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Abstract

This study aims to examine the status of organizational commitment (affective commitment, continuance 
commitment, and normative commitment) in insurance companies and commercial banks of Nepal. This 
study is conducted utilizing a survey methodology with questionnaires serving as the primary tool. Six 
insurance companies and six commercial banks are covered by this study. A total of 360 questionnaires—30 
in each of the 12 organizations—have been distributed, and 225 (62.5%) of those that have been fully 
completed and returned are used for the study. The data are analyzed by using the latest version of the 
statistical package for social science (SPSS). Descriptive statistical tools like mean and standard deviation 
are used. The one-way analysis of the variance is used for determining the statistical differences between the 
organizational commitment dimensions found in two samples (insurance companies and commercial 
banks). Based on the results, affective commitment is found at a high level, normative commitment at a 
moderate level, and continuance at a low level in Nepalese insurance companies and commercial banks. 
Insurance companies show higher affective and normative commitment than commercial banks. Significant 
differences in judgments of affective and normative commitment between employees of Nepalese insurance 
companies and commercial banks are also revealed by analysis of variance. In fact, firms that have a strong 
organizational commitment are better able to keep employees, which put them in a better position to gain the 
advantages of a more devoted, engaged, and dependable workforces. Therefore, today's businesses must 
design workplaces that encourage more moral and emotional commitment among their employees.
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Introduction:

Organizational commitment is an essential factor 
that enables organizations to manage employee 
behavior (Narmatha & Amutha, 2023). In the 

workplace of today, organizational commitment 
has become one of the biggest challenges. 
Organizational commitment is a critical issue in 
today ' s  in tense ly  compet i t ive  bus iness 
environment because businesses are increasingly 



depending on their workforce to achieve 
sustainable competitive advantages. To keep up 
with the rapid improvements in technology, 
education, workforce diversity, organizational 
restructuring, and new methods of conducting 
business, these workforce members must be able to 
adjust, adapt, or change (Leow & Khong, 2009 
cited in Shrestha, 2016). Organizational 
commitment will be an issue in the future due to the 
complexity and many changes in today's 
organizations. In such a situation, organizations 
need to become more adaptable if they want to 
succeed in a market where competition has been on 
increasing. There is fierce competition in both the 
insurance companies and commercial banks. 
Therefore, these organizations must concentrate on 
how employees view organizational commitment.

Employees experience a feeling of commitment or 
loyalty to the firm they work for. Organizational 
commitment broadly refers to the degree of 
devotion people have to the organization they work 
for, the extent to which they are willing to sacrifice 
for the organization, and the chance that they will 
keep up their membership (Shrestha, 2019). It 
reflects the nature of the relationship that links 
employees to their organization (Houfaf Khoufaf, 
& Nouiri, 2023). It is the commitment of the 
personnel to their organizations that is referred to 
as organizational commitment. It has to do with 
how employees feel about their companies. 
Employees feel more connected to their 
organization as a result and desire to stay a member. 
According to Gautam (2003), committed 
employees are those who regularly attend work, 
protect business property, and support the 
organization's goals. Committed employees are the 
cornerstone of any flourishing business because 
they stick with it and keep working there (Shrestha, 
2020, 2015).

Organizational commitment makes it simpler to 
understand and understand employees' behavior in 

regard to their jobs inside firms. It determines the 
level of employee effort and performance 
(Mowday, Steers, & Porter, 1979; Klein, 2016; 
Klein, Molloy, & Cooper, 2009; Houfaf Khoufaf & 
Noui r i ,  2023) .  Pos i t ive  o rgan iza t iona l 
commitment fosters trust and productivity in the 
workplace. Organizational commitment has 
become a strong alternative for organizational 
management in the Nepalese environment in this 
regard. Therefore, the purpose of this study is to 
compare insurance companies and commercial 
banks  wh i l e  examin ing  v i ewpo in t s  on 
organizational commitment.

