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Abstract 

This paper examines the relationship among compensation, training & development, 
supervisory support and organizational commitment in cellular service industry of Pakistan. 
Organizational Commitment Questionnaire (Meyer and Allen, 1997) helped to measure the 
organizational commitment of employees on 5-point likert scale. Participants of the research 
study included 126 employees of five cellular service providers of the country. Statistical 
analysis conducted through SPSS shows significant positive relationship between the 
independent and dependent variables. 

 
Key Words: Compensation, Training and Development, and Supervisory Support & 

Organizational commitment. 

Introduction 

Human resources are considered as the most dynamic resource in comparison of others 
such as physical, financial and technological resources. This might be the reason that 
organizations are investing in enhancing human capital. According to Barney (1991) human 
capital includes experience, judgment, intelligence, training and an insight of operational work in 
a firm.  Retention of the human capital ensures the long term success of the business. This might 
be the reason managers look for ways to develop long-term commitment with the organization.  
However, if an employee is leaving an organization voluntarily and forcefully, it not only push 
towards complete recruitment and selection cycle but also involves additional cost in terms of; 
lost knowledge; mourning, coworkers sense of insecurity, orientation, assimilation and post 
hiring training.  

Organizations that can create work environments that attract, motivate and retain hard-
working individuals will be better positioned to succeed in a competitive environment that 
demands quality and cost-efficiency. As a result of the emphasis on performance and result 
orientation, researches and organizations have stressed effective human resources management 
strategies such as better compensation, training & development and supervisor support, etc. This 
demands a change in corporate culture, in which everyone must adopt the new principles and 
values, particularly senior managers. 

Government of Pakistan is trying to make the corporate sector feasible for investment and 
for overall uplift of economy because organizations from different industries are playing a 
significant role in the economic development of Pakistan e.g. telecommunication, banking and 
oil & gas sector. Despite their economic importance, different organizations suffer from a variety 
of structural and institutional weaknesses. This has constrained their ability to take full advantage 
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from rapidly advancing process of globalization but professionally and nonprofessionally human 
resources management is inside in different organizations.  

Literature Review 

One of the most pressing problem facing organizations today is how to motivate 
employees to work more productively and to increase their feelings of satisfaction, involvement, 
and commitment. If employees are highly satisfied with their work, coworkers, pay, supervision 
and derive high level of overall job satisfaction with their jobs, they are more likely to be 
committed to the organization than if they are not satisfied. One usually feels obligated and 
committed to the source that offers satisfaction and happiness. Commitment indicates a relatively 
high degree of involvement and acceptance of goals and objectives of the organization. 
Commitment is an important factor in organizational effectiveness, especially at a time when 
competition is so intense. Commitment is important to research institutes and organizations 
because of the desire to retain a strong workforce. 

Commitment has been defined in various ways. Steer (1977) refers Commitment to 
congruence between the goals of the individual and the organization whereby the individual 
identifies with and extends effort on behalf of the general goals of the organization.  

To Northcraft and Neale (1996), commitment is an attitude reflecting an employee’s 
loyalty to the organization, and an ongoing process through which organization members express 
their concern for the organization and its continued success and well being. 

Mowday, Porter, and Steer (1982) see commitment as attachment and loyalty. These 
authors describe three components of commitment: 

An identification with the goals and values of the organization; 
A desire to belong to the organization; and A willingness to display effort on behalf of 

the organization. Commitment is a broader concept and tends to withstand transitory aspects of 
an employee’s job. It is possible to be dissatisfied with a particular feature of a job while 
retaining a reasonably high level of commitment to the organization as a whole. When creating a 
commitment strategy, Amstrong, (1999) asserts that “it is difficult to deny that it is desirable for 
management to have defined strategic goals and values. And it is equally desirable from 
management point of view for employees to behave in a way that support those strategies and 
values.” Creating commitment includes communication, education, training programs, and 
initiatives to increase involvement and ownership and the development of performance and 
reward management systems. 

