assumed that marital status is under consideration, r ordering classes of that 

variable according to the means of the dependent variable might: look like 

 

Variable: Marital status 

Status N Mean 
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Married  300 51.46 

Single  100 49.86 

Subsequently "t" test was carried out to find out the statistical difference between 

different categories of the same variable. 

 

1. Person's "r" (bi-variate correlation coefficient): 

 

The relationship between legislative socialization, work involvement, perceived 

potential or lack of potential of body to satisfy participant's needs and attitude 

towards organization to executive commitment as also the relationship between 

legislative commitment and End - Result variable (job satisfaction) were revealed 

by Pearson "r". Again, the significance of correlation was verified by "L" test. 

 

The relationship between organizational pledge and age and total years of 

experience were also endangered to Pearson's "r". 

 

3. Multiple Stepwise Regression Analysis 

 

In order to predict the dependent variable job satisfaction by Ideating 

organizational commitment as the independent variable, and to establish the 

significance of the say of organizational socialization, work involvement, attitude 

towards society and need satisfaction experienced on job while acting as 

moderating variables between organizational commitment (independent variable) 

and job satisfaction (dependent variable). 

 

Stepwise regression analysis were done with these individually as sets, and in 

several combinations against the criterion variable of job satisfaction R2 the co-
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efficient of determination i.e. the proportion of the variance of dependentadjustable 

that is accounted for by the predictor variables and F, totest the import of 

regression co-efficient were computed for all conceivable combinations 
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CHAPTER – FOUR 

DISCUSSIONS, INTERPRETATIONS 

ANDRESEARCH FINDINGS 

 

The chapter presents the finding of study. As stated earlier, if organizational 

commitment is a individuality variable, then the other varying individual’s 

factors like age education, organizational level, conjugal status, tenure, pay, union 

involvement and place of origin (urban/rural) and the structural variables of the 

organization, like years’ experience, hierarchical level etc., are likely to 

have bearings on commitment to the organization. In this section we 

describe inter individual commitment variations as well as that with respect 

to organization structural factors.  

 

SIMPLE TABLES AND INTERPRETATIONS 

 

4. INDIVIDUAL FACTOR –AGE 

 

In the following tables 4:1 and 4:2 respondents mean scores in commitment 

to the employing organization are compared against the time factors, as 

represented by age. 
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TABLE 4:1 

 

 

DIFFERENCES IN ORGANIZATIONAL COMMITMENT BY AGE 

 

 

 

Variable Category No. of Subject Organizational Commitment  Mean S.D 

Oldest (47 and up) 54 53 6.5 

Medium (33-46) 157 51.41 6.2 

Youngest 

163 50.39 7 ( Less than 33) 

  

 

TABLE 4:2 

 

Variable Category 
No. of 

Subject 

Organizational 

Commitment  Mean 
S.D t 

Oldest (47and up) 54 53  6.50  
0.192* 

Medium (33-46) 157 51.41  6.15  

Youngest (Less than 

33) 163 50.39  7.02  0.179* 

Medium (33-46) 157 51.41  6.15  

Oldest (47 and up) 54 53  6.50  

0.327* Youngest (Less than 

33) 163 50.39  7.02  

 

Difference in means not significant at 0.05 levels.  
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DIFFERENCES IN ORGANIZATION 

 COMMITMENT BY AGE 

 

 

 

NO. OF SUBJECTS 

 

A – 163 (LESS THAN 33 YEARS) 

B – 157 (33 – 46 YEARS) 

C – 54 (47 YEARS AND UP) 

 

FIGURE – 2 

 

Upon examining the organizational commitment of the various age categories, it is 

seen that the oldest respondents exhibit the greatest commitment (X - 53.00), 
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because, quite understandably, they have much at stake, including seniority and 

have the most committed or set "lines of action". 

 

This may also be seen that, by far, respondents in the youngest category are least 

committed to their employing organization (X = 50.39}. The middle age subjects 

are marked by an increase in commitment over the youngest category (X= 51.41) 

and, as mentioned and anticipated, the oldest respondents are clearly the most 

attached (X = 53). 

The derived data suggest, then, that the age is significantly and positively related to 

executive commitment (r = 0.131 < 0.05) as shown in following: 

 

TABLE - 4:3 

 

Relationship between Organizational Commitment and Age  

 

Variables r (bi-variate) t of r 

OrganizationalCommitment and Age 0.131 2.56* 

* P< .05 

 

Therefore, the results indicate that as one grows older the less one is likely to be 

tempted to leave his employing organization. Similarly, it appears that 

commitment increases gradually overtime (through age 40), taking ultimately a 

large upturn in the later years (47 and up) and thus mating the oldest group the 

most committed relative to other age categories.  
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The present findings thus reinforce the earlier efforts wherein commitment has 

been shown to be related to age (Lee, 1971; Sheldon, 1971). 

 

2. INDIVIDUAL FACTOR-TOTAL YEARS OF EXPERIENCE: 

 

In the Employing OrganizationTotal Years of experience: 

 

 

Tables 4:4 & 4:5 below, show the type of relationship between organizational 

commitment and total years of knowledge in the employing organization. 

TABLE 4:4 

 

Differences by Years Total Experience in Organizational Commitment in the 

Employing Organization: 

 
 

 
  

Variable Category No. of Subjects Organization Commitment-

Mean 

S.D. 

Most (30 years and 

up) 

36 53.33 5.98 

Medium (15-29 

years) 

123 51.94 6.4 

Fewest (1-14) 

years) 

215 50.4 6.77 

 

TABLE 4:5 

 

Variable Category  No. of Subjects Organizational 

Commitment-Mean 

S.D. t 

Fewest (1-14 years) 215 50.4 6.77 0.264* 
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Medium (15-29 years) 123 51.94 6.4 

Most (30 years and up) 36 53.33 5.98 

0.139* 
Medium (15-29 years) 123 51.94 6.4 

Fewest (1-14 years) 215 50.4 6.77 

0.316* 
Most (30 years and up) 36 53.33 5.98 

* Differences in Means not significant at 0.05 level. 

 

The acquired data reveal an interesting compliment to the age results and provides 

evidence as to the real underlying relationship between organizational commitment 

and the individual's stay in the organization. I he "side-bets" (Becker, 1960) theory 

of commitment predicts a positive linear relationship amongst years of experience 

and commitment. As the former increases, more physical gains are at stake and 

hence lesser inclination for leave-taking the organization. 

The respondents in the comparatively least experienced group, exhibit the lowest 

commitment to the employing system (X = 50.41} with an increase in experience, 

commitment undergoes a corresponding change. The middle group on the 

experience dimension appears to be more committed (X = 51.94) in comparison to 

lower one (X = 50.41), but 

DIFFERENCES IN ORGANIZATION COMMITMENT  

BY YEARS TOTAL EXPERIENCE  
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NO OF SUBJECTS 

 

    A – 215 (1 – 14 YEARS) 

    B - 123 (15 – 29 YEARS) 

    C –   36 (30 YEARS AND UP) 

 

FIGURE – 3 

 

These two groups together are not as committed as the most experienced respond-

ents whose organizational orientations are the strongest of all (X – 106.66). 

Thus, as shown in table - 4:6 below, total years of experience in the 

 

 

 

 

TABLE 4:6 

 

Between Organizational Commitment and Years Total Experience: 
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Variables r (bi-variate) t of r 

Organizational Commitment 
0.132 2.58** 

and Years total Experience 

** P<.01 

 

Organization is suggestively and positively related to organizational obligation. 

Commitment that begins at a fairly low level gradually grows with the passage of 

time. It shows a large increase in the most senior group when obviously the most is 

at stake for respondents in their employing organization.  

Similar to the trend seen above, when age was considered, organizational 

commitment and years of total experience are positively and significantly related, 

the fewer years’ experience, the easier it is, seemingly to leave any employing 

system: the greater the experience, the greater the number of things at stake or 

"vested" and hence, the more difficult to desert them and other familiar 

organizational practices. 

 

 

 

 

 

3. INDIVIDUAL FACTOR    - MARITAL STATUS 

 

Relationship of Organizational Commitment to Marital Status: 

 

Table 4:7 below indicates the differences in Organizational Commitment by 

marital status: 

 



108 

 

TABLE 4:7  

 

Difference By Marital Status in Organizational Commitment  

 

Variable Category No of Subjects 

Organizational 

Commitment-Mean S.D t 

Married 311 51.46 6.56 .224* 

Single 63 49.86 6.89   

* Differences in Means not significant at .05 level. 

 

 

 

 

 

 

 

 

 

 

 

DIFFERENCES IN ORGANIZATION COMMITMENT  

BY MARITAL STATUS 
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NO OF SUBJECTS 

    A – 63 (SINGLE) 

    B - 311 (MARRIED) 

 

FIGURE – 4 

 

The acquired data show that married respondents exhibit greater* organizational 

commitment (X = 51.46) than single respondents (X = 49.86) to their employing 

organization. 

It is presumably because single respondents typically do not share the 

responsibilities which make the organizational reward system as attractive and 

necessary as it is to married subjects. Further, in the case of single respondents, 

they have not been subjected to family duties and responsibilities and this gives 

them more freedom to change the employing organization. 
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The second potential reason for the significance of marital status is a simple one 

which depends somewhat on the structural nature of organizational commitment. 

The bulk of the single respondents are young, with little seniority, whereas the 

married respondents are typically older, with more time in their employing 

organization.  

The consistent with the data denoted above concerning the relationship of age and 

years total experience in the organization, it is not surprising in the least to see that 

the single respondent is not as highly committed to His organization as the married 

ones. 

 

5. INDIVIDUAL FACTOR - PLACE OF BIRTH (RURAL/URBAN) 

  

Place of Birth (Rural/Urban) Background 

 

In Table 4:3 denotes the differences in organizational commitment by respondents' 

place of origin (rural/urban). 

 

 

 

 

 

 

 

 

TABLE 4:8 

 

Differences in Organizational Commitment by Place of Origin (Rural/Urban) 
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Variable 

Category  

Noof 

subjects  

Organizational 

Соmmitment-Means S.D.  t 

Rural 202 51.59 7 0.16* 

Urban 172 50.73 6.16   

 

* Differences in Means not significant at .05 level. 

 

 

 

The data indicate that respondents' place of origin also affects commitment 

orientations, clearly respondents' from rural backgrounds exhibit a higher 

organizational commitment than respondents from urban backgrounds.  

The result reported here support the earlier findings (Blood and Hulin 1967, 1960? 

Hrebiniak, 

 

 

 

 

 

 

 

 

DIFFERENCES IN ORGANIZATION COMMITMENT  

BY RESPONDENTS BACK GROUND 
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NO OF SUBJECTS 

  

A – 172 (URBAN) 

    B - 202 (RURAL) 

 

FIGURE – 5 

 

 

(1971) where higher commitment orientations were demonstrated by respondents 

from rural background than respondents from any other type of background. 

 

 

 

This is somewhat expected to find lower levels of commitment associated with 

urban-based respondents as they are more receptive to the inducements offered to 
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change the employing organization, whereas the rural based subjects develop 

attachment through associations which is difficult to break.  

 

The initial experiences of the rural based employees as they migrate to urbanized 

industrial complexes are comparable to that of a moon a-bunt man with awe and 

wonders. Within the bounds of his employing organization at least, he discovers 

some hopes for his life-anchor. This initial attraction gradually crystallizes to more 

and more commitment. 

 

6. INDIVIDUAL FACTOR–SIZE &LEVEL OF THE ORGANIZATION 

 

 

In the following Tables - 4:9 & 4:10, data appear where organizational level is 

considered in relation to the organizational commitment. 

 

 

 

 

 

 

 

TABLE 4:9 & 4:10 

 

Differences inOrganizational Commitment bytheLevel of Organization 

 

  

Variable Category No. of  subjects Organizational S.D. 
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Commitment-Means 

White collar workers 64 51.78 7.18 

Blue collar workers 208 51.48 6.86 

Managers 102 51.32 5.3 

 

 

TABLE 4:10 

 

Variable 

Сategory 

No. of  subjects 

Commitment-Means Organizational S.D. t  

White collar Workers  64 51.78 7.18 .056* 

Managers            102 51.32 5.3   

White collar  Workers  64 51.78 7.18 .040* 

Blue collar Workers  208 51.48 6.86   

Managers Blue collar 102 51.32 5.3 0.25* 

 Workers  208 51.48 6.86   

*Differences in Means not significant at .05 level 

 

 

 

 

 

DIFFERENCES IN ORGANIZATION COMMITMENT  

BY ORGANIZATION LEVEL 
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NO OF SUBJECTS 

 

   A – 102 (MANAGERS) 

   B - 208 (BLUE COLLAR WORKERS)        C -    

64 (WHITE COLLAR WORKERS) 

 

FIGURE – 6 

 

In the above described tables 4:9 & 4:10 describe the differences in commitment 

orientations of divergent categories of population i.e. blue-collar workers, white-

collar hands and Managers. The neutral was to discover whether differences been 

in the organizational commitment of the various categories of respondents. The 

degree of diversity between the three samples has important inferences for the type 

of inferences which may be drawn from the comparison of conclusions across the 

sample. 
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Upon examining the organizational commitment of various categories of 

employees, differences were evident for levels of commitment with the Managers 

as a group being least committed (X = 51.32) than the white-collar workers and 

blue-collar workers. It is respondents in the white-collar category, who are clearly 

the most attached (X =51.78). The blue collar workers exhibit slightly higher 

organizational commitment (X = 51.48), over the managers (X = 51.32). 