Literature Review

Conceptualization of Organizational Commitment

Committed employees are essential for the success 
of businesses. A commitment to an organization 
goes beyond merely being a formal member; it also 
includes one's attitude toward it and readiness to 
work tirelessly for it (Shrestha, 2016). In this 
regard,  organizat ional  commitment  is  a 
circumstance in which a worker supports a certain 
organization's objectives and desires to continue 
being a member of that organization (Robbins & 
Judge, 2007). It involves the level of employee 
ident i f ica t ion  wi th  the i r  employer,  the 
demonstrated commitment level, and their leave 
intention (Greenberg & Baron, 2008). This 
commitment primarily displays how devoted 
employees are to the organization. It describes the 
extent to which a company's employees feel a sense 
of ownership over its goals and a sense of pride in 
being a part of it (Akintayo & Ayodele, 2012; 
Shrestha, 2015). It is the desire on the part of the 
employee to put up significant effort for the 
institution's benefit, desiring to stay with it and 
accepting its primary goals and values is known as 
organizational commitment (Porter & Lawer, 1965 
cited in Herrera & Heras-Rosas, 2021). 
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Organizational commitment is a mindset with a 
wide range of definitions and measures. 
Limitations on what constitutes such commitment 
include: (1) an intense desire to work for a 
particular company, (2) a desire to blend in with the 
company, and (3) acceptance of the company's 
values and goals and specific beliefs. It is argued 
that employees that are committed will work with 
complete dedication, giving them the ability and 
willingness to take on greater responsibility to 
support the success and welfare of their firm. The 
psychological connection between employees and 
the organization led to the emergence of 
organizational commitment (Allen & Meyer, 1991; 
1993; 1997). In this way, the scientific literature on 
organizational commitment uses a variety of 
concepts and measures (Shrestha, 2016). In fact, 
organizational commitment is seen as a link 
between employees and their company is a 
common theme among all of its definitions and 
measures, notwithstanding differences.

Three Dimensions of Organizational Commitment

Organizational commitment has three dimensions 
(Robbins & Judge, 2007):

Affective Commitment

It is the first dimension of organizational 
commitment. This commitment is also known as 
emotional commitment. It is an attitudinal 
approach  or  phys io logica l  approach  to 
organizational commitment. Strongly devoted 
individuals, who identify with, participate in and 
enjoy belonging to the organization do so because 
of an affective or emotional commitment to it 
(Allen & Meyer, 1990). Strong affective 
commitment among employees causes them to feel 
as though they want to stay on the job (Meyer, 
Allen, & Smith, 1993). Mowday et al. (1979) 
motion that employees become more readily 
internalize key values when they have affective 

commitment, which will speed up the decision-
making process. Affective commitment is a 
positive emotional bond that a worker has with the 
business. An employee who is affectively devoted 
will, as a result, deeply identify with the 
organization's goals and desire to stay there (Meyer 
& Allen, 1997; 1991).

High-affective-commitment employees continue 
to work for the company because of a desire to do 
so. Such employees are happy to spend the rest of 
their careers working for the same employer. They 
experience a sense of belonging in their workplace 
and assume responsibility for any organizational 
issues. They feel a deep sense of emotional tie to 
their company, as well as a deep sense of purpose 
and belonging (Gautam, 2003). Affective 
commitment develops as a result of factors related 
to the workplace, such as the difficulty of the job, 
the level of employee autonomy, and the diversity 
of talents that they can use. The advantages for 
employees include increased sentiments of loyalty, 
belonging, and stability (Dunham et al., 1994; 
Konovsky & Cropanzano, 1991; Kim & 
Mauborgne, 1993). Thus, affective commitment is 
a psychological viewpoint that emphasizes the link 
that binds individuals to organizations (Herrera & 
Heras-Rosas, 2021). To start an affective 
commitment of their employees toward the 
organizations, they must make sure they have the 
qualities of empathy and emotional intelligence 
(Ahmad, 2018).