Becker (1960) was the earliest commitment research founder for this study. Becker 
proposes that organizational commitment is built on the principle of consistent behavior: 
“Commitment comes into being when a person, by making a side bet, links extraneous interests 
with a consistent line of activity”. Side bets are defined as anything the employees would view as 
valuable or that he/she has made an investment such as time, effort, money, pension plans, work 
relationships, and organizational specific skills. Consequently when the employee discontinues 
the employee-employer relationship, these investments are lost. Becker theory view commitment 
as a behavioral approach that predisposes employees to consistently engage in those behaviors as 
a result of the accumulation of “side bets” that would be lost if the behaviors were discontinued. 
Additionally, these investment or valuables would be lost if the employee severed their 
relationship with the organization. Thus the employee would have to consider the possible 
negative consequences of leaving and evaluate the potential rewards for continued service. 
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Etzione (1961) suggests a commitment model focusing on employee compliance with 
organizational objectives. This commitment relationship is based on the argument that any actual 
or perceived authority or power organizations have over individuals is rooted in the nature of 
employee commitment in the organization. This means organizations have substantially less 
authority or power over employees who have lower level of commitment. Etzioni (1961)  
concludes that when employees have higher level of commitment to organizational objectives, 
the organization will have more authority or power over these same employees. 

Mottaz, J. C. (1987) model suggests that as work rewards increase-it will first have the 
effect of increasing organizational commitment; and second, this increase in rewards increases 
satisfaction, which in turn also significantly increases commitment. A number of important 
findings tend to emerge from their present analysis. Perhaps the most significant of these 
findings is that work satisfaction and organizational commitment have reciprocal estimated 
effects. Loui (1995) examined the relationship between the broad construct of organizational 
commitment and the outcome measures of supervisory trust, job involvement, and job 
satisfaction. In all three areas, Loui (1995) reported positive relationships with organizational 
commitment. More specifically, perceived trust in the supervisor, an ability to be involved with 
the job, and feelings of job satisfaction were major determinants of organizational commitment. 

Compensation 
Compensation is the salary and benefits an employee receives from an organization for 

his services. It is said to be a controversial factor in relationship with organizational commitment 
and its dimensions. Only highly paid contract employees are leaving from private organizations 
while almost all the low paid Government employees intends to stay till their age of 
superannuation. 

Miceli M. P. and Mulvey P W (2007) concluded that Satisfaction with the pay system 
was strongly related to perceived organizational support, which – as in prior research – 
influenced commitment to the employer. 

Nijhof, W. J, Jong, M. J, Beukhof, G. (1998) did not found any meaningful correlation 
between the salary and commitment. 

Mottaz, J. C. (1987) reported the extrinsic organizational rewards of pay, fringe benefits, 
and the like, appear to have a relatively small but significant effect on satisfaction, but virtually 
no effect on commitment. The results further indicate that work rewards, and in particular 
intrinsic rewards, are the key predictors of work satisfaction. Moreover, intrinsic rewards are 
important predictors of organizational commitment. Thus, intrinsic rewards are estimated to have 
both an indirect effect (through satisfaction) and a direct effect on commitment. 

Apparently, it seems natural that there is a positive relationship between annual income 
and overall organizational commitment. Some findings have conflicting opinions, perhaps due to 
the variation of cultures and economics systems/conditions of the places in which researches 
were conducted but most of the findings favor the opinion that Compensation has directly or 
indirectly positive relationship with organizational commitment. This study is to repeat the work 
in Cellular service industry of Pakistan. Consistence with this discussion, it is expected that 
Compensation will relate to organizational commitment. Thus a hypothesis is set-up a follows: 
H1: The more Compensation is given to employees, the more their commitment will be 

increased to their organizations. 
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Training and Development 
HRD function can play a role in informing employees of the benefits of training and 

enhancing motivation to learn from training (Bartlett and Kang, 2004). For young professionals, 
training fulfills their curiosity to understand new state of the art systems. Successful training to 
the ambitious learners develops them to a higher mental level. 

As (Ahmad & Abu Bakar, 2003) stated that Training and Development of an employee 
by an employer has significant impact on organizational commitment. It therefore appears that 
encouragement from trainers or top management influences an employee’s sense of attachment 
to the organization and feelings of moral obligation to stay. The training environment appeared 
to be the most important predictor of organizational commitment. In addition, (Ahmad et. Al., 
2003) stated that the availability of training, support for training, motivation to learn, training 
environment, perceived benefits of training were all significantly correlated with affective 
commitment, normative commitment and overall organizational commitment. The training 
environment and perceived benefits were also significantly correlated with continuance 
commitment. However the availability of training, support for training and motivation to learn 
were not significantly correlated with continuance commitment. 