 

This is presumably because white collar workers tend to perceive themselves as 

having very fewer alternatives to get employment with another employer than blue 

collar workers and managers. Managers by virtue of their expertise and 

qualifications and blue collar workers by virtue of their technical skills, perceive 

themselves as having relatively more alternatives to change the employing 

organization. However, the findings reported here are contrary to that of Welsch 

and Lavan (1981). 

 

In their study of professional, technical and administrative personnel in medical 

and psychiatric services they reported that employees in higher hierarchical levels 

had higher levels of organizational commitment. This contradictoriness may be due 

to cultural variance and/or the job market variations.  

What was nonetheless surprising was that managers expected to be of higher age 

group because of more number of years required to move to higher rungs in 

hierarchical ladder, and thus they should have shown more commitment in 

accordance with the findings with age-group (Ref: Tables 4:i & 4:2). But from 

further observations, it was revealed that managers in this organization generally 

need not have to move higher up step by step, rather in majority of the situations, 

they had been recruited directly at the higher positions. 

1. INDIVIDUAL FACTOR – PAY 
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Tables 4:11 & 4:12 

Difference in Organizational Commitment by Pay:  

 

Variable Сcategory 

No. of  

subjects 

Organizational 

Commitment-Means   S.D. 

Lowest (less than Rs.10000/-) 282 51.88 6.9 

Middle (Rs.10000 to Rs.20000/-) 55 49.49 5.25 

Highest (Rs.20000/- and above) 37 48.49 5.28 

 

TABLE 4:12 

 

Variable Category No. of  subjects 

Organizational 

Commitment-Means   S.D. t. 

Lowest (less than Rs.10000/-) 282 51.88 6.9 

.373* Highest (Rs.20000 and above) 37 48 5.28 

Middle (Rs.100001 to Rs.20000/-) 55 49 5.25 

0.95* Highest (Rs.20000 and above) 37 48.49 5.25 

Lowest (less than Rs.10000/-) 282 51.88 6.9 

.310* Middle (Rs.10000 to Rs.20000/-) 55 49.49 2.25 

*Differences in Means not significant at .05 level. 

 

In terms of Pay as an independent variable, noticeable difference was found in the 

commitment orientations of the three variable categories. It may be seen that the 

respondents in the highest salary group (Rs.20000/- and above per month) are the 

least committed to the employing organization (X =48.49). 

 

The middle salary group (Rs.1000/- to Rs.20000/- p.m.) are marked by an increase 

in commitment (X = 49.49) over the highest salary group (X =48.49). It may also 

be seen that by far, respondents in the lowest salary bracket 
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DIFFERENCES IN ORGANIZATION COMMITMENT  

BY PAY 

 

                                           

NO OF SUBJECTS 

   A – 37 (Rs.20000 AND ABOVE) 

    B – 55 (Rs.10001 To Rs.20000) 

    C – 282 (LESS THAN RS.10  

FIGURE – 7 

 

(Less than Rs.10,000/- p.m.) Are clearly the most attached (X = 51.88). 

 

The consistent with the data denoted above concerning the relationship of 

organizational level with the Commitment, it is somewhat expected to find that the 

lower levels of commitment are linked with managers and blue collar workers as 

compared to white choker workers who generally are in the lowest salary prop. 
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 It is primarily because of the fact that managers and highly skilled blue collar 

workers are more receptive to the inducement offered to change the employing 

organization, whereas the white collar workers (lowest salary group) develop 

attachment with the employing organization as they perceive having almost no 

alternative to change the employing organization.  

 

7. INDIVIDUAL FACTOR- EDUCATION LEVEL  

Education Level: 

 

In the following Tables 4:13 & 4:14 respondents' Mean scores in commitment to 

the employing organization are compared against the Education Level: 

 

 

 

 

TABLE 4:13 & 4:14 

 

Differences in Organizational Commitment by Educational Level  

 

Variable Category 

No. of  

subjects 

Organizational 

Commitment-Means   S.D. 

Less than Graduate 177 52.58 6.39 

Graduate 122 50.13 7.32 

Graduate with professional 

qualification 75 49.65 5.68 

 

 

TABLE 4:14: 
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Variable Category No. of  subjects 

Organizational 

Commitment-

Means S.D. t. 

Less than Graduate          177 52.58 6.39 
.398* 

Graduate 122 50.13 7.32 

Less than Graduate 177 52.58 6.39 
0.41 Graduate with Professional 

qualification 75 49.65 5.68 

Graduate 122 50.13 7.32 
.06* Graduate with professional 

qualification 75 49.65 5.68 

 

*Differences in Means not significant at .05 levels. 

 

 

 

 

 

DIFFERENCES IN ORGANIZATION COMMITMENT 

BY EDUCATION LEVEL 
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NO OF SUBJECTS 

 A–75 (GRADUATE WITH PROFESSIONAL QUALIFICATION) 

B – 122 (GRADUATE)     

C – 177 (LESS THAN GRADUATE) 

 

FIGURE – 8 

 

Hence, it is seen that educational qualification has negative relationship with 

organizational commitment. The data reveal that the tendency for highly educated 

employees (Graduate with professional qualification and above) to be less in 

commitment (X = 49.65) compared to less educated employees (less than 

Graduate) (X = 52.58). The intermediary qualified group (Graduate) appears more 

committed (X = 50.13) than the most qualified subjects (X = 49.65). 

Moreover, consistent with the data presented above concerning the relationship of 

organizational commitment with organizational level, pay and respondents' 

background (where rural-based subjects have shown greater commitment than 
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urban-based subjects), it is not surprising to see that highly educated employees are 

least attached to their organization as the least educated employees. 

 

Similarly, it appears as if commitment decreases gradually with the rise in level of 

education. The higher educated person enters the organization with certain 

expectancies in his career path, based on his anticipatory socialization. These 

obviously do not match with 'givens' of the situation. He fails to overcome the 

"reality shock" (Hughes, 1958) and ultimately becomes less committed to the 

organization. 

 

8)INDIVIDUAL FACTOR -  UNION MEMBERSHIP 

 

Relationship of Organizational Commitment to Union Membership : 

 

In Table 4:15 respondents' mean scores in commitment to the employing 

organization are compared between two categories of employees - employees will» 

union membership and employees without union membership. 

 

 

 

DIFFERENCES IN ORGANIZATION COMMITMENT  

BY UNION MEMBERSHIP 
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NO OF SUBJECTS 

   A – 100 (NON-UNION MEMBERS) 

   B – 274 (UNION MEMBERS) 

FIGURE – 9 

 

TABLE 4:15 

 

Differences in Organizational Commitment by Union Membership : 

 

Variable Category No. of subjects      
      Organizational 

Commitment-Means 

  

S.D.    t 

Union Members 274 51.55 6.78 .223* 

Non-Union Members        100 50.2 6.15   
* Differences in Means not significant at .05 level. 

The data obtained in the study reveal interesting results to indicate that Union 

members exhibit greater Commitment (X = 51.55) to the employing organization 

than non-union members (X = 50.20). 
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They appear to be equally willing to fulfil their standard obligations to the union as 

well as to liberation their duties and responsibilities entrusted to them by the 

organization. Further, the managers employed in the organization under the study 

are mostly non-union members.  

 

Hence, consistent with the data above, showing the relationship of commitment 

orientation of the managers with the employing organization, it is also not 

surprising to see that non-union members respondents are not as highly committed 

to their organization as the union members. 

 

Our next group of hypothesis concerns the relationship between casual, intervening 

and end-result variables. 

 

Organizational commitment to organizational socialization and Attitude 

towards Organization 

 

As per the earlier studies, a consensus occurs among the social scientists that 

organizational commitment is associated to the nature of socialization practices 

(Hall, 1976). Socialization can be conceptualized as an organization's formal and 

informal attempts to influence employees' future attitudes (and behavior, but 

attitudes has been the focus). Past research has tended to be concerned almost 

exclusively with what organizations do to people (Van Maanen 1976)  

 

and how people experience and cope with these attempts to help the newcomer 

learn the ropes (Louis 1980). More recent work has introduced the idea that people 

approach new jobs from different experiential backgrounds so the outcomes of the 

"same" socialization processes may differ across people (Jones 1983a). 
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In a similar paper, Louis et al (1983) showed that socialization practices are differ-

entially available to newcomers and that some practices are more helpful than 

others. Finally, field man & Brett (1983) showed that people are proactive in their 

own socialization in that they seek social support and help from others. Putting 

these together suggests an interesting framework for research on organizational 

socialization and its relationship with organizational commitment. Perhaps 

explicating the variety of organizational factors by which people can become 

socialized to organization can explain the importance of this research. 

 

The following table - 4:16 presents the fallouts of the relationship between 

managerial commitment and organization socialization. 

  

 

 

Pearson Correlation Analysis  

Presentation and Interpretation : 

 

TABLE: 4:16 

Pear-son Correlation Coefficient 

 

Variables r (bi-variate) t of r 
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OrganizationalSocialization and 

Organizational  

0.401 8.46** 

** P < 0.01 

 

In the above table, we see that the correlation between organizational socialization 

and organizational guarantee is both positive arid noteworthy. The findings thus 

support the hypothesis that a person with better perception of socialization 

experiences will have, usually, high commitment to the employing organization as 

well. 

It was primarily construed that organizational socialization will have some positive 

influence in the formation of attitude by the employees towards their employing 

organization, With better attitude towards organization, organizational 

commitment is expected to be higher. 

 

 

 

 

TABLE 4:17 

Pearson Correlation Coefficient 

 

Variables r (bi-variate) t of r 

Organizational Socialization and Attitude 

towards Organization  
0.350**  7.22** 

Attitude  to Organization and Organizational 

commitment 
0.422**  8.99** 

**P < 0.01 
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In the above table- 4:17, we see that both the correlations i.e. between 

organizational socialization and Attitude to organization, and between Attitude to 

organization and organizational commitment are significant. 

 

Our findings are in line with the above as shown by a significant and positive 

correction between organizational socialization and Attitude to organization, and 

Attitude to Organization and organizational commitment. Each individual's 

socialization experiences in the organization influence his attitude towards the 

employing organization. The formation of this attitude in turn influences his 

commitment level to the Organization. An individual with favorable attitude 

towards his employing organization, influenced by the socialization experiences, 

will have better commitment towards his employing organization. 

 

 

 

Organizational commitment to Work involvement 

 

The degree of involvement, at work is directly measured in terms of character's 

cognition about his or her identification with exertion. The individual's 

identification with his work, however, depends on two clothes: the saliency of his 

or her needs (both extrinsic and inherent) and the perception he or she has around 

the need nourishing potentialities of work provided by the organization, which 

ultimately may influence his level of commitment to his employing organization. 

Hence, an effort has been made to find out the relationship of work involvement of 

respondents and organizational commitment, the below table re presents 

the results of the relationship. 
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TABLE - 4:18 

Pearson correlation analysis between 

work involvement and organizational commitment. 

 

Variables r (bi-variate) t of r 

Work Involvement and Organizational 

Commitment 
0.139    2.72** 

** P<.01 

This positive significant correlation between work involvement arid organizational 

commitments should be noted. 

 

This results support the notion that organizational assurance is a function of the 

smooth of work involves merit. Higher work involved employees will corres-

pondingly have higher commitment to the employing organization. 

 

Further it is hypothesized that individual's past experiences with groups of which 

he or she was a member (socialization process), influence his level of involvement 

to work. Different groups of people are influenced by different cultural, group and 

organizational norms, and thus they tend to develop different values to work 

norms. Such value differences stem essentially from past socialization process. In a 

study, Kanungo, Gorn and Dauderis (1976) demonstrated that because of the 

differences in socialization process, francophone and Anglophone managers 

exhibited: different pattern of need saliency at work. The development of work 

involvement characteristics within the individual is unfair by various socializing 

factors such as group, social and organizational customs. The following fable- 4:19 

shows the relationship of organizational socialization to work involvement as per 

the results of the present study: 
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TABLE- 4:19: 

 

Pearson Correlation Co-efficient 

 

 

Variables r (bi-variate) t of r 

Organizational Socialization and Work 

Involvement 0.253 5.06** 

** P < .01 

 

This is evident that organizational socialization is positively correlated with work 

involvement. Thus the extent that an individual gets socialized in the organization, 

he will apply himself to work with devotion. Conversely, the extent to which an 

individual is alienated, he will redirect his energy to various off the job activities. 

 

Therefore, from the results it can be seen that the correlations between work 

“involvement and organizational socialization and work involvement and 

organizational commitment are positive and significant. Despite the fact that work 

involvement is definitely and significantly related to managerial commitment, it is 

observed that work involvement has a comparatively stronger correlational value 

with organizational socialization. 

 

The same is true with organizational commitment taken separately. It shows 

stronger relationship with organizational socialization. Thus, organizational 

socialization can be considered a single variable which has stronger positive effect 

on both organizational commitment and work involvement. As socialization 

attempts to Influence employees future attitude, the significant and positive 
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relationship of organizational commitment to attitude towards organization is 

expected. This is also in view of the fact that attitude is the developmental effect if 

socialization .is per the findings of the present research. 

 

The result is also consistent with past findings. Dubin (1975)'s findings mo that job 

involvement is the internalization of ideals about the goodness of effort or the 

importance of work in the worth of the person, and possibly, it thus measures the 

ease with which the person can be further socialized by an organization. According 

to Kanungo (1979), alienation/involvement is a continuous variable, rather than 

dichotomous one. Employees are more involved (less alienated or more committed 

or less involved or more alienated or less committed) rather than being simply 

involved 

 

Organizational commitment to need satisfaction experienced on Job. 