Continuance Commitment

Continuance commitment is the second dimension 
of organizational commitment. It is a calculative 
approach to organizational commitment (Meyer & 
Allen, 1997). It is the willingness to stay with a 
company due to an employee's "nontransferable" 
investment. Retirement, relationships with 
coworkers, and items that are unique to the 
company are all nontransferable investments. 
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Additionally, it takes into account things like the 
number of years the individual has worked there or 
any exclusive company advantages (Reichers, 
1985). 

Employees with a continuing commitment find it 
extremely difficult to leave their employer and 
believe that doing so would disrupt their lives. 
They believe they have insufficient alternatives to 
consider leaving the organization, thus they must 
stay. Because quitting would take significant 
sacrifice and other organizations would not offer 
the same overall benefits as the current 
organization, staying a member of the organization 
is one of the main reasons. They believe that they 
might consider working somewhere else if they 
had not previously contributed so much to their 
organization (Gautam, 2003). Alexander et al. 
(2010) argue that strong continuity commitment 
causes employees to stick with the company out of 
self-interest. According to Reza et al. (2010), 
continuity commitment is a connection to a 
company that is founded on knowledge of the costs 
of leaving. Thus, continuance commitment 
involves the cost of quitting and the reward of 
continuing to participate, and normative 
commitment is connected to the employee's sense 
of duty to stay with the company (Ahmad, 2018).

Normative Commitment

It is the third dimension of organizational 
commitment, which is also known as moral 
commitment. Normative commitment is a worker's 
duty to remain with the business. According to 
Allen and Meyer (1990), normative commitment 
focuses on the duty and/or moral connection that 
employees develop as a result of being exposed to 
the organization's objectives and guiding 
principles. It emphasizes doing what is right or 
moral to do. This commitment is the internalized 
pressure or sense of duty to keep working as a result 
of workplace norms and other societal norms. High 

normative commitment employees believe they 
should stick with the company (Bentein, 
Vandenberghe, & Stinglhamber, 2005). According 
to a study by Aube, Rousseau, and Morin (2007), 
employees who exhibit a high level of normative 
commitment feel obligated to stick with their 
current firm.

Employees who have a typical commitment 
attitude feel obligated to stick with their current 
employer. Even if leaving the group would have 
been advantageous, they feel better staying. They 
believe that their employer organization merits 
their devotion, and they would feel bad if they left. 
Due to a strong sense of duty to their fellow 
employees, these individuals owe a great deal to 
the company and do not leave. High normative 
commitment employees believe they should stick 
with the company (Bentein, Vandenberghe, & 
Stinglhamber, 2005). Strong normatively 
committed employees continue to work for the 
company because they believe they should (Meyer 
et al., 1993; Reza et al., 2010).

Research Gap

Many studies have worked to understand 
organizational commitment since it has been 
regarded as a crucial element in comprehending 
and explaining the behavior of employees in 
organizations connected to their work. A great deal 
of the study in this area is focused on developed 
countries. In Nepal, this idea is still relatively new 
and applicable to managing the behavior and 
attitude of employees. In this regard, this study 
highlights some of the existing status of 
organizational commitment based on the opinions 
of managers and employees working in Nepalese 
banking and insurance sectors.

Research Objectives

The main objectives of this study are as follows:
Ÿ To examine the status of affective commitment 
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in insurance companies and commercial banks.
Ÿ To examine the status of continuance 

commitment in insurance companies and 
commercial banks.

Ÿ To  examine  the  s t a tus  o f  normat ive 
commitment in insurance companies and 
commercial banks.

Research Methodology

Employees of Nepalese insurance companies and 
commercial banks participated in this study to 
assess three dimensions of organizational 
commitment. It is conducted utilizing a survey 
methodology with questionnaires serving as the 

primary tool. 

There are 14 life insurance companies (NIA, 2023) 
and 20 commercial banks. They are considered the 
population of this study.  Based on purposive 
sampling techniques, this study covers six 
insurance companies and six commercial banks. A 
total of 360 questionnaires—30 in each of the 12 
organizations—have been distributed, and 225 
(62.5%) of those that have been fully completed 
and returned are used for the study (Table 1). These 
replies were gathered from the head offices, 
corporate offices, and branch offices of the selected 
insurance companies and commercial banks.