Literature reveals positive impact of Training & Development on job commitment. This 
study is to repeat the work in Cellular service industry of Pakistan. Consistence with this 
discussion, it is expected that Training & Development and will relate to organizational 
commitment. Thus a hypothesis is set-up a follows: 
H2: The more training and development is arranged for employees, the more their 

commitment will be increased to their organizations. 

Supervisory Support 
Supervisory support plays a considerable role in influencing organizational commitment. 

As Jermgan, I. E and Beggs, J. M (2005) stated Supervisor behaviors and actions that reinforce 
such attitudes and feelings by subordinates should support a sense of moral commitment by 
subordinates. Immediate supervisors can build trust, inspire a shared vision, encourage creativity, 
emphasize development and recognize accomplishments. Five supervisor behaviors were found 
to be important: how the supervisor reacts to mistakes, consistency of the supervisor’s behavior 
toward all subordinates, showing concern for employees’ career progress, supervisor’s technical 
competence, and backing up employees with other managers.  

Mottaz, J. C. (1987) found extrinsic social rewards of supportive supervisors and co-
workers to have a fairly strong impact on work attitudes of juniors. Jermgan, I. E and Beggs, J. 
M (2005) sated that an employee’s satisfaction with his or her supervisor can be an important 
factor associated with that person’s commitment to the organization. 

Managers who are consistent in their behavior toward these individuals are sending the 
message “What you are doing is what we want; keep doing it.” When managers express concern 
for career progress, committed subordinates may see this as acknowledgment of their dedication 
and contribution to the organization. This study is to repeat the work in Cellular service industry 
of Pakistan. Consistence with the discussion, it is expected that Supervisory Support will relate 
to organizational commitment. Thus a hypothesis is set-up as follows: 
H3:  The more the supervisory support is available to employees, the more their commitment 

will be increased to their organizations. 
In nutshell, this research was devised in finding the relationship between compensation, 

training & development and supervisor support with organizational commitment in cellular 
service industry of Pakistan. As concluded in previous study, compensation is assumed the most 
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effective predictor of employee’s commitment as it can fulfill needs and wants of employees and 
the primary purpose of their employment. Training and development helps employees in their 
career progress and future employability. Supervisory support helps employees in their 
performance, guides in job related matters, employee career progress, removes internal fear, etc. 

Research Methodology 

Objectives of Research Study 
The broader purpose of the present study was to explore the association between 

Compensation, Training & Development and Supervisory Support with organizational 
commitment. 

 
Figure-I( Theoretical Framework and Research Model ) 

Subjects and Participants 
Information technology sector in general and telecom sector in particular of Pakistan is 

rapidly progressing from the last decade especially cellular companies have experienced 
exponential growth. Therefore, firms working under such umbrella were approached to test the 
five hypothetical factors having influence on organizational commitment. Non-probability 
convenience sampling method was used to randomly select incumbents.  

Procedure 
Responses were collected from various hierarchical levels. However an attempt was 

made to consider employees having at least five years of working experience with the existing 
employers to ensure their organizational commitment and further investigation could be made to 
know the reasons behind this prolonged stay. Total five cellular companies were actively 
operating in Pakistan such as Mobilink, Ufone, Telenore, Warid and Zong. Therefore, forty (40) 
questionnaires were distributed in each company. Overall two hundred (200) questionnaires were 
assumed reasonable to get representative results. 

Instrumentation and Measures 
Mostly in primary researches, questionnaire survey is considered as the most effective 

approach to measure attitude. Meyer and Allen’ (1997) Organizational Commitment 
Questionnaire (OCQ) was adopted to collect responses. The Organizational Commitment 
Questionnaire (OCQ) is a self-scoring questionnaire. Employees were requested to respond to all 
questions up to the best of their knowledge with reference to their feelings. Response to each 
item was rated using a 5-point Likert Scale.  
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Compensation, Training and Development, and Supervisory support were measured 
through self-constructed items using likert scale ranging from strongly disagree (1) to strongly 
agree (5). 

The questionnaire was also accompanied with a detailed demographical portion 
measuring age, gender, and education, tenure of employment, monthly income, marital status, 
supervision and length of time with current supervisor. All the demographical factors were 
measured through nominal scale and the respondents were asked to encircle relevant boxes.  