 

The notion that work involvement has its roots both in the past socialization 

process and in the need satisfaction experienced on job seems to be supported by 

the work of several researchers (Rabinowitz & Hall, 1977). For instance, those 

researchers (Blood Hulin, 1967; Hulin & Blood, 1968; Lodahl, 1964; Siegel, 1969) 

w 1ю have studied job involvement as an individual difference variable have 

proposed that work involvement has its roots in past socialization.  

 

This study has already tested the notion that cognitive state of involvement is 

influenced by the socialization process (see table - 4:19). Gorn and Kanungo 

(1978), on the other hand, have providing direct support to the conceptualization 

that involvement in exertion is a generalized cognitive state of psychological 

credentials with the job. 
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The table below table 4:20 validate the notion that need satisfaction experienced on 

work have positive relationship along with the psychological factor or participation 

of mindset status. 

 

TABLE - 4:20 

 

 Pearson Correlation Analysis between Work Involvement and Need 

satisfaction experienced on Job 

 

Variables r (bi-variate) t of r 

Work Involvement and Need satisfaction 

experienced on job 0.215** 4.26** 

** P < 0.01 

 

The result in the above table suggests positive relationship between Work 

Involvement and Need satisfaction experienced on Job. 

 

Work involvement may be reinforced when the person experiences that the work 

provided by the organization is capable of satisfying his or her needs and it will 

make the individual more attached to his employing organization and the employee 

will identify himself or herself with the goals of the organization and his or her 

behavior at work will lead the employee to believe that he is an essential part of the 

organization. However, the job is perceived by the individual as lacking in 

opportunities for the satisfaction of his or her needs on job, he or she will develop a 

tendency to withdraw effort from the job and thus become alienated from it as well 

as from the organization. The following table - 4:21 considers the relationship of 

Need satisfaction experienced on Job to organizational commitment: 
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TABLE - 4:21 

 

Pearson Correlation Analysis between Need satisfaction experienced on Job 

and Organizational Сcommitment 

 

Variables r (bi-variate) t of r 

Need satisfaction experienced on Job and 

Organizational Commit merit 0.382         7.98**  

** P < .01 

 

Based on the result, it is established that there is a very sturdy relationship between 

Need satisfaction experienced on profession and organizational commitment. The 

employees whose needs are encountered on job are likely to be more committed to 

his retaining organization in comparison to those whose requirements are not met.  

This is now also possible to conclude that Need satisfaction experienced on Job 

does positively and significantly influence the level of commitment of the 

employee to his employing organization. The findings indicate that the two are not 

only strongly related but may be different 

 

Facets of an overall measure of commitment. Need satisfaction experienced on Job 

has also been found to be the stronger predictor of commitment (R2 = .146, F= 

63.66, P=0.01) as shown in table - 4:22. 

STRONGER PREDICTOR OF ORGANIZATIONAL COMMITMENT 

TABLE - 4:22 

Bi-variate Linear Regression 
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Dependent 

Variable Independent Variable С R2 F 

Organizational 

Соmmitment  

Need satisfaction 

experienced on Job       

0.290 36.171 0.146**  63.664** 

(7.97)** (18.94)** 

** P<0.01 (Values within parenthesis indicate "t" values.) 

 

In the present research, an attempt has also been made to relate cognitive state of 

involvement to attitude towards organization as it has been considered a subject of 

interest to see how work involvement influences the altitude of employees towards 

their employing organization. The following table - 4:23 presents the analysis of 

the relationship: 

TABLE - 4:23 

Pearson correlation Coefficient: 

 

Variables r (Bi-variate)  t of r 

Work Involvement and Attitude towards 

organization 0.072 1.40* 

* Difference in Means not significant at .05 level. 

 

The above table reveals somewhat interesting results. The positive correlation 

between work involvement and Attitude towards organization signifies that higher 

work involved employees will have favorable attitude towards their employing 

organization. However, the relationship of work involvement to attitude towards 

organization is comparatively weak and insignificant compared to the relationship 

of work involvement with organizational socialization, need satisfaction 

experienced on job, and organizational commitment. 
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Maslow's Need Categories and their relationship to organizational 

commitment 

 

Generally good or committed workers link their satisfaction or give higher value to 

self-respect and actual strength in comparison to safety and societal needs against 

the performance, result or job outcome. 

 

Moreover, a thick population of workers needs is not sufficiently fulfilled as per 

the theory of growth motivation of Maslow. Therefore the second sequence of 

needs will be slow as compared to the first sequence like self-respect and self-

actualization and these type of workers show higher satisfaction with their job 

factors. Hence the entire episode of job satisfaction is lower than the higher order 

or sequence of need. 

 

Now in this study, I have divided the employees in two different groups, first high 

committed employees and second low committed employees. As organizational 

commitments measurement tool has the score range from 15-75 and the available 

employee’s score differ from 26-73, hence the score of 52 or above Mean (51.19), 

were allotted to high committed employees group. 

The Mean of which comes to 56.63 and the standard deviation to 4.60 for the 

group of 174 employees. Further the low committed employees group comprising 

of 200 people, their Mean comers to 46.46 and the standard deviation to 3.98. 

Hence for the accurate or nearest result the total samples were divided into 05- 

stages or categories of needs, those are security, societal, self-esteem, self-

actualization and physiological. After comparing both the above said employees 

groups commitment level, the following outcome emerges which is shown in the 

table below: 
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Description of High & Low Group Related to Organizational Commitment 

TABLE - 4:24 

Perceived Need Strength 

 

  High Committed Low Committed             t 

Mean SD Mean   SD 

(N-174)   (N-200)     

Physiological 6.2 2.55 6.35 2.68 0.212* 

Safety 6.03 2.71 6.64 2.61 0.850* 

Social 10.49 2.08 10.63 2.07 0.125* 

Ego 7.47 2.58 7.68 2.73 0.251* 

Self-Actualization 8.47 1.92 7.85 1.85 0.713* 

* Differences in Means not significant at 0.05 level. 

 

This is noted that, self-esteem or actualization and societal needs are insignificant 

by the said two groups. Therefore the outcome show that the employees in 

common gives more importance to lower order need satisfaction as compared to 

the higher level of  need satisfaction. However in Pakistani environment or 

situation the maximum employees or workers give greater significance to 

physiological and security needs.  

 

In response to the questionnaires mentioned in appendices, the calculation of actual 

satisfaction level in connection with the said 05 needs categories with respect to 

each employee is derived from the statistical formula which is mentioned in the 

below table and also clearly indicate that the two groups remain to be happy and 

satisfied with security, self-esteem and societal needs. And they are less happy and 

less satisfied with physiological and self-actualization needs level. 
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It seem that, the employees are less comfortable or less satisfied with the different 

factors of work or job e.g. wage, other fringe benefits and the job performing 

condition or OHS program of the organization. 

 

 

 

 

 

 

Description of High & Low Group Related to Organizational Commitment 

TABLE - 4:25: 

 

Need Satisfaction 

  

High Committed Low Committed          t 

Mean SD Mean SD 

(N-174) (N-200) 

Physiological 3.46 0.9 3.26 0.8 0.557* 

Safety 4.1 0.8 3.89 0.9 0.496* 

Social 3.89 0.8 3.47 0.8 1.070* 

Ego 4.05 0.8 3.61 1 0.342* 

Self-Actualization 3.55 0.8 3.22 0.9 0.912* 

 

 

Now summarizing the findings on both potency and valence of the different need 

categories, it may be concluded that organizational commitment cut across all the 

need categories. It is associated neither only with higher order needs nor with 

lower order needs exclusively. It is observed that both high and low committed 

groups belong equally too high and low categories of needs at potency and 

experiential levels.  
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This indicates that commitment is an independent variable of the personality, like 

job involvement (Ref. Kanungo, 1979). It may generate out of various socialization 

processes including that in the association and it is carried by the individual from 

job to job. From situation to situation. 

 

Again, from Table - 4:25, it is evident that there is no important difference in the 

satisfaction levels of the total populace in all the need categories. This can lie 

explained by the need gratification theory as propounded by wolf (1970). 

 

Organizational Commitment and JobSatisfaction : 

 

Considerable interest in the study of the outcomes of promise has emerged in 

recent years (Steers, 1977). For instance, there has remained interest, in knowing 

the relationship between job recital, absenteeism, and turnover with commitment. 

Also, strong care was found for the proposition that commitment is associated with 

surge in employee's desire and intent to remain with an group. The findings of 

(Koch and Steers, 1978; Porter et al, 1974) propose that one of the most significant 

outcomes of increased commitment is a more unchanging work force. 

 

The present study investigates the relationship of legislative commitment to job 

approval (as an outcome variable). Much of the research on job satisfaction in this 

context has involved form to measure satisfaction with five aspects in view; 

management, co-workers, work, pay, and promotion and unweight sum of the five 

balances was used as a measure of overall fulfillment 

.  

Moreover, job satisfaction while under study in its relation with commitment was 

always treated as an antecedent variable (Mowday et al 1979; Welsch arid Lavan, 
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1981). However, the present study treats commitment as a predictor variable of job 

gratification and job satisfaction has been treated as a reliant on variable. 

 

For this purpose, while the questionnaire on commitment (UCQ Ref. . Porter 1974) 

was administered to measure the topic's perceptions concerning his loyalty 

towards the organization, his readiness to exert a great deal of effort to achieve 

organizational goals and his receipt of the organization's values, the questionnaire 

on job consummation (developed at the Institute for Social Science Research, 

Michigan University) is based on the amalgamation of "Importance and 

Satisfaction" ratings or related concepts (Vroom, 1964; Porter, 1962). The 

objective was to find out subject's commitment to his employing organization and 

its influence on his specific task atmosphere were an employee performs his or 

her duties and his or her overall satisfaction, "Context free e.g. (a) All in all how 

satisfied wanted you say you are with your work or (b) how often do you get so 

wrapped up in you in your work that you lose track of time or (c) how often do you 

leave work with a good feeling that you have done something particularly well ''. 

Thus, the present study attempted to provide exploratory information as to the 

outcome of commitment variable in the form of job satisfaction by suggesting a 

preliminary model (Figure - 10) that incorporates both antecedents and outcome of 

organizational commitment. 

 

 

 

 

 

       

 

Organizational  

Socialization 

Behavioral  

Outcome 

Job 
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The model consists of two parts (1) antecedents of commitment and (2) outcome 

of commitment. The components dealing with antecedents have previously 

been discussed in great detail in earlier paragraphs. When these studies are 

examined, it becomes clear that the maximum influence on organizational commit-

ment can be found in its correlation with Attitude towards organization (r = 0.422; 

t = 8.00; P< 0.01) which is the developmental effect of the organizational 

socialization as per the findings of the present research.  

 

For the sake of ready reference, the influence of various situational variables in the 

present study on organizational commitment is given underneath in Table 

4:26: 

 

 

TABLE - 4:26 : 

Pearson Correlation Analysis 

 

Variables  

Relationship with 

Organizational Commitment 

® 

t of r 

Work Involvement 

Attitude towards 

Organization 

 
Need satisfaction 

experienced on Job 

ORGANIZATIONAL 

COMMITMENT 

Figure 10 
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Attitude towards Organization 0.422 8.99** 

Organizational Socialization 0.401 

     

8.46** 

Work Involvement 0.139 

     

2.72** 

Need satisfaction Experienced on 

Job  0.382 

    

7.98** 

** P<- 0.01 

 

 

The model further suggests that organizational commitment may influence 

job satisfaction. 

In table 4:27 the type of relationship is denoted between organizational 

commitment and job satisfaction. 

 

TABLE - 4:27 

Pearson Correlation Analysis 

 

Variables Correlation (r) t of r 

Organizational Commitment & 

Job Satisfaction 0.374 7.80* 

*  P < 0 . 0 1  

 

The analysis of the result suggests that administrative commitment is related to job 

satisfaction and thus the discoveries provide support for the model by virtue of the 

fact that administrative commitment is significantly related to job gratification. 
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On a more specific level, interest was focused on an endeavor to find out the 

predictive value of commitment on job consummation. To accomplish this, 

vicariate. 

 

Linear regression analysis was run by means of organizational commitment as 

independent variable and giving job satisfaction as a dependent variable. 

 

Table 4:28 reveals the result of this findings  

 

TABLE 4:28 

Bivariate Linear Regression 

 

Independent Variable Dependent Variable R2 F-Ratio 

Organizational Com m it 

merit 

Job Satisfaction 

0.140*  60.779** 

0.349 

 (7.80)** 

** P < 0.01    ( values within parenthesis indicate ‘ t’ value ) 

 

 

 

 

  
Sums of 

Squares 

Degrees of 

Freedom Mean Squares 

Regression  2010.443 1 2010.443 

Residual  12305.05 372 33.078 

Total 14315.493 373   
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Clearly, the result of the regression analysis indicates that organizational 

commitment as an antecedent variable is significantly associated with job 

satisfaction. Thus, it may be said that since commitment to organization is directly 

related to Job satisfaction, there is higher the scope of a committed employee being 

highly job satisfied. And when the commitment to the employing association is 

low, the level of job consummation is also experienced as low, which perhaps may 

give rise to alienation. 

 

To establish the importance of the contribution of (a) organizational socialization 

(b) work involvement (c) attitude towards organization, and (d) need satisfaction 

experienced on job while acting as moderating variables between organizational 

commitment 

 

(independent variable) and job satisfaction (dependent variable), stepwise multiple 

regression analysis were done with these individually as sets, and in several 

combination, against the criterion variable of job satisfaction. 