Table 1
Nature of companies surveyed and response rate

Nature of  Number of  Distributed  Total distributed  Total received Response 
companies companies questionnaires questionnaires questionnaires rate (%) 

Insurance Companies 6 30 180 109 60.6

Commercial Banks 6 30 180 116 64.4

 Total  360 225 62.5

Employees '  self-reported perceptions as 
determined by a six-point scale are based on a 
Likert style scale (1 being completely disagree, to 6 
being completely agree). Employees'' perception 
of affective commitment is assessed using seven-
item scale, views of continuation commitment are 
assessed using a six-item scale, and perceptions of 
normative commitment are assessed using an Allen 
and Meyer (1990) four-item scale. The statements 
have been slightly adjusted to reflect the situation 
in Nepal.

The data are analyzed by using the latest version of 
the statistical package for social science (SPSS). 

Descriptive statistical tools like mean and standard 
deviation are used. The one-way analysis of the 
variance is used for determining the statistical 
d i ffe rences  be tween the  organiza t ional 
commitment dimensions found in two samples 
(insurance companies and commercial banks).

Cronbach's Alpha is used in this study to assess 
each variable's reliability (internal consistency). 
Table 2 below lists the variables, their summary, 
the number of items used to measure each variable, 
and the results of the reliability test for each 
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Table 2
Reliability coefficients for the dimensions of organizational commitment

Dimensions of organizational commitment Number of items Cronbach alpha

Affective commitment 7 0.82

Continuance commitment 6 0.91

Normative commitment 4 0.84

As presented in Table 2, all of the variables' 
Cronbach's alpha values from this study are higher 
than the significance level of 0.70. All of the factors 
employed in this study are therefore fairly reliable.

Analysis and Research Findings

This section presents how affective, continuance, 
and normative commitment are perceived by 

employees  of  insurance companies  and 
commercial banks.

Status of Affective Commitment

This section compares the views on affective 
commitment perceived by employees of insurance 
companies and commercial banks:

Table 3
Status of affective commitment in insurance companies and commercial banks

1.

2.

3.

4.

5.

6.

7.

Items of affective commitment
S.D.

0.83

0.79

0.63

0.6

0.76

0.75

0.78

0.74

S.D.

0.78

0.76

0.59

0.57

0.74

0.73

0.74

0.71

Mean

4.57

4.83

5.03

5.1

4.99

5.01

4.95

4.93

Mean

4.61

4.86

5.07

5.14

5.03

5.05

4.99

4.96

Commercial banksInsurance companies

I would be delighted to work for this company for the 
remainder of my career.

I like talking with individuals outside of my organization 
about it.

I genuinely believe that I am responsible for the 
organization's troubles.

I certainly feel like a member of the family at my job.

I genuinely feel "emotionally attached" to this company.

This organization holds a lot of personal significance for me.

I certainly have a 'strong' sense of belonging to my company.

Average

S.N.

The findings reveal that insurance companies' 
employees (mean = 4.96, S.D. = 0.71), as 
compared to those of commercial banks (mean = 
4.93, S.D. = 0.74), tend to express higher levels of 
affective commitment.

Status of Continuance Commitment

This section compares the views on continuance commitment 
perceived by employees of insurance companies and 
commercial banks:
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Table 4
Status of continuance commitment in insurance companies and commercial banks

1.

2.

3.

4.

5.

6.

Items of continuance commitment
S.D.

1.09

1.10

0.89

0.92

0.99

1.13

1.02
    

S.D.

1.03

1.07

0.82

0.89

0.97

1.06

0.97

Mean

4.02

4.28

4.46

4.23

4.28

4.59

4.31

Mean

4.09

4.33

4.53

4.28

4.33

4.66

4.37

Commercial banksInsurance companies

I'm worried about what would happen if I left my work 
without a backup plan.

It would be very difficult for me to leave my employer at this 
time, even if I wanted to.