Distribution and responses 
As stated above, forty (40) copies of the questionnaire were given to each company 

making the figure 200 for all five (5) active companies. One hundred and twenty six (126) were 
received back for final analysis. Details are as under: 

 
Company Questionnaire’s 

Distributed 
Responses 
Received 

%age 
Response 

Ufone 40 36 90.0 

Warid 40 19 47.5 

Telenor 40 21 52.5 

Mobilink 40 29 72.5 

Paktel (China Mobile) 40 21 52.5 
Table-1 Distribution and Responses 

Data Analysis 

Data analysis was done to determine how the units covered in the research project 
respond to the items under investigation. Descriptive statistics, Pearson product moment 
correlation and multiple regression methods were employed to analyze the collected data. 
Figures obtained from MS-Excel statistical part was interpreted to come at conclusion and 
implications.  

First section of the Questionnaire collected demographic data of respondents and it has 
eight (8) questions. This section helped in understanding about the type and quality of manpower 
of the industry. While majority of employees are Male, result shows that the industry inducted 
reasonable number of Female employees. This trend is new in Pakistan. Private companies’ 
employees are mostly of very productive age group. Only a small fraction is in higher age and 
those might be in higher management. Unfortunately there is no Ph. D employee and this might 
be due to the nature of industry requirements of non-research type of employers that can fulfill 
their requirements with Masters Qualification. The outcome of survey is detailed in below table 
2: 
Descriptive statistics were used to examine Mean, Median, Mode, Standard Deviation and other 
information. All the items were measured using likert scale with 5 points. The outcome explains 
the intensity of Organizational commitment which is positively skewed as Mean (3.24)> Median 
(3.17)> Mode (3.00).  
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Sex 
Male  66% 

  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  

Supervise Others 
Yes 56% 

Female 34% No 44% 

Time worked for 
the Company 

< 1 year 8% 

Years with 
immediate 
supervisor 

< 1 year 10% 

1 to 5 years 3% 1 to 5 years 2% 

6 to 10 years 53% 6 to 10 years 47% 

> 10 years 36% > 10 years 42% 

Age Group 

< 26 years 28% 

Monthly Earning 

< 30,000 21% 

27 to 35 years 55% 30,000 to 50,000 45% 

36 to 45 years 14% 50,000 to 100,000 21% 

46 to 55 years 3% 100,000 to 200,000 8% 

56 to 65 years 1% 200,000 to 300,000 2% 

> 66 years 0% > 300,000 2% 

Education 

Bachelor’s Degree 34% 
Marital Status 

Married 55% 

Master’s Degree 60% Un-Married 45% 

M.Phill 6%       

Doctorate 0%       

Table 2. Demographic Statistics 
 

Higher Mean values greater than 3.00 for all variables give central tendency of received 
data. This occurs when mean is increased by high values. So majority of the employees favored 
idea that increase in Compensation, better Training & Development and Supervisory support 
increases Organizational Commitment. Mode varies from 3.00 to 3.45 for different variables. So 
majority of respondents have given positive response. Standard deviation varies from 0.46 to 
0.66 for different variables which reflects the pattern of scatter diagram. The standard deviation 
is also important as it depicts an indication of the average distance from the mean. A low 
standard deviation would mean that most observations cluster around the mean. 

 

Measurement Organizational 
Commitment Compensation Training & 

Development 
Supervisory 

Support  

Mean 3.24 3.42 3.40 3.26 

Standard Error 0.04 0.06 0.06 0.05 

Median 3.17 3.45 3.40 3.17 

Mode 3.00 3.45 3.40 3.17 

Standard 
Deviation 0.46 0.63 0.66 0.52 

Table 3. Descriptive analysis results 
 



8 

 
Figure 4 (Aggregate Mean Values) 
 

Correlation analysis determines the relationship as well as the extent of association 
between variables. Results of correlation analysis show that training and development is found 
significantly correlated with organizational commitment. Correlation value between training and 
development is found as 0.614 at 95% confidence level.  

Second highest correlation value is calculated as 0.614 between supervisory support and 
organizational commitment explaining slightly low relationship as compare to training & 
development and organizational commitment but still significantly high. 
 

Items  Organizational 
Commitment Compensation Training & 

Development 
Supervisory 

Support 

Organizational Commitment 1    

Compensation 0.60 1   

Training & Development 0.614 0.696 1  

Supervisory Support 0.605 0.563 0.636 1 

Table 5 (Correlation Matrix) 
 

Correlation value between compensation and organizational commitment remained as 
0.60 which is also significantly high but not like other two independent variables. Unlike 
previous studies relationship between compensation and organizational commitment is lower 
than the relationship observed between other two independent variables and dependent variable. 
The results are slightly different from earlier studies due to different social and economic 
environment of different communities. 