 

 

The result of regression analysis while using organizational commitment as 

independent adjustable and treating job satisfaction as a reliant on variable has 

clearly indicated as shown in table 4:28 that organizational commitment as an 

antecedent variable is significantly associated with job satisfaction R2 = 0.140,F 

ratio =  60.78, P <0.01). 
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In order to ascertain the interaction effect of the work involvement, it was 

regressed against job satisfaction using organizational commitment as an 

independent variable as per the following model (Figure - 11) 

 

 

 

 

FIGURE -11 

 

 

The results is presented in following table 4:29  

 

 

 

 

Stepwise Regression Analysis Presentation 

and Interpretation: 

 

STEPWISE REGRESSION ANALYSIS 

 

ORGANIZATIONAL 

COMMITMENT 

WORK 

INVOLVEMENT 

JOB SATISFICATION 
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Independent 

Variable 

Moderating 

variable 

Dependent 

variable R2 F-Ratio 

Organizational 

commitment  

Work 

Involvement  

Job 

Satisfaction 

0.15 33.985** 0.333 0.204 

  (7.42)** (2.51)*     

 ** P< 0.01 

* P< 0.05 

Values within Parenthesis indicate “t” values. 

  
Sums of Squares 

Degree of 

freedom 
Mean 

Regression  2216.609 2 1108.305 

Residual  12098.88 371 32.612 

Total  14315.489 373   

 

 

As can be seen, the increment in R2 Values is significant by the additional effect of 

work involvement. Hence of work involvement for engendering job satisfaction 

has been found in the present investigation.  

In order to ascertain the interaction effect of another predictor variable i.e. attitude 

towards organization model as follows were, used (Figure 12)   

 

 

FIGURE-12 

 

The following table 4:30 presents the result of the relationship  

 

Organizational 

Commitment 

Attitude towards 

Organization 

Job 

satisfaction 
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TABLE 4:30 

STEPWISE REGRESSION ANALYSIS 

Independent 

Variable 

Moderating 

variable 

Dependent 

variable 
R2 F-Ration 

Organizational 

commitment 

Attitude towards 

organization 

Job 

Satisfaction 
    

0.253 0.149   0.189 43.399** 

(5.263)** (4.74)*       

 ** P< 0.01 

Values within Parenthesis indicate “t” values. 

  Sums of Squares  
Degree of 

freedom 
Mean  

Regression  2714.195 2 1357.098 

Residual  11601.290 371 31.270 

Total  14315.485 373   

 

 

The result indicates that when attitude towards organization was regressed against 

the job satisfaction, the explained variance was found to be 0.189%, which denotes 

a significant increase in R2" values. The findings thus support the hypothesis that 

there is a implication and positive relationship between organizational obligation 

and attitude towards organization and that better defiance towards organization is 

strongly associated with job satisfaction. 

In the preceding sections, work involvement and attitude towards organization 

were used individually as sets against the criterion variable of job satisfaction, 

using organizational commitment as independent variable, to find the stronger 
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predictor of the two moderating variables. It can be seen there from that 

organizational commitment is the first predictor to enter the model, explaining 

14% of the variance in job satisfaction.  

 

Another predictor variable- work involvement next entered the model increasing 

the explained variance to 15%. However, when attitude towards organization as a 

predictor variable entered the model in place of work involvement, it contributed 

significantly to 19% of the variance explained in job satisfaction. 

 

Further, a stepwise multiple regression analysis was done with the prescribed 

levels of significance for entry and stay of both these moderating variables in the 

regression model as follows  

(Figure - 13). 

 

 

 

 

 

Figure - 13 

 

The following table 4:31 reveals the results of the relationship: 

 

 

TABLE 4:31 

Work 

Involvement  

 

Attitude 

towards 

Organization 

Organizational 

Commitment 

Job 

satisfaction 
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STEPWISE REGRESSION ANALYSIS 

 

Independent 

Variable 
Moderating Variables 

Dependent 

Variable 
R2 

F-

Ration 

Organizational 

commitment 

Work 

Involvement 

Attitude 

towards 

organization 

Job satisfaction     

0.238 0.199 0.148 
  0.203 31.457** 

(4.95)** (2.51)* (4.74)** 

 ** P< 0.01 

*  P<0.05 

 

Values within Parenthesis indicate “t” values. 

  Sums of Squares 

Degree of 

freedom Mean 

Regression  2909.247 3 969.749 

Residual  11406.24 370 30.828 

Total  14315.49 373   

 

The result indicates that the three variables, organizational commitment, work 

involvement and attitude towards organization contributed significantly to 20% of 

the variance explained in job satisfaction. All the variables were positively 

correlated with job satisfaction. 

 

Further, when the interaction effect of the variable "level of actual Need 

satisfaction experienced on job" was included in the regression equation as the sole 
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moderating variable between organizational commitment and job satisfaction as 

per the following model for a better prediction of job satisfaction, the findings 

indicate increase in the explained variance by another 5%. 

 

 

 

 

 

Figure 14 

 

The following table 4:32 presents the results of the relationship 

TABLE 4:32 

STEPWISE REGRESSION ANALYSIS 

Independent 

Variable 

Moderating 

variable 

Dependent 

variable 
R2 

F-

Ration 

Organizational 

commitment  

Need satisfaction 

experienced on 

job  

Job Satisfaction 
0.25 63.459** 

0.219 0.259 
  

(4.84)** (7.54)**     

 

 ** P< 0.01 

Values within Parenthesis indicate “t” values. 

Organizational 

Commitment 

Need satisfaction 

experienced on job 

Job 

satisfaction 



149 

 

 Sumsof Squares 
Degree of 

freedom 
Mean 

Regression  3648.961 2 1824.481 

Residual  10666.530 371 28.751 

Total  14315.491 373  

 

Thus, a person who is most satisfied with his needs on his job is likely to derive 

maximum job satisfaction in comparison to those who are least satisfied with job 

factors. 

 

Since the outcomes that an employee expects from the organization are mainly in 

terms of the satisfaction of his various needs, the concept of needs and their 

satisfaction has become a focus of attention. So, if the organization desires to win 

the commitment of  

 

their employees and motivate them, it should provide adequate opportunities for 

the satisfaction of their needs in their work environment and also keep the level of 

constraints on the Job incumbent at the minimum.  

 

The identification of individual needs helps the organization in understanding and 

predicting whether the individual will derive satisfaction from his job. The needs 

which have been seen to play a significant role in bringing about higher 

commitment and job satisfaction should be expeditiously attended to. The result 

presented here thus supports the findings of Porter and Lawler (1968) which 

showed that need satisfaction is a function of organizational structure.  
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In a research study of American managerial sample of, three types of structures, 

tall, intermediate and flat, they found that tall structure increases satisfaction of 

lower needs (Security) while flat structure increases high order need (self-

actualization) satisfaction. 

Further, in order to ascertain the interaction effect of attitude towards organization 

as a predictor variable, it next entered the said model and was regressed on the 

criterion variable as per the following mode! (Figure - 15). 

 

 

 

 

 

 

 

 

 

 

    

Figure - 15 

 

The result of the stepwise regression analysis based on this model К presented 

below in table - 4:33. 

 

TABLE : 4:33 : 

 

STEPWISE REGRESSION ANALYSIS 

Organizational 

Commitment 

Need 

satisfaction 

experienced 

on job 

Attitude 

towards 

Organization 

Job 

satisfaction 
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Independent 

Variable 
Moderating Variables 

Dependent 

Variable 
R2 F-Ration 

Organizational 

commitment 

Need 

satisfaction 

experienced 

on job 

Attitude 

towards 

organization 

Job 

satisfaction 
  

0.171 0.231 0.097 
 

0.274 46.581** 

(3.61)** (6.56)** (3.13)**    

 ** P< 0.01 

Values within Parenthesis indicate “t” values. 

 

 Sums of Squares 
Degree of 

freedom 
Mean 

Regression 3924.495 3 1308.165 

Residual 10390.990 370 28.084 

Total 14315.485 373  

 

The increment in R2 values is significant by the additional effects of respective 

significant variable over and above the interaction of the predictors. 

 

Hierarchical regression analysis showed that for job satisfactionvariables Need 

satisfaction experienced on job and Attitude towards organization were of 

importance in that order. The stepwise regression analysis, however gave more 

specific and useful information on the variables important to the job satisfaction. 
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It is seen that out of three variables (Work Involvement, attitude towards 

organization and need satisfaction experienced on job) when used as intervening 

variables and regressed individually assets, while interacting between 

organizational commitment as sovereign variable and job fulfillment as dependent 

variable, need satisfaction experienced on job is the stronger predictor of job 

satisfaction. However, when attitude towards organization next entered the model, 

it contributed to the increase in R2" values. It is, thus, interesting to note that 

employees experiencing greatened  

 

 

satisfactionon job will developfavourable attitude towards their employing 

organization and derive higher job satisfaction. 

 

Therefore, in order to develop higher commitment amongst the participating 

employees and in order to provide higher job satisfaction, the organization should 

make efforts to identify the employees' needs on job and take corrective measures 

to provide avenues for satisfaction of those needs. 

 

Further, an attempt has been made in the present investigation to find the 

interaction effects of organizational socialization. For the purpose, organizational 

socialization was included individually as sets, in the regression equation against 

the criterion variable of job satisfaction for better prediction of job satisfaction as 

per the following model (Figure-16): 

 

 

 Organizational 

Commitment 

Organizational 

socialization 

Job 

satisfaction 
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     Figure 16 

The results of the stepwise reversion analysis founded on the above mentioned 

prototypical is given in the following table 4:34 

 

 

TABLE 4:34 

STEPWISE REGRESSION ANALYSIS 

Independent 

Variable 

Moderating 

variable 

Dependent 

variable 
R2 F-Ration 

Organizational 

commitment 

Organizational 

socialization 

Job 

Satisfaction 
  

0.185 0.346  0.303 80.787** 

(4.18)** (9.32)**    

 ** P< 0.01 

 

Values within Parenthesis indicate “t” values. 

 

 
Sums of 

Squares 

Degree of 

freedom 
Mean 

Regression 4343.063 2 2171.531 
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Residual 9972.427 371 26.880 

Total 14315 373  

 

Most of the evidence on the association of the variables of organizational 

socialization seems to indicate that there is confident relationship amongst 

satisfaction and organizational socialization 

 

The present study has already found out that there is a confident relationship 

between attitude towards organization and governmental commitment and between 

attitude towards  

organization and employment satisfaction. The present study also launches the fact 

that attitude towards organizations the developmental outcome of organizational 

socialization. 

 

It is, therefore, not surprising that in the current study, the relationship between 

organizational socialization and job consummation has been established. The 

organizations who pay to the early socialization on its participating employees will 

have a devoted work force who comparatively will also derive high job 

satisfaction, in that way ultimately contributing to the effectiveness of the using 

organization.  

 

On a close analysis of the four single variables, the results suggest that 

organizational socialization is a single moderating variable which, while 

interacting between organizational assurance and job approval is the most powerful 

predictor of job satisfaction. 
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In order to ascertain the effects of attitude towards organization as a predictive 

variable next entered the said model and was regressed on the criterion variable as 

per the following model (Figure - 17). 

 

 

 

 

 

Figure – 17 

The result of the relationship on the basis of the above model ispresented below in 

the table - 4:35. 

 

TABLE : 4:35 

 

STEPWISE REGRESSION ANALYSIS 

 

Independent 

Variable 
Moderating Variables 

Dependent 

Variable 
R2 F-Ration 

organizational 

commitment 

organization 

socialization 

attitude 

towards 

organization 

job 

satisfaction 
  

0.136 0.320 0.094 
 

0.322 58.609* 

(2.947)** (8.50)** (3.19)**    

Organizational 

Commitment 

Organization 

socialization 

Attitude towards 

Organization 

Job satisfaction 
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 ** P< 0.01 

 

Values within Parenthesis indicate “t” values. 

 

 
Sums of 

Squares 

Degree of 

freedom 
Mean 

Regression 4611 3 1537.149 

Residual 9704.042 370 26.227 

Total 14315.490 373  

 

The increment in R2 values is significant by the additional effect of respective 

significant variable. The study shows that the organizational factors of interaction-

influences are significant indicators for formation of organizational socialization 

and favorable attitude towards employing organization. For improving the quality 

of socialization experiences, the inter-personal relationship is of paramount 

importance.  

 

It is, thus, no wonder that the commitment to organization and job satisfaction will 

also depend on the socialization experiences and the strength of influence the 

organization has on the behaviour of its employees. 

 

Hence to establish the importance of the contribution of organizational 

socialization and need satisfaction experienced on job, stepwise regression analysis 

were done in combination against criterion variable of job satisfaction using 

organizational commitment as an independent variable as per the following model 

(Figure – I8). 



157 

 

 

 

 

 

 

Figure - 18 

 

The result of the stepwise regression analysis based on this model К presented 

below in table - 4:36. 

 

TABLE : 4:36 : 

 

Stepwise Regression Analysis 

 

Independent 

Variable 
Moderating Variables 

Dependent 

Variable 
R2 

F-

Ration 

Organizational 

commitment 

Organization 

socialization 

Need 

satisfaction 

experienced on 

job 

Job 

satisfaction 
  

0.152 0.268 0.139 
 

0.328 60.24** 

(3.42)** (6.35)** (3.69)**    

 ** P< 0.01  

 

Values within Parenthesis indicate “t” values. 