Right now, it's more about necessity than a desire to continue 
with my company.

I believe I have very few possibilities to think about leaving 
this company.

Lack of access to alternatives would be one of the few 
negative aspects of quitting this company.

The fact that quitting this company would take significant 
personal sacrifice and that I would not receive as many perks 
elsewhere is one of the main reasons I still work here.

Average

S.N.

The findings indicate that insurance companies' 
employees (mean = 4.37, S.D. = 0.97), as 
compared to those of commercial banks (mean = 
4.31, S.D. = 1.0.2), tend to express higher levels of 
continuance commitment.

Status of Normative Commitment

This section compares the views on normative 
commitment perceived by employees of insurance 
companies and commercial banks:

Table 5
Status of normative commitment in insurance companies and commercial banks

1.

2.

3.

4.

Items of normative commitment
S.D.

0.6

0.64

0.91

0.90

0.78

S.D.

0.54

0.59

0.87

0.87

0.74

Mean

5.23

4.19

3.92

3.89

4.31

Mean

5.28

4.23

3.94

3.92

4.40

Commercial banksInsurance companies

I do think a person needs to be committed to their company 
at all times.  

I wouldn't think it was right to leave this company even if I 
had a better job offer elsewhere.  

I was raised to think highly of remaining with a single 
organization.

When workers spend the majority of their careers at one 
organization, things are better.

Average

S.N.
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The findings indicate that insurance companies' 
employees (mean = 4.40, S.D. = 0.74), as 
compared to those of commercial banks (mean = 
4.31, S.D. = 0.78), tend to express higher levels of 
normative commitment.

Another area that needs research relates to the 
variations in organizational commitment between 

insurance companies and commercial banks. In 
this part, analyses of variance have been carried out 
to determine the statistical differences between the 
commitment components found in these two 
samples. The findings of a one-way analysis of the 
variance of commitment components between 
insurance companies and commercial banks are 
shown in Table 6.

Table 6
Analyses of variances of three dimensions of organizational commitment between insurance companies 

and commercial banks

Organizational commitment  Groups Sum of Squares df Mean Square F Sig.

Affective commitment Between Groups 1181.249 1 1181.25 101.3 0.00**

 Within Groups 2600.111 223 11.6597    

 Total 3781.36 224      

Continuance commitment Between Groups 1900.848 1 1900.85 120.9 0.03*

 Within Groups 3505.935 223 15.7217    

 Total 5406.782 224      

Normative commitment Between Groups 201.0932 1 201.093 36.47 0.00**

 Within Groups 1229.547 223 5.51366    

 Total 1430.64 224      

Significant at *p<0.05, **p<0.01.

The results show that the difference between 
affective and normative commitment is evidently 
significant at the p<0.01 level of significance, but 
the difference between continuing commitment is 
significant at the p<0.05 level of significance. This 
leads to the conclusion that, in the eyes of 
employees from insurance companies and 
commercial banks, they exhibit varying degrees of 
a f f ec t i ve ,  con t i nuance ,  and  no rma t ive 
commitment.

Discussion 

Business organizations must create human 
resources that have a deep commitment to their 
strategic goals and are organized and productive 
(Herrera & Heras-Rosas, 2021). Understanding a 
worker's level of commitment to their work is 
crucial from a management standpoint in order to 

assess their level of commitment to the daily 
responsibilities that are assigned to them (Bhat, 
n.d.). Therefore, in the modern, fiercely 
competitive corporate world, organizational 
commitment ,  of ten known as  employee 
commitment, is a crucial issue. Organizational 
commitment is affected by their duty to do so, their 
sense of moral obligation, and their desire to be a 
part of it (Jaros et al., 1993). In order for companies 
to manage employee behavior, organizational 
commitment is a crucial component (Narmatha & 
Amutha, 2023).  All three organizational 
commitment dimensions, such as affective 
commitment (the emotional attachment an 
employee has to the company), continuance 
commitment (the amount of dedication at which a 
worker would believe that quitting the organization 
would be costly), and normative commitment (the 
degree of dedication when an employee feels 
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compelled to remain with the organization because 
they think it is the morally correct thing to 
perform.), are crucial for organizational success.