The results of correlation analysis supported the hypothesis H1 & H3

Regression analysis was applied to know the interdependence of two variables. Results 
show that total 47 % of the variation in organizational commitment is explained by the three 
predicting variables of this study.  The values of correlation coefficients are found as 0.19, 0.17 
and 0.27 for compensation, T&D and Supervisory Support respectively. While the t values for all 
the independent variables remained more than 2.4 showing significant relatedness and predicting 
qualities of the correlation coefficients. 

 that there is a 
positive relationship between compensation, training & development and supervisor support with 
organizational commitment in cellular service industry of Pakistan.  
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Regression Statistics 
Multiple R 0.698     

R Square  0.487     

Adjusted R Square 0.474     

Standard Error 0.335     

Observations 126     

  Coefficients Standard 
Error t Stat 

Intercept 1.125 0.203 5.538 
Compensation 0.19 0.068 2.78 
Training & Development  0.168 0.07 2.412 
Supervisory Support  0.273 0.077 3.573 

Table 6 (Regression Table) 
 

In nutshell, regression analysis shows that 47% of the organizational commitment among 
employees depends upon compensation, T&D and Supervisory Support while rest of 53% 
dependence is unexplained or explained by other variables which are not taken in this study. By 
analyzing the data regression equation is formed as Y = 1.125 + 0.190X1 + 0.168X2 + 0.273X3

 

+ 
E, which can be used to predict criterion variable. 

Discussions and Findings 

This study discussed organizational commitment with reference to Human Resource 
Management by integrating management subject’s knowledge into a definite conclusion. Human 
Resource is the paramount organizational resource and the means to accomplish exceptional 
performance. To convert an organization as high performing workplace, organizations should 
develop strong commitment and commitment can be developed through different means but this 
research has established the vitality of three variables such as training and development, 
compensation and supervisory support. 

Relationship between independent variables and dependent variable is found significant. 
Especially highest correlation is observed between training and development and organizational 
commitment suggesting that when employees are imparted new skills and knowledge on 
consistent basis through training sessions then it leads toward higher level of organizational 
commitment. Employees feel a moral obligation to remain with respective employer and 
emotionally attached with this organization. 

A high relationship between supervisory support and organizational commitment reveals 
that when supervisors provide feedback about how well an employee is performing and 
subsequently reward incumbent if performance level exceeds from desired standard then it 
establishes loyalty for the organization in a way that employee perceives the problems of the 
organization as their own. 

Compensation is also concluded highly related with organizational commitment. All it 
shows that when employees are highly satisfied with emoluments offered by the organization 
and gradual increments after predetermined period then it foster strong sense of belonging to the 
organization. 
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Total organizational commitment is found largely dependent upon the compensation, 
T&D and Supervisory Support. It apprises that generally for each organization and particularly 
for the organizations operating under telecom sector, if development opportunities are available 
for employees, supervisor acknowledges performance and compensation is adequate enough to 
meet the daily livings then all it contributes towards sense of loyalty with the organization. 

The 1st

Findings regarding Supervisory Support indicate that it is the supervision that retains 
employees into the fold of organizations. Supervisor’s consistency of behavior toward 
subordinates, showing concern for career progress, employee’s satisfaction with the supervisor’s 
technical competence, unbiased performance appraisals, and good work related behavior all 
contribute to the commitment of the employees to the organization. Responses indicate that most 
of the employees feel moral obligations to remain committed to their organization due to positive 
supervision. So management should closely monitor this important determinant.  

 determinant i.e. Training and Development plays two fold roles. First it provides a 
career ladder to employees within the organization by enhancing their skill and expertise that 
enhances their performance and eventually contributes in promotions. Secondly, it prepares a 
sort of future job security in the form of experience and expertise. Responses show that 
employees of cellular companies like to get training for better utilization of their skills needed 
for the job.  

Compensation is the third best source of employee’s commitment to their organization as 
findings suggest that more and more compensation enhances commitment. Therefore 
management must consider this factor as a little increase in compensation would give highly 
committed employees to organization.   