 

Organizational 

Commitment 

Organization 

socialization 

Need Satisfaction 

experienced 

Job 

satisfaction 
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Sums of 

Squares 

Degree of 

freedom 
Mean 

Regression  4697.864 3 1565.955 

Residual  9617.626 370 25.994 

Total  14315.490 373  

 

 

The preceding sections, it can be seen that when work involvement, need 

satisfaction experienced on job and organizational socialization were regressed 

against the criterion variable the explained variance in job - satisfaction were 15%, 

25% and 30%,respectively. 

The above model three variables approach using the independent predictor model 

and adding to the equation the effect of other two intervening variables. The 

increment in R values are significant by the additional effects of respective 

variables as per the results provided in the above mentioned table. 

 

In the preceding model, two sets of predictors (Organizational Socialization and 

Need satisfaction experienced 011 Job) were regressed on the criterion variable. In 

order to ascertain the interaction effect of the 3rd predictor (Attitude towards 

Organization) variable over and above the first two, stepwise regression 111 ode Is 

were used as follows: (Figure - 19). 

 

 

 

 

 

Organizational 

Commitment 

Organization 

socialization  

 

Need satisfaction 

experienced on job 
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Figure -19 

The result of the stepwise regression analysis based on this model К presented 

below in table - 4:37. 

 

TABLE: 4:37 

STEPWISE REGRESSION ANALYSIS 

 

Independent 

Variable 
Moderating Variables 

Dependent 

Variable R2 
F-

Ratio 

Organizational 

commitment 

Organization 

socialization 

Organizational 

socialization 
Need 

satisfaction 

experienced 

on job 

Job 

satisfaction 

  

0.116 0.257 0.122 
0.077  

0.340 47.61** 

(2.51)* (6.09)** (3.19)** (2.61)**    

** P< 0.01: P< 0.05 

 

Values within Parenthesis indicate “t” values 

Attitude towards 

Organization 
Job  

Satisfaction 
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 Sums of Squares 
Degree of 

freedom 
Mean 

Regression  4873.343 4 1218.336 

Residual  9442.146 369 25.588 

Total  14315.489s 373  

 

Therefore the intervening variables - Organizational Socialization, Need 

Satisfaction Experienced on Job and Attitude towards Organization significantly 

contributed 34% of the variance for Job Satisfaction. The findings of the stepwise 

multiple regression analysis when done with various variables, in the study 

individually as sets and in several combinations against the criterion variable of 

Job Satisfaction taking Organizational Commitment as independent variable the 

study provides sufficient evidence to establish that there is constructive 

relationship concerning Organizational Commitment and Job Satisfaction and this 

relationship becomes strongest when they are moderated by Organizational 

Socialization, Need Satisfaction Experienced on Job and Attitude towards Organiz-

ation.  

 

It is important to note that Attitude towards Organization is a developmental effect 

of Organizational Socialization. Therefore, an organization which on the one hand, 

provides avenues for early organizational socialization of its employees and 

opportunities for beneficial experiences of need satisfaction on job will have a 

committed work force.  
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This is obvious that such commitment will then result in employee^ having the 

potential of satisfying their needs and expectations in the organizational 

environment. Such employees will perceive their job as value laden, challenging, 

and prestigious and thus, will enjoy their work and contribute significantly to the 

well-being of the employing organization. 

 

The detailed data from behavioral science research can only reveal what is 

happening on the shop-floor of organizations and what could be done to improve 

matters. Innovative methodologies need to be thought out and implemented if the 

teachings from pure research are to be executed in action plans. If persons and 

environments are the givens of the situation how to induce a fit between these two  

is the challenge of the day for improving the present state of affairs both in the 

lives of the employees and the organizations. 

 

Thepresent investigation provides sufficient empirical evidence to show that on the 

whole organizational socialization is a more important variable for the 

development of organizational assurance. Therefore, if an organization is solemn 

enough to design strategies for winning employees commitment and helps provide 

greater avenues for job satisfaction, it is imperative that they pay more attention for 

the development of better techniques and methods of socialization. 

 

 The research study also suggests that for providing higher job satisfaction, there is 

a definite requirement on the part of the organization for identification of 

employees’ needs on job and maximizes efforts for satisfaction of these needs and 

expectations. 
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SUMMARY, FINDINGS, CONCLUSION,  

LIMITATIONS AND RECOMMENDATIONS 

 

SUMMARY: 

 

This present study was undertaken to investigate the particular situational 

antecedent variables that which contribute most significantly to organizational 

commitment and to identify those differential correlates of organizational 

commitment crucial for the three samples these are White collar workers, Blue 

collar workers and Managers. 

 

This study had also intended to determine the relationship of organizational 

commitment to various demographic characteristics, such as age, education, 

organizational size and level, marital status, service tenure, pay/wage, union 

membership and place of origin / birthplace (rural / urban). 

 

At last, this research study had examined the nature and extent of the relationship 

of organizational commitment to job satisfaction as a behavioral outcome variable. 

This type of integration of organizational commitment to job satisfaction was 

considered a unique aspect of the research study in Pakistani environment.  

 

From the history, the organizational commitment may also be explained through 

the capabilities of a single employee’s  

 

recognition or loyalty with the organization in connection with the following parts. 
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• Solid belief in company’s goals, objectives and values. 

• Rigorous efforts for the overall growth of the company. 

• Owning the company with heart and soul.  

 

Thus commitment describes some extra sincerity or loyalty of any single employee 

in the context of company’s objectives who will be willing to express in the 

context of the above mentioned behaviors.  

The study was carried out in a large Electricity industry in the private sector 

employing about 18,000 employees.  

 

A total of 374 samples were selected by proportionate stratified random sampling 

method for interview using a structured questionnaire. The sample was taken from 

various units of Generation, transmit ion, distribution, operation and administration 

including   services and maintenance, of the organization.  

 

STSATISTICAL DISCUSSIONS ON THE OUTCOME: 

 

The questionnaire consisted of seven parts including the part designed to collect 

various personal demographic data. All the seven parts were connected to the 

questions and alternative answers on organizational commitment, work 

involvement, organization  

 

socialization, and attitude towards organization, perceived need strength, 

satisfaction of needs and job satisfaction. 

 

All the data were computerized for the analysis of raw scores. The results have 

been processed in terms of the mean, standard deviation, co-efficient of co-
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relations, "t" test, bi-variate regression analysis, stepwise regression analysis and 

analysis of variance.  

 

 

FINDINGS: 

 

Here are some of the major findings of the research study which are listed as 

follows: 

 

A.   THE RELATIONSHIP OF ORGANIZATIONAL C O M M I T M E N T  

TO PERSONAL AND DEMOGRAPHIC CHARACTERISTICS: 

 

A1. The relationships of organizational commitment with age and total years of 

experience in the employing organization are found positive and significant. It is 

seen  that the oldest respondents exhibit the greatest commitment. It is also seen 

that, by far, respondents in the youngest age category are least committed to their 

employing organization. The middle age subjects are marked by an increase in 

commitment over  the youngest category. Thus, the oldest respondents are clearly 

the most attached. 

 

These respondents in the comparatively least experienced group are found to 

exhibit the lowest commitment to the employing system. With an increase in 

experience, commitment undergoes a corresponding change. The middle group on 

the experience dimension appears to be more committed, in comparison to lower 

one, but, these two groups together are not as committed as the most experienced 

respondents whose organizational orientations are the strongest of all.  
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The results provide complement to the age results and indicate a real underlying 

relationship between organizational commitment and the individual's stay in the 

organization. 

 

A2 This is found that married respondents exhibit greater organizational 

commitment than single respondents to their employing organization. It is 

presumably because single respondents typically do not share the responsibilities 

which make the organizational reward system as attractive and necessary as it is to 

married subjects. 

 

 Further, in the case of single respondents, they have not been subjected to family 

duties and responsibilities and this gives them more freedom to change the 

employing organization. 

 

And the second potential reason for the significance of marital status is a simple 

one which depends somewhat on the structural nature of organizational 

commitment.  

 

 

The bulk of the single respondents are young, with little seniority, whereas the 

married respondents are typically older, with more time spent in their employing 

organization. Consistent with the results in connection with the relationship of 

organizational commitment with age and years total experience in the organization, 

it is not surprising to see that the single respondent is not as highly committed to 

his organization as the married ones. 
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A3. So as to the differences in organizational commitment by respondents' place 

of origin (rural/urban), the data indicate that respondents' place of origin also 

affects commitment orientations. Respondents' from rural backgrounds exhibit 

higher organizational commitment than respondents from urban backgrounds. 

 

A4. If the organizational level is considered in relation to organizational 

commitment, the findings indicate that the differences were evident for levels of 

commitment, with the Managers as a group being least committed than the white 

collar workers and blue collar workers. It is respondents in the white collar 

category, who are clearly the most attached. The blue collar workers exhibit 

slightly higher organizational commitment over the Managers. 

 

This is assume because white collar workers tend to perceive themselves as having 

very fewer alternatives to have employment with another employer than blue collar 

workers and Managers. Managers by virtue of their expertise and qualifications 

and blue  

 

collar workers by virtue of their technical skills perceive themselves as having 

relatively more alternatives to change the employing organization. 

 

A5. With regards to the terms of pay as an independent variable, noticeable 

difference was found in the commitment orientations of the three variable 

categories. It is surprising to observe that the respondents in the highest salary 

group are the least committed to the employing organization.  
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The middle salary group is marked by an increase in commitment over the highest 

salary group. It is also seen that by far, respondents in the lowest salary bracket are 

clearly the most attached. 

 

A6. The research study reveals that educational qualification has negative 

relation ship with organizational commitment. The procured data suggest the 

tendency for highly educated employees, having lesser commitment compared to 

less educated employees. The intermediary qualified group appears more 

committed than the most qualified subjects. 

 

Most potential reason for this phenomenon is possibly that when employees have 

higher level of education it may be more difficult for an organization to provide 

sufficient reward (as perceived by the individual) to equalize the exchange. Hence, 

more highly educated people would be less committed to the employing 

organization. 

 

Moreover, consistent with the results presented above concerning the relationship 

of organizational commitment with organizational level, pay and respondents' 

background (where rural-based subjects have shown greater commitment than 

urban-based subjects), it is not surprising to see that highly educated employees are 

least attached to their organization. 

 

A7. If the respondents' mean scores in commitment to the employing 

organization are compared between employees with union membership and 

employees without union membership, the data obtained in the study reveal 

interesting results to indicate that union members exhibit greater commitment to 

the employing organization than non-union members. They appear to be equally 
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willing to fulfill their normal obligations to the union as well as to discharge their 

duties and responsibilities entrusted to them by the organization.  

 

Further, the managers employed in the organization under the study are mostly 

non-union members. Consistent with the data above, showing the relationships of 

commitment orientation of the managers with the employing organization, it is also 

not surprising to see that non-union members are not as highly committed to their 

organization as the union members. 

 

 

 

 

B. ANTECEDENTS OF ORGANIZATIONAL COMMITMENT: 

 

Bl. The Findings provide support for the model presented in figure-1 concerning 

the antecedents of commitment by virtue of the fact that all four sets of 

antecedent’s i.e. organizational socialization, work involvement, attitude towards 

organization and need satisfaction experienced on job are positively and 

significantly concerned to commitment. 

 

B2. This is also found that attitude towards organization is more closely 

associated with commitment than the other three sets of variables. 

 

B3. The research study further reveals that attitude towards organization is the 

developmental effect of organizational socialization. Thus, organizational 
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socialization can be considered a single most important variable which has stronger 

positive effect on organizational commitment. 

 

As socialization attempts to influence employees' future attitude, the significant 

and positive relationship of organizational commitment to attitude towards 

organization is expected. 

 

 

 

 

C. RELATIONSHIP OF ORGANIZATIONAL COMMITMENT TO 

EXPERIENTIAL AND COGNITIVE SYSTEM OPERATING WITHIN 

EMPLOYEES IN THE CONTEXT OF MASLOW'S NEEDS CATEGORIES 

AND THEIR HIERARCHY. 

 

Cl. Having after division the respondents into two groups of high and low 

commitment, it is found that social and self-actualization needs are considered by 

both the groups to be of least importance. However, in case of both the need 

categories, the high committed group considers them to be of greater importance 

than the low committed group. 

 

C2. The Physiological need is considered the most important, followed by safety 

need by the low committed group whereas the high committed group attaches 

greater importance to safety need followed by physiological need. 

 

C3. In respect to ego need, the difference between two groups is minimal.The 

results indicate that the respondents in general value lower order need satisfaction 
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more than higher order need satisfaction. Attaching greatest importance to safety 

and physiological needs by the high committed group is rather unexpected. 

 

C4. With regards to the need satisfaction experienced on jobs, the mean satis-

faction scores reveal that both the groups are most  

 

 

satisfied with safety needs and next in order comes ego and social needs.  

 

 C5.      The respondents are least satisfied with the needs which are in the areas of 

self-actualization and physiological need categories. 

 

 

D.           THE OUTCOME OF COMMITMENT:   

 

D: 1.     The Findings of the present research also provide support for the second 

component of the model dealing with the relationship of job satisfaction as the 

outcome variable of organization commitment. The result of the regression 

analysis indicates that organizational commitment is significantly associated whit 

job satisfaction. 