Based on the results, affective commitment is 
found at a high level, normative commitment at a 
moderate level, and continuance at a low level in 
Nepalese insurance companies and commercial 
banks. Insurance companies show higher affective 
and normative commitment than commercial 
banks. Significant differences in judgments of 
affective and normative commitment between 
employees of Nepalese insurance companies and 
commercial banks are also revealed by analysis of 
variance.

Companies' top priorities should be to increase 
organizational commitment (Herrera & Heras-
Rosas, 2021). They should inspire employees to 
make a considerable effort for the benefit of the 
business. Additionally, they must foster an 
atmosphere that encourages employees to want to 
stay with their companies. Companies can promote 
a sense of affective commitment by creating desire, 
desires, and emotions in employees' minds (Bucăţa 
et al., 2022). Furthermore, effective affective 
commitment can be increased by getting 
employees to accept the organization's ideals and 
aims in exchange for specific psychological 
benefits like recognition or support (Herrera & 
Heras-Rosas, 2021; Mowday et al., 1979; Shrestha, 
2016;). On the other hand, companies must focus 
on increasing expenses associated with employee 
departure in order to increase continuance 
commitment. Finally, in order to develop 
normative commitment, they must promote social 
norms and loyalty among employees.

Conclusion

In order to determine the degree of organizational 
commitment, this study considers three factors: 
affective commitment, continuance commitment, 

a n d  n o r m a t i v e  c o m m i t m e n t .  A ff e c t i v e 
commitment is focused on the emotional bond a 
person has to an organization, continuance 
commitment is about the perceived costs of leaving 
an organization, and normative commitment is 
about the duty to stick it out. The results show that 
personnel  of  insurance businesses have 
signif icantly higher levels  of  affect ive, 
continuance, and normative commitment than 
those of commercial banks.

In Nepal, affective commitment is the most sought-
after kind of organizational commitment and it is 
found in both insurance companies and 
commercial banks. Emotionally dedicated 
employees see their company as their own family, 
wish to work harder and see organizational 
problems as their problems. 

Since normative commitment is a required type of 
dedication, normatively committed workers are 
appreciative of their company and social network. 
These workers end up performing more duties, 
which improves organizational outcomes. Highly 
dedicated workers would be beneficial to their 
respective organizations and could increase the 
latter's effectiveness. Strong organizational 
commitment supports employee retention, which 
puts businesses in a better position to gain the 
advantages of more devoted, engaged, and 
dependable workforces. In order to ensure that 
their employees are more emotionally and morally 
committed, Nepalese businesses must design the 
right kind of environment.

Recommendations

Committed employees are an organization's 
greatest assets. So, organizational commitment is a 
very important factor to understand employees' 
attitudes toward their organizations. It influences 
employees' attendance, performance, and 
citizenship behavior. Committed workers 
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frequently have strong favorable feelings about a 
certain area of their employment, such as their 
coworkers, managers, or the specific job they 
execute. Therefore, managers who want to enhance 
employees' organizational commitment can 
implement  appropr ia te  human resource 
management (HRM) strategy.

Scope for Future Research

There is still a lot of room for further research in the 
field of organizational commitment. Some of the 
scopes include:

Ÿ Future researchers should make an effort to 
obtain a larger sample size because this study is 
focused on employees' perceptions of specific 
insurance companies and commercial banks. 
This will help them assess whether general 
findings hold for a larger population.

Ÿ Researchers can further investigate the reasons 
behind high affect ive and normative 
commitment in the future.

Ÿ Future researchers are advised to explore the 
effects of organizational commitment on 
employee work behaviors such as intention to 
absenteeism, leave their current position, job 
satisfaction, employee motivation, job 
performance, and effectiveness.

Limitations 

This study has some limitations. 