Practical Implications 

The research is conducted in view of the importance of organizational commitment for an 
employer in cellular service industry of Pakistan. Findings of this research indicates that all three 
determinants (Compensation, Training and Development, and Supervisory support) are 
positively correlated so management should pay its special attention to all of them. Some key 
implications are as follows; 

1. Pay and benefits of the employees must be equitable internally and competitive externally 
to enhance organizational commitment among employees. 

2. Training should be a regular feature of the organization and training needs can be determined 
through a process of training needs analysis as well as performance appraisals system.  

3. Furthermore training objectives should be realistic and aliened with business strategy of the 
organization 

4. Supervisors need to provide consistent feedback to the employees about their performance 
and appreciate the outperformers.  

5. Supervisors should be flexible enough to tailor his role according to the situational 
demands. He may work as mentor, couch, team member and counselor so that the 
organization could meet the demands of ever changing environment.  

 



11 

References 

1. Ahmad, K.Z., & Abu Bakar, R. (2003). The association between training and 
organizational commitment among white-collar workers in Malaysia. International Journal 
of Training and Development, 166-185. 

2. Angle, H. & Perry,J. (1981). An empirical assessment of organizational commitment and 
organizational effectiveness. Administrative Science Quarterly, 26, 1-4. 

3. Aven, F.F. (1988). A methodological examination of the attitudinal and behavioral 
components of organizational commitment. Doctoral dissertation, University of Colorado, 
Boulder. 

4. Bartlettand, K.R., & Kang, D.S.(2004). Training and organizational commitment among 
nurses following industry and organizational change in New Zealand and the United States. 
Human Resource Development International, 423–440. 

5. Barney, J. (1991) “Firm Resources and Competitive Advantage”, Journal of Management, 
Vol-17, No-1, pp-99-120  

6. Brown, B.B. (2003). Employees Organizational Commitment and their Perception of 
Supervisors Relations-Oriented and Task-Oriented Leadership Behaviors. PhD Thesis. 
Virginia Polytechnic Institute and State University. 

7. China mobile (Paktal) web site. Retrieved June 23, 2008, from 
http://www.zong.com.pk/about_cmcc.html 

8. Chiok F.L.J. (2001). Leadership behaviors: effects on job satisfaction, productivity and 
organizational commitment. Journal of Nursing Management, 191-204. 

9. Decoitiis, T & Summers, T. (1987). A path analysis of a model of the antecedents and 
consequences or organizational commitment. Human Relations, 40, 445-47. 

10. Dixon, M.A., Turner, B.A., Sagas, G.B.C.M., & Kent, A. (2005). Challenge is key: An 
Investigation of Affective Organizational Commitment in Undergraduate Interns. Journal 
of Education for Business, 172-180. 

11. Glisson, C., and Durick, M. (1988). Predictors of job satisfaction and organizational 
commitment in human service organizations. Administrative Science Quarterly, 33, 61-81. 

12. Jermgan, I.E., & Beggs, J.M. (2005). An Examination of Satisfaction with my Supervisor 
and Organizational Commitment. Journal of Applied Social Psychology, 2171-2192. 

13. Jermier, J. & Berkes, L. (1979). Leader behavior in a police command bureaucracy: A 
closer look at the quasi-military model. Administrative Science Quarterly, 24, 1-23. 

14. Lingard, H., & Lin, J (2004). Career, family and work environment determinants of 
organizational commitment among women in the Australian construction industry. 
Construction Management and Economics, 409-420 

15. Loui, K. (1995). Understanding employee commitment in the public organization. A study 
of the juvenile detention center. International Journal of Public Administration. 18 (8). 

16. Mann, F. (1965). Towards an understating of the leadership role in formal organizations. In 
R. Dubin (Ed), Leadership and Productivity. San Francisco, CA: Chandler. 

17. Mathieu, J., & Zajac, D. (1990). A review and meta-analysis of the antecedents, correlates, 
and consequences of organizational commitment. Psychological Bulletin, 171-194. 

18. Meyer, J., Stanley, D., Herscovitch, L., & Topolnytsky, L. (in press). Affective, 
continuance, and normative commitment to the organization; A meta-analysis of 
antecedents, correlates and consequences. 

19. Meyer, J., & Allen, N. (1984). Testing the ‘side-bet theory’ of organizational commitment: 
Some methodological considerations. Journal of Applied Psychology, 372-378. 

http://www.zong.com.pk/about_cmcc.html�


12 

20. Meyer, J., & Allen, N. (1991). A three-component conceptualization of organizational 
commitment. Human Resources Management Review, 61-89. 