 

D: 2       Thus to establish the important of the contribution of organizational 

socialization, work involvement, attitude towards organization and need 

satisfaction experienced on job while acting as moderating variables between 

organizational commitment (independent variable)  and job satisfaction 
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(independent variable), Stepwise regression analysis were done with these 

individually assets and in several combination, against the criterion variable of job 

satisfaction. The result of the analysis reveals that all the said antecedents’ 

variables were significantly associated with job satisfaction. 

However, organizational socialization is font to be a single moderating variable 

which while interacting between organizational commitment and job satisfaction is 

the most powerful predictor of job satisfaction. 

 

D: 3.     The relationship between organizational; commitment and job satisfaction 

becomes strongest when t it is moderated by a combination of intervening 

variables – organization socialization, need satisfaction experienced on job and 

attitude towards organization.   

 

HENCE, JOB SATIFACTION IS THE OUTCOME  

VARIABLE FOR THE ORGANIZATIONAL  

COMMITMENT 

 

Here is the presentation for the outcome result i.e., job satisfaction to 

organizational commitment through the figure-20, drawn below:  

 

1.  Demographic variables. 

2.  Personality variables. 
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3.  Situational variables. 

 

 

 

1. DEMOGRAPHIC VARIABLES 

a) Age                                                         r=0.131(t=2.56)     

b) Year total experience                              r= 0.132(t=2.58) 

c) Marital status                                           t=0.224 

d) Place of Origin (Urban / Rural)               t=0.160 

e) Organizational Size and level      t=0.056 

f) Pay/Wages                   t=0.373 

g) Educational Level                  t=0.289 

h) Union Membership                                  t=0.223 

2. PERSONALITY VARIABLES 

a) Work involvement                             r=0.139(t=2.72) 

b) Attitude towards organization          r=0.422(t=8.99) 

3. SITUATIONAL VARIABLES 

a) Organizational socialization                     r=0.401(t=8.46) 

b) Need of satisfaction  Experienced r=0.382 (t=7.98) 

on job        
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OUT COME VARIABLE JOB  

SATISFACTION     r= 0.374 (t=7.80) 

____________________________________________________ 

  *P<0.01   ;    **P<0.05 
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These hypotheses, as a whole, are established in the study except in a few cases. 

The hypotheses relating to relationship of organization commitment with 

demographic characteristics (1st, 2nd, 3rd & 4th hypotheses) are established in the 

study. The empirical findings goes against the fifth hypotheses relating to the 

relationship of organizational commitment with union-membership where it is 

found that the commitment to the employing organization is more among the 

union-members than non-union members. 

 

Further, hypotheses relating to the relationship of antecedent variables with 

organization commitment i.e. relationship of organizational commitment with 

organizational socialization (6th hypotheses), Attitude towards organization (7th 

hypotheses), need satisfaction experienced on job (10th hypotheses), and work 

involvement (11th hypotheses), the findings indicate that these hypotheses have 

been established. 

 

Thus, 8th & 9th hypotheses, in connection with association of organizational 

commitment to experiential and reasoning system operating within employees in 

the context of Maslow's need classes and their hierarchy, could not be well-known. 

 

 

 

 

The positive relationship between organizational pledge and job satisfaction is 

established (12th hypotheses) as conjectured. 

 

CONCLUSION: 
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These models of work motivation have, overtly or by implication, assumed the 

individual to be a rational maximize of personal utility. In line with these theories, 

the recommendations, for maximization of employee motivation, usually attempts 

to link performance as contingent to need fulfillment including the so-called 

highest order need, self-actualization. Not only socialization in pre-organizational 

life but organizational socialization as well  is directed towards that end.  

 

The result is contrary to our expectations as observed in the present study, 

personnel even in the higher echelons with greater opportunities for better need 

fulfillment are by far the less committed group. 

 

Thus, Commitment represents the situation in which the employees identify 

themselves emphatically with the organization and thus act in ways to improve its 

welfare. This equation would be possible only with strong socialization based on 

the philosophy: a situation where the individual perceives non-work in work and 

work in non-work'. We stop at this point with the fervent hope that future workers 

would suggest mechanisms of prosaically socialization for the organization in 

search of excellence. 

 

Commitment should be viewed as essentially altruistic acts towards the 

organization. With high commitment only an individual can perform on behalf of 

the organization in ways which are irrelevant to his personal need fulfillment. 

 

LIMITATIONS: 
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 Lack of mass awareness about the importance of education and increasing 

illiteracy combined with various demographic complexities in the country 

directly affect the relationship between workers, unions and employers, 

which relate with the organizational commitment and job satisfaction and 

ultimately the productivity. 

 Cultural barriers also the reasons for social acceptance of development, 

especially when it comes to their satisfaction needs. We and non-serious 

governance policy of the organizations, slow down the effectiveness and 

passion of the employees towards the achievement of the goals and objective 

of the organization. 

 Stereotypical perceptions for industrialists, union federation and the working 

conditions hinder in smooth interaction between the workers and the 

management or entrepreneurs’ results slow the productivity. 

 Human Resource development institutions, research scholars, writers, 

thinkers, social scientists and policy makers may raise the importance of 

empirically examining the difference in commitment orientation of the 

workers in conventional organization and in those organizations managed on 

co-operative basis, owned by the workers. The ownership effect on level of 

commitment will be a unique study in Pakistani cultural setup.  

 

RECOMMENDATIONS: 

 

 The most serious limitation of the study is to confine ourselves to only one 

outcome variable of organizational commitment, namely job satisfaction. 

The study could have become more comprehensive if it had taken into 

consideration for in-depth investigation of certain basic assumptions relating 
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to a few more possible behavioral outcomes of commitment in the Pakistani 

socio cultural background.  

 

 Future researchers may examine using a broader model in this respect. The 

present investigation may offer a stimulus to such efforts. 

 

 Social Scientists may undertake the empirical investigation to determine the 

differences in commitment orientations of male and female respondents. In 

the Pakistani cultural set-up, a woman, even when she is employed, cannot 

absolve herself from the family responsibilities and hence has external 

commitments, further research is, therefore, needed to investigate this 

aspect. 

 

 Potential limitation of the study was its inability to secure responses from 

the individuals who were most willing to leave the organization and have 

expressed their desire to do so but by the absence of alternative employment 

have been constrained to be with the organization. One would expect 

withdrawal tendency to occur in this group causing attitudinal problems. 

Additional research therefore, is necessary to establish what proportion of 

the attitudinal predispositions of such group is actually translated into 

behavior in the organizational framework. 

 

 Modern researchers maybe provided guidance for study directions which 

needed to empirically examine the difference in commitment orientations of 

employees in conventional organizations and in those organizations 

managed on co-operative basis owned by the workers. The ownership effect 
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on level of commitment will be a unique study in the Pakistani cultural set-

up. 

 

 A close cooperation and joint action by the tripartite i.e. workers and unions, 

employer and civil society may create the sense of ownership among the 

workers to endorse the enhancement and motivational spirit for better 

productivity.  
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APPENDIX-A 

 

Department  of  Publ ic  Administrat ion  

Univers i ty  of  Karachi  

Karachi  

 

Dear Friends, 

 

 

RESEARCH PROJECT ON ORGANIZATIONAL BEHAVIOUR  

 

 

 

Your co-operation is earnestly requested for the subject research study. You are requested to kindly 

complete the attached questionnaire. Please respond to each item in the questionnaire. There is no right or 

wrong answer to any item. We assure you that your answers to the questions will be kept completely 

anonymous. 

 

The present study is the part of my research programmed in the field of organizational behavior of the 

department of public administration, university of Karachi, Karachi. it is hope that this study will help in 

providing information for the development of sound management policy and also help us in our goals to 

research in the area of industrial management, 

The data collection in this study will be kept strictly confidential and used only for the advancement of 

the knowledge in general field of management. 

Thanking you in anticipation, 

 

 

 

 

 

Prof.Dr.Khalid Mahmood Iraqi                       M.Izhar Baig 



199 

 

Research supervisor.                                                        Research scholar 

 

       E A C H  I N D I V I D U A L ’ S  B A C K G R O U N D  I N F O R M A T I O N  

 

1. Name (if you like to give): __________________________ 

2.  Gender  (Male/Female): ____________________________ 

3. Age; ………………. Years 

4. What is your present marital status : Married/Single ______ 

5. If married, how many children do you have …………………………..Does 

your spouse work ?Yes/No. 

6. Work experience : 

Current company………………………....years 

In other companies………………………years 

Total………………………………………...years 

7. Current designation……………………………… 

8. For how long have you been in your present 

designation…………………………yrs. 

9. Present gross emoluments Rs………………p.m. (if you do not mind to 

mention). 

10. Educational qualifications (highest degree, diploma or certificate )  

11. Father's education………………...occupations……………….. 

 

12. Mother’s education ………occupations……………………….  

 

13. Are you a member of the Union? ……………Yes/No  
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14. Place of origin/birth place(Rural/Urban) 

 

15. Eligible for union membership? ……………..  Yes / No 

 

P A R T - I  

 

Guide line: 

Please read each statement carefully and indicate your answer to the statement-, by 

circling the appropriate quantity. 

 

1. The most imperative things that happen in my life involve work 

Very little Sometimes Quite a bit A great deal A very great deal 

1 2  3             4                    5 

2. People should get involved in work 

Very little Sometimes Often  Quite OftenMost of the time   

1        2  3 4  5 

 

3. Work should be 

A small partsomewhat a partoften a part A large part A largest part  

Of one’ life of one’s life of one’s life of one’s life of one’s life 

1           2      3  4                 5 

4. Work should be considered as 

Least Central  somewhat central  often central  central  Most  

to one’s lifeto one’s life to one’s life to one’s life to one’s life 

1           2  3  4  5 

5. An individual's life goals should be 

To a very  To little          To some       to a great Mainly 

Little  extent extentextent 

Extent work   workwork            work     extent  
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Oriented oriented orientedorientedwork 

1       2 3     4                     5 

6. Life is worth living merely when people get 

Slightly Sometime often  Quite Often Totally 

Absorbed  Absorbed Absorbed Absorbed Absorbed 

In work In work In work In work In work 

 
 1  2   3  4                    5 

P A R T  -  II (a) 

 

 

Guide l ine:  

 

Below is a list of things people look for in their job career. Please read all the items 

from top to bottom before making any choice. First decide which one you think is 

the most important to you in your present job and then place 1 in the blank 

provided for the item. Do the same for your choice 2,3,4,5, and so on. Since there 

are 15 items in the list given below, your choice 15 would represent the thing that 

is least important to you in your present job. Please be sure you have placed a 

number opposite each item. 

 

 Security (permanent job, steady work) 

 Adequate earning (for a better standard of living) 

 Benefits (leave, bonus, pension, insurance, profit sharing, medical benefits, 

LOW benefits, retirement benefits etc.) 

 Opportunity for future promotion 

 Comfortable working conditions (pleasant surroundings, good lighting, air 

conditioning, good working space and so on). 
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 Interesting nature of work ( a job that you very much enjoy) 

 Sound company policies and practices ( reasonable and nondiscriminatory) 

 Respect and recognition ( from superiors and coworkers for your work ) 

 Responsibility and independence ( a job that gives you responsibility to 

workin your own way)  

 

 Achievement(opportunity to achieve excellence in  your work) 

 Good interpersonal relations (a job that gives you the opportunity to work 

with others whom you like) 

 Considerate and understanding superior 

 Technically knowledgeable superior 

 Opportunity for professional growth ( to become more skilled and competent 

on the job) 

 Social approval of your work (According to your relatives and friends, you 

are doing a very important job as available in our society) 
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P A R T -  II (b) 

 

Guide line: 

 

In this part are listed some job characteristics or potentials that people look for in 

their jobs. We would like to know the mark of your satisfaction or dissatisfaction 

with each of the job abilities as they relate to your present job. For each job quality 

listed lower, you wi l l  find f ive  answers. Please indicate your feelings by circling 

the appropriate number representing your answer. Make  sure that you indicate 

your feelings for each item 

   

  Extremely  

Dissatisfied  

Moderately 

Dissatisfied 

Neither 

Dissatisfied 

nor Satisfied 

Moderately 

Satisfied  

Strongly 

Satisfied 

1. With  the sum of 

security, I need 

on my trade, I 

feel 

 

1 2 3 4 5 

2. With the nice of 

company 
1 2 3 4 5 
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strategies and 

follows that 

govern my 

profession, I feel 

 

3. With the expanse 

of salary that I 

take to maintain a 

reasonably 

respectable 

living, I feel 

 

1 2 3 4 5 

4. With the 

sympathetic of 

benefit devices 

(leave, departure, 

medical and so 

on) that go with 

my work, 1 feel 

 

1 2 3 4 5 

5. With the 

coincidental of 

future raise I 

have in my 

occupation, I feel 

 

1 2 3 4 5 
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6. With the nice of 

occupied 

condi t ions  

( l ight ing ,  

r a c k e t ,  

of f ice  space  

and so on) 

adjacent in mу 

job, I feel 

 

1 2 3 4 5 

7. With  the  

thought-

provoking o r  

e n j o y i n g  

wi ld l i fe  of the 

work  in  mу 

job, I feel 

 

1 2 3 4 5 

8. With  the sum 

of  gratitude and 

respect that I 

receive for my 

effort I feel 

 

1 2 3 4 5 

9. With  the  

chance I  have  in 
1 2 3 4 5 
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my job to 

exer t ion wi th  

people  I  like l 

texture.  