Ÿ This study covers only insurance companies 
and commercial banks. It uses a purposive 
sample technique and only considers a small 
number of banks and insurance companies; 
therefore it makes no claim to reflect the traits 
of other businesses or industries.

Ÿ Comparison made only on the self-reported 
perceptions of employees are another 

limitation of this analysis. 

Ÿ The time lag effects of the variables under 
research are not demonstrated by this study.

References

Aaron, C. (1993). Organizational commitment and turnover: 
A Meta analysis. The Academy of Management Journal, 36, 
1140-1157. 

Ahmad,  A.  (2018).  The relat ionship among job 
characteristics organizational commitment and employee 
turnover intentions: A reciprocation perspective. Journal of 
Work-Applied Management, 10(1), 74-92. 

Akintayo, D.I., & Ayodele, O.A. (2012). Organizational 
justice and behaviour of human resource in industrial 
organizations in South-West Nigeria. Global Advanced 
Research Journal of Management and Business Studies, 1(6), 
201-209. 

Alexander Newman, A., Rani Thanacoody, B., & Wendy Hui, 
A. (2010). The impact of employee perceptions of training on 
organisational commitment and turnover intentions: a study 
of multinationals in the Chinese service sector. The 
International Journal of Human Resource Management, 
22(2011), 1765-1787.

Allen, N.J., & Meyer, J.P. (1990). The measurement and 
antecedents of affective, continuance and normative 
commitment. Journal of Occupational Psychology, 63, 1-18. 

Aube, C., Rousseau, V., & Morin, E.M. (2007). Perceived 
organizational support and organizational commitment: the 
moderating effect of locus of control and work autonomy. 
Journal of Managerial Psychology, 22(5), 479-495.

Bentein, K., Vandenberghe, CVR., & Stinglhamber, F. 
(2005). The role of change in the relationship between 
commitment and turnover: A latent growth modeling 
approach. Journal of Applied Psychology, 90, 468-482.

B h a t ,  A .  ( n . d . ) .  A v a i l a b l e  a t : 
https://www.questionpro.com/blog/organizational-
commitment/#:~:text=If%20an%20organizational%20com
mitment%20is,insecurity%2C%20and%20similar%20such
%20attributes.

Bucăţa, G., Virca, I., & Popescu, F. (2022). Organisational 
commitment, motivation and job satisfaction. Land Forces 

Vol. X, Issue 1; December 2023

10 [ ISSN 2349-7920 ] 



Academy Review, 27(2), 124-133.

Cohen, A. (2000). The relationship between commitment 
forms and work outcomes: A comparison of three models. 
Human Relations, 53, 387-417.

Dude, D.J. (2012). Organizational commitment of 
principals: The effects of job autonomy, empowerment, and 
distributive justice. Unpublished Ph. D. dissertation 
submitted to University of Iowa, Iowa City, Iowa.

Dunham, R. B., Grube, J. A., & Castaneda, M. B. (1994). 
Organizational commitment: The utility of an integrative 
definition. Journal of Applied Psychology, 79, 370-380.

Gautam, T. (2003). Organizational commitment in Nepal. 
Unpublished Ph.D. dissertation submitted to the Faculty of 
Management, Tribhuvan University Kathmandu, Nepal.

Gouldner, A. W. (1960). The norm of reciprocity: A 
preliminary statement. American Sociological Review, 25(2), 
161-178.

Greenberg, J., & Baron, R. A. (2008). Behavior in 
Organizations: Understanding and Managing the Human 
Side of Work. Upper Saddle River, NJ: Pearson Prentice Hall.

Herrera, J. ,  & Heras-Rosas, C.D.L. (2021). The 
organizational commitment in the company and its 
relationship with the psychological contract. Frontiers in 
P s y c h o l o g y ,  1 1 ,  1 - 1 7 . 
https://doi.org/10.3389/fpsyg.2020.609211

 Houfaf Khoufaf, A., & Nouiri, A. (2023). A qualitative 
analysis of organisational commitment in an Algerian 
Pharmaceutical Industry. Business Ethics and Leadership, 
7(1), 63-73. 