21. Meyer, J., & Allen, N. (1997). Commitment in the workplace. Thousand Oaks, CA: SAGE 
Publications. 

22. Meyer, J., & Allen, N. & Gellatly, I. (1990). Affective and continuance commitment to the 
organization: Evaluation of measures and analysis of concurrent and time-lagged relations. 
Journal of Applied Psychology, 710-720. 

23. Meyer, J., & Allen, N., & Smith, C. (1993). Commitment to Organizations and 
occupations: Extension and test of a three-component conceptualization. Journal of Applied 
Psychology, 538-551. 

24. Meyer, J., Bobocel, D., & Allen, N. (1991). Development of organization commitment 
during the first year of employment: A longitudinal study of pre- and post-entry influences. 
Journal of Management, 717-733. 

25. Miceli, M., & Mulvey, P. (2000). Consequences of Satisfaction with Pay Systems: Two 
Field Studies. Industrial Relations, 62-87. 

26. Misumi, J. (1985). The behavioral science of leadership: An interdisciplinary Japanese 
research program. Ann Arbor: University of Michign Press. 

27. Mobilink web site. Retrieved June 23, 2008, from 
http://www.mobilinkgsm.com/about/index.php 

28. Morrow, P. (1993). The theory and measurement of work commitment. Greenwich, CT,: 
JAL. 

29. Morrow, P., & McElroy, J. (1993). Introduction: Understanding and managing loyalty in a 
multi-commitment world. Journal of Business Research, 1-2. 

30. Mottaz, C. J. (1987). An Analysis of the Relationship between Work Satisfaction and 
Organizational Commitment. The Sociological Quarterly, 541-558. 

31. Mowday, R., Steers, R., & Porter, L. (1979). The measurement of organizational 
commitment. Journal of Vocational Behavior, 224-247. 

32. Mowday, R.T., Steers, R.M., and Porter, L.W. (1982). Employees Organizational 
Linkages: The Psychology of Commitment, Absenteeism, and Turnover. New York: 
Academic Press. 

33. Nijhof, W, J et al. (1998). Employee commitment in changing organizations: an 
exploration. Journal of European Industrial Training, 243–248. 

34. Oganizational Commitment Questionnaire. Retrieved March 20, 2008, from 
http://scholar.lib.vt.edu/theses/available/etd-04072003-224349/unrestricted/BarbaraBrown-
4-22-03.pdf 

35. Porter,L,Steer,R., Mowday,R., Boulian,P. (1974). Organizational commitment, job 
satisfaction, and turnover among psychiatric technicians. Journal of Applied Psychology, 
59,603-609. 

36. Steers, R.M. (1977). Problem in the measurement of organizational effectiveness. 
Administrative Science Quarterly, 22, 45-56. 

37. Telenor web site. Retrieved June 23, 2008, from 
http://www.telenor.com.pk/about/history.php 

38. Thomas, J. L., & Blies, P. D. (2005). Interpersonal Conflict and Organizational 
Commitment: Examining Two Levels of Supervisory Support as Multilevel Moderators. 
Journal of Applied Social Psychology, 2375-2398. 

39. Ufone web site. Retrieved June 23, 2008, from http://www.ufone.com/about.aspx 

http://www.mobilinkgsm.com/about/index.php�
http://scholar.lib.vt.edu/theses/available/etd-04072003-224349/unrestricted/BarbaraBrown-4-22-03.pdf�
http://scholar.lib.vt.edu/theses/available/etd-04072003-224349/unrestricted/BarbaraBrown-4-22-03.pdf�


13 

40. Warid web site. Retrieved June 23, 2008, from http://www.waridtel.com/about/index.php 
41. Wiener, Y. & Vardi, Y. (1980). Relationships between job, organization, and career 

commitments and work outcomes: An integrative approach. Organizational Behavior and 
Human Performance, 26, 81-96. 


	Antecedents of Organizational Commitment
	A Study of IT Sector in Pakistan
	Abstract
	Introduction
	Literature Review
	Compensation
	Training and Development
	Supervisory Support
	Research Methodology
	Objectives of Research Study
	Subjects and Participants
	Procedure
	Instrumentation and Measures
	Distribution and responses
	Data Analysis
	Discussions and Findings
	Practical Implications
	References