 

10. W i t h  the  

procedural  

a b i l i t y  o f  

m y  di rect  

supervisor I feel 

 

1 2 3 4 5 

11. W i t h  the  

chance that I 

have in my job to  

real ize  

br i l l iance  in 

my work, I feel 

 

1 2 3 4 5 

  
Extremely  

Dissatisfied  

Soberly 

Displeased   

Neither 

Dissatisfied 

nor Satisfied 

Temperately 

Satisfied  

Strongly 

Fulfilled 

12. W i t h  the  

considerate and 

concerned nature 

of  in  у 

ins tant  

1 2 3 4 5 
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superior, 1 feel 

 

13. With  the kind 

of responsibility 

and individuality 

that 1 have in 

my job I feel 

 

1 2 3 4 5 

14. W i t h  the  

occasion for  

get t ing  higher 

skill, I    feel 

 

1 2 3 4 5 

15. With  the kind 

of job I am 

doing at present, 

my relatives and 

friends are 

1 2 3 4 5 
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P A R T  –  II I 

 

G u i d e l i n e :  

 

H e r e u n d e r  a r e  t h e  s t a t e m e n t s  o f  p e r s o n a l  f e e l i n g  o f  a  s i n g l e  

e m p l o y e e  a b o u t  t h e i r  o r g a n i z a t i o n  o r  .  Y o u  a r e  r e q u e s t e d  t o  

m a r k /  m e n t i o n  t h e  l e v e l  o f  y o u r  a c c e p t a n c e  o r  n o n -

a c c e p t a n c e  a g a i n s t  e a c h  b e l o w  s t a t e m e n t .  P l e a s e  m a r k  o r  

e n c i r c l e  t h e   o n l y  o n e  i t e m  o f  s t a t e m e n t  

     

 

 

 

 

Strongly 

disagree 

Temperately 

Upset 

Neither 

disagree  

nor agree 

Moderately 

agree 

Strappingly 

settle 

1. I am eager to put 

in  a  great  

transaction of 

effort yonder that 

g e n e r a l l y  

p r e d i c t a b l e  

in order to 

assistance this 

society be 

successful. 

 

1 2 3 4 5 

2. I talk up this 

group to my 
1 2 3 4 5 
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friends as a 

c o u n t l e s s  

s o c i e t y  to 

work for. 

 

3. I feel very 

petitepiety to 

this organization. 

1 2 3 4 5 

 

4. I would accept 

virtually any type 

of job in order to 

keep working for 

this group. 

 

1 2 3 4 5 

5. 1 fined that my 

morals and the 

administration's 

morals are very 

similar. 

 

1 2 3 4 5 

6. I am pleased to 

tell others that I 

am share of this 

association. 

 

1 2 3 4 5 

7. 1 power justas 1 2 3 4 5 
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wel l  be salaried 

for a different 

socie ty  as long 

as the type of 

work were 

comparable. 

 

8. Thissociety really 

stimulates the very 

top in me in the 

way of  trade 

performance. 

 

1 2 3 4 5 

9. It would take very 

little change in my 

present 

circumstances to 

cause me to leave 

this organization. 

 

1 2 3 4 5 

10. I am extremely 

glad that I chose 

this organization to 

work for over 

others I was 

considering at the 

1 2 3 4 5 
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time  I  joined. 

 

11. There’s  i s  not  

too  much to  be  

gained  by  

s t ick ing wi th  

th is  

organizat ion  

indef in i te ly .  

1 2 3 4 5 

       

12. Of ten  I  f ind  i t  

d i f f icu l t  to  

agree  wi th  

th is  

organizat ion’s  

pol ic ies  on 

impor tant  

mat ters  

re la t ing  i t s  

employees .  

 

1 2 3 4 5 

13. I  rea l ly  care  

about  the  fa te  

of  th is  

organizat ion .  

 

1 2 3 4 5 
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14. For  me th is  i s  

the  bes t  of  a l l  

poss ib le  

organizat ion  

for  which  to  

work .  

 

1 2 3 4 5 

15. Decid ing  to  

work  for  th is  

organizat ion  

was  a  def in i te  

mis take  on 

my par t .  

1 2 3 4 5 

 

 

( I t e m  N o .  3 ,  7 ,  9 ,  1 1 ,  &  1 2  &  1 5  a r e  r e v e r s e  s c o r e d  d u r i n g  

t a b u l a t i o n )  
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P A R T  –  IV 

Guide line: 

 

Listed below are a set of statements that represent possible boldness that 

individuals might have about their Company for which they toil for each statement, 

please circle the one number equivalent to the statement which best describes your 

credence or feelings. Please answer all questions. 

 

  
 

Very much 

less 

thanoughtto 

get 

 

Somewhat 

less than I 

ought to 

get 

A little less 

than I ought 

to get 

About the 

same as I 

ought to get 

More than I 

ought to get 

1. When seeing the 

pay of people 

who work for 

other Companies 

but who have jobs 

similar to mine, I 

get paid 

 

1 2 3 4 5 

2. When seeing  

skills and the 

equal efforts I 

apply on job, 1 

get paid 

1 2 3 4 5 

 

  Strongly Moderately Neither Moderately Strongly 
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disagree disagree disagree  

nor agree  

agree agree 

3. I have sturdy ties 

with hi mу 

contemporary job 

which would be 

very problematic 

to break 

 

1 2 3 4 5 

4. Knowing what I 

know, if 1 

consumed to 

choose all over 

whether to take 

the type of 

occupation I now 

have, I would 

agree without 

reluctance to take 

the same kind of 

job over. 

1 2 3 4 5 

 

  Never 

true 

Rarely  

true  

Sometimes 

true  

Often  

true 

Always 

true 

5. In the absence of 

good occupied  
1 2 3 4 5 
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environment here, 

personal and 

general grievance 

of employees 

keep on taking 

place 

 

6. The company 

tries to provide to 

its employees 

reasonably good 

working 

conditions, such 

as good limiting, 

drinking water, 

safe working 

conditions and so 

on. 

1 2 3 4 5 

 

  Never  

true 

Rarely 

true 

Sometimes 

true  

Often 

true 

Always 

true 

7. Relations between 

supervisors and 

workers in this 

Company are open 

and intimate allowing 

1 2 3 4 5 
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for free and frank 

exchange of views. 

 

8. The supervisors in 

this Company fail to 

delegate adequate 

responsibility to their 

subordinates. 

 

1 2 3 4 5 

9. In this Company, 

there are enough 

opportunities 

for advancement 

and growth. 

 

1 2 3 4 5 

10. Recruitment, 

promotion and other 

such personnel matt-

ers are decided here 

on the basis of 

procedures which are 

consistently followed. 

 

1 2 3 4 5 

11. In this Company, 

there are enough 

contacts and always a 

1 2 3 4 5 
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desire to develop 

close and intimate 

relations between 

management and 

employees. 

 

12. Management in this 

Company is keenly 

interested in the 

welfare of its 

employees and their 

families. 

 

1 2 3 4 5 

13. Employees here have 

faith and trust in the 

Management. 

 

1 2 3 4 5 

14. As there is too much 

of centralization of 

authority, employees 

in this Company find 

it difficult to develop 

their own abilities. 

 

1 2 3 4 5 

15. In this Company, the 

persons who are 
1 2 3 4 5 
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capable, sincere and 

hardworking often do 

not get recognition or 

indebtedness. 

 

  Never  

true 

Rarely 

true  

Sometimes 

true  

Often 

true 

Always  

true 

16. In this company, the 

management gives 

special treatment to 

some groups of 

employees, while 

others are neglected.  

 

1 2 3 4 5 

17. In this company, the 

work done or the role 

played by the 

employee is always 

recognized and 

appreciated by the 

management.  

1 2 3 4 5 

 

18. There is a lack of 

sufficient 

understanding 

between management 

1 2 3 4 5 



219 

 

and employee here.   

 

19. Whether a person 

does a good or bad 

job, it hardly makes 

any difference in this 

co. 

 

1 2 3 4 5 

20. Management staffs in 

this company trust 

the employees and 

take them into 

confidence in all 

important matters.  

 

1 2 3 4 5 

21. In this company, the 

management is 

equally concerned 

about the well being 

of all employees 

regardless of their 

status.  

1 2 3 4 5 

 

22. The company fails to 

provide adequate 

general and technical 

1 2 3 4 5 
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education to its 

employees.    

 

23. There is lack of 

adequate forms 

where employees 

could raise their 

grievance and 

complaints. 

1 2 3 4 5 
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P A R T - V 

Guide l ine:  

 

Here are some questions about organization socialization. Kindly check one 

alternative in each statement 

1. Now let us look into the past some years back when you had first joined this 

organization. Are you certain that you were told about different aspects of 

this organization? 

 

Somewhat 

uncertain 
Alittleuncertain 

Somewhat 

certain 

Fairly 

certain 

Very 

certain 

1 2 3 4 5 

 

 

 

2.  Do you know exactly what are the objectives of this company. 

 

I don’t 

 know 

I know 

a little 

Somewhat 

know 

I fairly  

know 

Very  

well know 

1 2    3 4 5 

 

 

3. How much do you agree with the policies of this organization. 

 

Strongly 

disagree  

Moderately 

disagree 

Neither 

disagree nor 

agree 

Moderately 

agree 

Strongly 

agree 

1 2 3 4 5 
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4. Do you agree that the in-job training facilities provided to the new recruits 

are enough for their adjustment to the new situation? 

Strongly 

disagree  

Moderately 

disagree 

Neither 

disagree  

nor agree 

Moderately 

agree 

Strongly 

agree  

1 2 3 4 5 

 

5. If you had the chance, are you certain that you would take a different job 

within this organization. 

 

Somewhat 

uncertain 
Alittleuncertain 

Somewhat 

certain 
Fairly certain Very certain 

1 2 3 4 5 

 

6. Do youfeel that whathappens to this association is really chief to you 

Never Rarely Sometimes  Often Always 

1 2 3 4 5 

 

7. Getting a job in thisorganization, do you feel that you have accomplished 

something worthwhile 

 

Never Rarely Sometimes  Often Always 

1 2 3 4 5 
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8. If you performed your job especially well, what are the chances that you will 

be promoted to higher position or get some other rewards. 

 

Very low Low Average High Very High 

1 2 3 4 5 

 

 

9. How much fortuitous do you have to take part in making decisions. 

 

Very low Low Average High Very High 

1 2 3 4 5 

 

10. Ensure you have enough freedom in your job. 

 

No Freedom 

at all 
Alittlefreedom 

Some 

freedom 

Moderate 

freedom 

Every 

freedom 

1 2 3 4 5 

 

11. Do you feel satisfied with the chance you have here to accomplish 

something worthwhile? 

Strongly 

dissatisfied  

Moderately 

dissatisfied  

Neither 

dissatisfied 

nor satisfied 

Moderately 

satisfied 

Strongly 

satisfied  

1 2 3 4 5 

 

12. How do you feel about the chances you have here in this organization 

to do something that makes you feel good about yourself as a person. 
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Very low Low Average High Very High 

1 2 3 4 5 

 

 

13. Are you satisfied with the friendliness of the people you work with. 

Strongly 

dissatisfied 

Moderately 

dissatisfied  

Neither 

dissatisfied 

nor satisfied 

Moderately 

satisfied 

Strongly 

satisfied  

1 2 3 4 5 

 

 

14. From time to time, Management may introduce changes in methods, 

equipment, procedures and practices in your Shop. In general do you think 

these changes are for the better 

 

I don’t think 

so 

I somewhat 

thin so 
Don’t know 

I moderately 

think so 

I strongly 

think so 

1 2 3 4 5 

 

15. On the whole, to what extent does your workgroup agree with the policies 

of this organization 

 

Strongly 

disagree 

Moderately 

disagree 

Neither 

disagree 

noragree 

Moderately 

agree 

Strongly 

agree 

1 2 3 4 5 
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P A R T  –VI 

Guide line: 

 

Kindly read each statement carefully and indicate your response to the statement 

by circling the appropriate number. 

1. All in all, how satisfied are you with your job? 

 

Not at 

all 
 

Not too 

satisfied 
 

Neither 

satisfied 

nor 

dissatisfied 

 
Somewhat 

satisfied 
 

Very 

satisfied 

1  2  3  4  5 

 

2. How often do you get so wrapped up in your work that you lose track of the 

time.  

 

Never  Rarely  Sometimes   Often  Always  

1  2  3  4  5 

 

3. If a good acquaintance of yours told you that he was attentive in a job like 

yours, you wished do one of the following. 

 

Stronly 

advise 

him 

against 

it  

 

Moderately 

advice him 

against it 

 

Have doubts 

about 

recommending 

it 

 

Moderately 

advise him 

in favour 

of it 

 

Strongly 

advise 

him in 

favour of 

it 

1  2  3  4  5 
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4. Knowing what you now distinguish about your job, if you consumed to decide 

all over whether to take the job you currently have, what you would decide. 

 

Decide 

definitely 

not to 

take 

same job  

 

Deice no 

to take 

same job 

 

Have 

second 

thought  

 

Deicide to 

take the 

same job 

 

Decide 

without 

hesitation 

to take 

same job 

1  2  3  4  5 

 

5. How often do you leave work with a good feeling that you have done something 

particularly well 

 

Never  Rarely  Sometimes   Often  Always  

1  2  3  4  5 

 

6. Taking everything into thought, how likely is it that you will brand a genuine 

sweat to find a new job' with another manager within the next year.  

 

Very 

low 
 Low  Average   High  Very High  

1  2  3  4  5 
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7. In general, how well wished you say that your work measures up to the type of 

job you sought when you took it up ? 