Jaros, S. J., Jermier, J. M., Koehler, J. W., & Sincich, T. 
(1993). Effects of continuance, affective, and moral 
commitment on the withdrawal process: An evaluation of 
eight structural equation models. Academy of Management 
Journal, 36, 951–995.

Klein, H.J. (2016). Commitment in organizational contexts: 
Introduction to the special issue.  Journal of Organizational 
Behavior, 37(4), 489-493.

Klein, H.J., Molloy, J.C., & Cooper, J.T. (2009). Conceptual 
foundations: Construct definitions and theoretical 
representations of workplace commitments. In Klein, H.J., 
Becker, T.E., & Meyer, J.P. (Eds). Commitment in 

Organizations: Accumulated Wisdom and New Directions, 
Routledge/Taylor and Francis Group, Florence.

Konovsky, M.A., & Cropanzano, R. (1991). Perceived 
fairness of employee drug testing as a predictor of employee 
attitudes and job performance. Journal of Applied 
Psychology, 76, 698-707.

Leow, K.L., & Khong, K.W. (2009). Organizational 
commitment: the study of organizational justice and leader 
member exchange (LMX) among auditors in Malaysia. 
International Journal of Business and Information, 4(2), 
161-198.

Meyer, J.P., & Allen, N.J. (1991). A three component 
conceptualization of organizational commitment. Human 
Resource Management Review, 1, 89-93.

Meyer, J.P., & Allen, N.J. (1997). Commitment in the 
workplace: Theory, research and Application, Thousand 
Oaks, CA: Sage Publications.

Meyer, J.P., Allen, N.J., & Smith, S.T. (1993). Affective, 
continuance and normative commitment to the organization: 
An examination of construct validity. Journal of Vocational 
Behavior, 49(3), 252-276.
Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The 
measurement of organizational commitment. Journal of 
Vocational Behavior, 14, 224-247.

Narmatha, N., & Amutha, T. (2023). A study about the 
influence of employee engagement on organizational 
commitment among the employees in health sector. Journal 
of Survey in Fisheries Sciences, 10(4S), 1510-1519.

NIA (2023). Second Strategic Plan 2023-2027. Kathmandu: 
Nepal Insurance Authority.

Porter, L. W., & Lawer, E. E. (1965). Managerial Attitudes 
and Performance. Irwin: Homewood.

Reichers, A. E. (1985). A review and re-conceptualization of 
organizational commitment. Academy of Management 
Review, 10, 465-476.

Reza, B., Jandaghi, G., Matin, H.Z., & Dastani, N. (2010). An 
examination of the relationship between empowerment and 
organizational commitment. International Journal of Human 
Science, 7 (2), 1156-1171.

Robbins, S.P., & Judge, T. (2007). Organizational behaviour. 
Upper Saddle River, NJ: Prentice Hall.

Vol. X, Issue 1; December 2023

11Perceptions of Organizational Commitment in Nepalese Insurance Companies and Commercial Banks



Shrestha, P. (2015). Organizational justice, employee trust 
and commitment in Nepalese financial institutions. The 
Journal of University Grants Commission, 4(1), 132-147.

Shrestha, P. (2016). Organizational justice and employee 
work outcomes in service sector of Nepal. Unpublished Ph.D. 
dissertation submitted to Office of the Dean, Faculty of 
Management, Tribhuvan University, Kathmandu, Nepal.

Shrestha,  P.  (2019).  Employee commitment and 
organizational citizenship behavior in Nepal. American 

International Journal of Business Management, 2(12), 86-
90.

Shrestha, P. (2020). Managerial perceptions on internal 
marketing and employee commitment in Nepal. Journal of 
Balkumari College, 9 (1), 41-47.

Whitener, E.M. (2001). Do 'high commitment' human 
resource practices affect employee commitment? A cross-
level analysis using hierarchical linear modeling. Journal of 
Management, 27(5), 515-535.

Vol. X, Issue 1; December 2023

12 [ ISSN 2349-7920 ] 