 

Not at 

all like  
 

Not very 

much like 
 I can’t say  

Somewhat 

like 
 

Very 

much like  

1  2  3  4  5 

 

 

8. We would like to get some idea of the kind of job you would like to have. 

Some 

other 

type 

 

Somewhat 

similar 

type 

 
No job at 

all 
 

To a great 

extent 

present job 

 

Only the 

present 

type 

1  2  3  4  5 

 

9. If you were to get enough money to live as comfortably as you would like for 

the rest of your life, would you continue to work. 

 

Never  Rarely  Sometimes   Often  Always  

1  2  3  4  5 

 

THANK YOU; WE APPRECIATE YOUR SPARING TIME FOR 

US.  
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APPENDIX –B 

 

Pearson Correlation Analysis showing the relationship between Age and different 

situational variables (N = 374) 

 

 

TABLE-5:1 

 

 1. Variables   r t 

1. Organizational 

Commitment 

.131 2.56** 

2. Work Involvement .128 2.48** 

3. Organization 

Socialization 

.158 3.09** 

4. Attitude towards 

Organization 

.125 2.44** 

5. Need satisfaction 

experienced on job 

.152 2.94** 

6. Job satisfaction  .069 1.34** 

 

 * P < 0.01 

 * P < 0.05 

        *** Not significant at 0.05 level 
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APPENDIX –C 

 

Pearson Correlation Analysis showing the relationship between Age and different 

situational variables (N = 374) 

TABLE-5:2 

 

 

 II. Variables 

  

r t 

1. Organizational 

Commitment 

.132 2.58* 

2. Work Involvement .132 2.58* 

3. Organization 

Socialization 

.161 3.16* 

4. Attitude towards 

Organization 

.132 2.58* 

5. Need satisfaction 

experienced on job 

.143 2.79* 

6. Job satisfaction  .051 0.99*** 

 

 * P < 0.01 

        *** Not significant at 0.05 level 

  



230 

 

APPENDIX –D 

 

Pearson Correlation Analysis showing the relationship between Age and different 

situational variables (N = 374) 

 

 

 

TABLE-5:3 

 

 

 

 1. Variables   r t 

1. Work involvement  .139 2.72* 

2. Need satisfaction 

experienced on job 

.382 7.98* 

3. Organization 

socialization  

.401 8.46* 

4. Attitude towards 

organization  

.422 8.99* 

5. Job satisfaction  .374 7.80* 

    

 

 * P < 0.01 
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APPENDIX –E 

 

Pearson Correlation Analysis showing the relationship between Age and different 

situational variables (N = 374) 

 

TABLE-5:4 

 

 Variables   r t 

1. Work involvement  .139 2.72* 

2. Need satisfaction 

experienced on job 

.253 5.06* 

3. Organization 

socialization  

.215 4.26* 

4. Attitude towards 

organization  

.072 1.40*** 

5. Job satisfaction  .171 3.35* 

    

 

 * P < 0.01 

 * Not significant at 0.05 level.  
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APPENDIX –F 

 

Pearson Correlation Analysis showing the relationship between Age and different 

situational variables (N = 374) 

 

TABLE-5:5 

 

 Variables   r t 

1. Work involvement  .382 7.98* 

2. Need satisfaction 

experienced on job 

.215 4.26* 

3. Organization 

socialization  

.577 13.63* 

4. Attitude towards 

organization  

.378 7.89* 

5. Job satisfaction  .455 9.88 

    

 

 * P < 0.01 
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APPENDIX-G 

 

Pearson Correlation Analysis showing the relationship between Age and different 

situational variables (N = 374) 

 

TABLE-5:6 

 

 

 Variables   r t 

1. Work involvement  .401 8.46* 

2. Need satisfaction 

experienced on job 

.253 5.06* 

3. Organization 

socialization  

.577 13.63* 

4. Attitude towards 

organization  

.350 7.22* 

5. Job satisfaction  .520 11.75 

    

 

 * P < 0.01 
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APPENDIX –H 

 

Pearson Correlation Analysis showing the relationship between Age and different 

situational variables (N = 374) 

 

 

TABLE-5:7 

 

 

 Variables   r t 

1. Work involvement  .422 8.99* 

2. Need satisfaction 

experienced on job 

.072 1.40*** 

3. Organization 

socialization  

.350 7.22* 

4. Attitude towards 

organization  

.378 7.89* 

5. Job satisfaction  .359 7.43* 

    

 

 * P < 0.01 

 * Not significant at 0.05 level.  
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APPENDIX –I  

 

Pearson Correlation Analysis showing the relationship between Age and different 

situational variables (N = 374) 

 

TABLE-5:8 

 

 Variables   r t 

1. Work involvement  .374 7.80* 

2. Need satisfaction 

experienced on job 

.236 4.70* 

3. Organization 

socialization  

.520 11.75* 

4. Attitude towards 

organization  

.455 9.88* 

5. Job satisfaction  .359 7.43 

    

 

 * P < 0.01 
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APPENDIX –J 

 

Pearson Correlation Analysis showing the relationship between Age and different 

situational variables (N = 374) 

 

TABLE-5:9 

 

Independent  

Variables  

Organizational Commitment   

R2 F-Value  

Age 0.017 6.53** 

Experience 0.017 6.65** 

Organizational socialization  0.16 71.49** 

Attitude towards organization   0.17 80.82** 

Work involvement  0.16 36.05** 

Need satisfaction experience on 

job  

0.15 63.66** 

 

 * P < 0.01 
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APPENDIX-K 

 

Stepwise multiple regression results for job satisfaction 

 

TABLE-5:10 

 

 

Independent 

Variable 

Moderatin

g 

Variable 

T 

Value 

Co-efficient R2 F-Ratio 

Organizational 

Commitment  

   0.140 60.77 

Organizational 

Commitment  

 7.42 0.333   

 Work 

involvemen

t  

2.51 0.204 0.154 33.985 

Organizational 

Commitment  

 5.263 0.253   

 Attitude 

towards 

organizatio

n 

4.74 0.149 0.189 43.399 

  4.95 0.238   

Organizational 

Commitment  

Attitude 

towards 

4.74 0.148 0.203 31.457 
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organizatio

n & 

 Work 

involveme

nt  

2.51 0.199   

Organizational 

Commitment  

 4.84 0.219 0.254 63.459 

 Need 

satisfaction 

experience

d on job 

7.54 0.259   

Organizational 

Commitment  

Need 

satisfaction 

experience

d on job 

3.61 0.171   

  6.56 0.231 0.274 46.581 

 Attitude 

towards 

organizatio

n 

3.13 0.097   

Organizational 

Commitment 

 4.18 0.185   

 Organizati

onal 

socializatio

n 

9.32 0.346 0.303 80.787 



239 

 

Organizational 

Commitment 

 2.94 0.136   

 Attitude 

towards 

organizatio

n & 

3.19 0.094 0.322 58.609 

 Organizati

onal 

socializatio

n 

8.50 0.320   

Independent 

Variable 

Moderating 

Variable 

T 

Value 

Co-efficient R2 F-Ratio 

Organizational 

Commitment 

 3.42 0.152   

 Need 

satisfaction 

experience

d on job & 

3.69 0.139 0.328 60.24 

 Organizati

onal 

socializatio

n  

6.35 0.268   

Organizational 

Commitment  

 2.51 0.116   

 1-Need 

satisfaction 

3.19 0.122   
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experience

d on job & 

 2-Attitude 

towards 

organizatio

n & 

2.61 0.077 0.340 47.61 

 3. 

Organizati

onal 

socializatio

n 

_______ 

6.08 

 

 

 

 

_______ 

0.257 

 

 

 

 

_________ 

 

 

 

 

 

_______ 

 

 * P < 0.01         

 

** P < 0.05 
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Annexure 

MODIFICATIONS 
In the recent study of several renouwned social scientists e.g. Frederick Taylor, 

Henry Fayol, Elton May(Particularly Hawthron studies), Gerry Johson (1998), 

Edgar Schein (1992), Steve Denning (2010) Sharitz ott and Jang (2011) 

contributed for the enhancement for productivity and motivation of the workers 

through different management techniques and styles. Brief of the following are 

there research work details. 

Frederick Taylor’stheory can be broken down into four general principles for 

management to enhance commitment:  

1. Actively gathering, analyzing, and converting information to laws, rules, or 

even mathematical formulas for completing tasks. 

2. Utilizing a scientific approach in the selection and training of workers. 

3. Bringing together the science and the worker so that the workers apply the 

scientifically developed techniques for the task. 
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4. Applying the work equally between workers and managers where 

management applies scientific techniques to planning and the workers 

perform the tasks pursuant to the plans. 

Fayol's14 Principles of Management focus on the entire organization rather than 

just the work. This portion covers the first seven of these principles to help 

motivate employees for higher productivity. 

Unlike Taylor's scientific management theory, Fayol believed that it was more than 

just work and workers. Managers needed specific roles in order to manage work 

and workers. This became known as the administrative school of management and 

was founded on the six functions, or roles, of management: 

1. Forecasting 

2. Planning 

3. Organizing 

4. Commanding 

5. Coordinating 

6. Controlling 

Principles 1-7 
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Further, Fayol's 14 Principles of Management focuses the following: 

1. Division of Work 

2. Authority 

3. Discipline 

4. Unity of Command 

5. Unity of Direction 

6. Subordination of Individual Interests to the General Interest 

7. Remuneration 

While Fayol's 14 Principles of Management are not as widely used as they once 

were, it is important to understand how the foundation of administrative 

management theory was developed to address the needs of the times. This macro 

approach was the first of its time.  

Management Theory of Henri Fayol 

Subsequent to Frederick Taylor and Henri Fayol theories to enhancing productivity 

and commitment, Elton Mayo the philosopher, author, Harvard professor, and 

designer of the 'Hawthorne Experiments,' significantly changed management 

science thinking.  

http://study.com/academy/lesson/subordination-of-individual-interests-fayols-principle-lesson-quiz.html
http://study.com/academy/lesson/what-is-administrative-management-theory-definition-functions-quiz.html
http://study.com/academy/lesson/what-is-administrative-management-theory-definition-functions-quiz.html


244 

 

Elton Mayo started his work at Hawthorne in 1924. The prevailing management 

theory at that time wasscientific management as  was defined by Frederick 

Winslow Taylor, who felt that standardization and enforced cooperation was the 

way to guarantee the highest work output from a team after conducting numerous 

time and motion studies to determine the best way to do specific jobs. 

“Hawthorne Studies” 

Hawthorne refers to a Chicago-based Western Electric plant. It had agreed to a 

study by the National Research Council at its plant to determine the impact on 

productivity of lighting changes on its 29,000 employees. 

Initially, two groups were selected, and the impact of lighting changes on their 

productivity was measured. It was found that any change in lighting - even making 

it worse - improved productivity, so the initial conclusion was that change in 

working conditions led to the improvements 

“Experiments at Hawthorne” 

In 1927, researchers were trying to determine the optimal amount of lighting, 

temperature, and humidity for assembling electronic components at Western 

Electric's Hawthorne plant. The results showed that lighting had no consistent 

effect on production. Researchers were frustrated to discover that increasing light 

increased output, but reducing light also increased output. The common factor, it 
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seemed, was that something in the work environment was changed, and that 

positive effects were then observed. 

After thoroughly examining the results, Elton Mayo and his fellow researchers 

determined that workers weren't responding to the change in lighting conditions, 

but instead were reacting to the fact that they were being observed by the 

experimenters. This phenomenon became known as the Hawthorne effect. The 

workers' awareness that researchers were measuring their productivity was 

sufficient to increase productivity. 

The identification of the Hawthorne effect led to the recognition of the importance 

of psychological and social factors at work. Further experiments over the next five 

years revealed that human factors played a large role in workplace motivation and 

productivity. Researchers manipulated factors like break times, pay, and the type 

of supervision. Each time, they found increases in output. 

GERRY JOHNSON 1988 

He highlighted three issues: the degree andnature of agency attributable to actors; 

the relationship of ‘micro’ activity to ‘macro’ social phenomena; and the potential 

for practical influence that can 

be derived from the research. He has developed various theoretical 

frameworks for practice, strategy is only now beginning to throw off 
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the narrow definitions of appropriate research set in its founding years. With 

Strategy as Practice, the strategy discipline is merely catching up with the 

progress of its sister disciplines. Here both philosophy’s new pragmatism and 

social theory’s rediscovery of activity have a great deal to offer. 

Edgar H. Schein discusses the key role of organizational leadership in 

organizational culture, and the intertwining problems associated with each. 

Organizational culture is defined as the basic assumptions and beliefs shared by 

members of an organization. These are learned, operate unconsciously, and 

essentially define an organization's view of itself and its environment. Though 

cultural differences are reflected in companies, each company also has an 

individual culture that modifies local or national cultures. Taking an 

interdisciplinary perspective, he analyzes the maturing research in the field of 

organization studies - the available ethnographic methods, participant observation, 

qualitative research, and clinical research. Results indicate that culture functions to 

solve an organization's basic problems of (a) surviving in the external environment 

and (b) integrating its internal processes to ensure its continued survival.  

 

Thus, the above studies of different management styles influence in the 

commitment materialize to be characterized by inconsistent findings. They suggest 

http://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?per_id=25917
http://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?per_id=25917
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personality differences should be moderated by an opportunity to fulfill a particular 

need. 

 

In short researchers in the literature on organizational commitment prefer the said 

management style with the consideration of the relationship between robust of 

individual values and needs to organizational values and wants for the stronger 

level of commitment. 

 

 

 

 

 

 

 


