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ABSTRACT: The purpose of this study was to empirically investigate the impact of job satisfaction on the 
organizational commitment of banking sector employees. Survey questionnaire was used to collect the data 
from the employees working in the banks of different cities of Punjab, Pakistan. Respondents were selected 
through convenience sampling. Regression and correlation analyses revealed that job satisfaction in 
banking sector employees has significant positive impact on organizational commitment. Recommendations 
for future research and practice were presented too. 
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1. INTRODUCTION: 
Immense competition is now the most influential attributes 
of business world. Organizations, which are well developed 
and managed, are able to sustain the pressure of the 
competition. Human resource is the capital for the 
organization [1]. Banks are showing this trend.  Human 
resource management is a vast field. It performs various 
functions (Recruitment, Selection, Compensation, HRP etc.). 
The challenge is to hire a motivated, satisfied and more 
committed employee [2].   
Organizations see employees as an important investment and 
they need to be managed well through strong and affective 
motivation [3]. Financial institutions are more inclined 
towards coaching the employees to make them acquaintance 
with the problem solving ability. This helps enhance the 
employee commitment with the banks [2]. 
Satisfaction and organizational commitment are both largely 
researched topics. Job satisfaction and commitment of 
employees towards organization are the imperative concepts 
that directly affect the profitability and competitiveness of 
the organization in the market [4]. Job satisfaction concepts 
have gained popularity for organizations as well as 
researchers [5]. According to [6], term job satisfaction was 
first defined as it is a blend of emotional, psychological, 
physical, substantial, ecological and environmental 
situations and conditions that makes a person to state that 
he/she is contented, satisfied and fulfilled with his job". Job 
satisfaction is the consequence of interaction among 
individual employee’s standards, principles and his / her 
sensitivity and insight towards job and work atmosphere and 
surroundings [7]. 
Organizational commitment is the issue which is gaining an 
importance over the years. Management and owners are very 
much concerned about the organizational commitment of 
employees [4]. Commitment of employees towards the 
organization is gaining wide importance and directly affects 
the performance of individual employee with in the 
organization [8,9,10,11 & 12]. If individuals are committed 
towards the organization they definitely work and achieve 
better and even outperform their co-workers and help gain 

an organization a more competitive position and brings more 
profitability.  
1.1 Need/Gap/Rationale of Study: 
Banking sector institutions are considered to be more 
stressed sector than any other sector in Pakistan [4]. 
Employees have to work long hours in the banks. There is 
also an inefficient use of the technology that causes an 
employees’ lack of commitment and satisfaction towards 
organization and work [4]. A number of researches have 
been done over the world on organization commitment, but 
there are very few researchers who have done researches on 
this concept on the employees of Pakistan especially of 
banking sector employees [4]. Therefore, this study is 
destined to check how satisfaction impact to enhance the 
employees commitment towards their organization in 
banking sector employees of Pakistan.  
1.1.1 Problem Statement:  
Organizational commitment can be enhanced by many 
factors especially with the job satisfaction. Being the more 
stressed sector, banking sector employees’ commitment with 
the organization through job satisfaction in Pakistan, will be 
analyzed to see the direction and impact of job satisfaction 
on organizational commitment.  
1.1.2 Research Questions:  
How Job Satisfaction impact and influence Organizational 
Commitment?  
2. Literature Review: 
2.1 Job Satisfaction: 
When there happens an interaction between employee 
perception, insight, observation and view about job and 
working environment and that employees own values, 
principles and ethics that employee experience a higher 
satisfaction towards job. It is also defined as emotional and 
sentimental belonging of an individual employee with the 
organization, as stated by [13]. Satisfaction towards job is a 
sentimental and affecting reaction of a person employee 
towards job and work environment that arises from the 
experience of that particular job. A pleasing, enjoyable or 
constructive arousing condition consequences from the 
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assessment of an individual’s job and work experience is 
called as job satisfaction as found by [14]. 
Employee who has an exciting connection and affection with 
the organization has to feel higher job satisfaction as found 
by [15]. He reported that job satisfaction also an optimistic 
constructive emotional sentiments. It is actually a difference 
between what one’s expectations from job are and what 
one’s get from that job in reality. 
It is found by [16] that individuals who are more satisfied 
with their experience of job and organizational environment 
are more expected to show a higher time span with that 
organization. With higher job satisfaction employees shows 
a low absentees and higher attendance as evidenced by the 
[17]. Employees with higher job satisfaction show low 
absentees and work regularly to bring about higher 
achievement for the organization and for their individual 
goals [17]. 
2.2 Organizational Commitment: 
Organizations see employees as an important investment and 
they need to be managed well through strong and affective 
motivation [3].  
Commitment can be defined as a force that helps connect, 
combine and attach an individual to the way of 
accomplishment that is important to the appropriate aim, 
goal and objective [18]. They are of the view that it is 
essential for the organizations to help increase the sense of 
belonging of an employee towards the organization to 
achieve the aim and purpose of the organization. 
It is the need of time to learn more about the employee 
commitment towards the organization. Organizational 
commitment can help predict the goals, objectives, enhance 
productivity and decrease absenteeism and turnover in any 
organization [13]. Similarly, according to [19] commitment 
has an encouraging influence on productivity, and 
competitiveness. These are aware of the importance of the 
organizational commitment to achieve the objectives, goals, 
enhanced productivity, quality, competitiveness and also 
lower absentees and turnover. Those organizations having 
higher employee commitment tend to achieve a higher 
productivity. 
There were vast studies conducted on organizational 
commitment. Researchers like [20] and [11] and 
practitioners show a higher trend toward studying the 
organizational commitment. It’s accepted by many authors 
that organizations goals and objectives are meet by the 
employees at a greater pace than those employees who have 
lower organizational commitment. As found by number of 
researchers including [20] and [8] employees who shows 
higher commitment towards organization are more probable 
to stick with the company and struggle towards duty, 
objectives and goals of the organization. 
Many authors have defined organizational commitment. 
According to [16] organizational commitment is the extent 
to which employee experience loyalty to the organization”. 
Another author [14] defined organizational commitment as 
an approach sparkly depicting individual employee devotion 
and faithfulness to their association  and  is  an  continuing  
procedure and method  with  which  organizational  
members  articulate and state  their  apprehension  for  the 

organization  and  its  continual  accomplishment, 
achievement  and  happiness.  Organizational commitment 
also involves employee emotional attachment towards the 
organization which helps them to work hard for the 
organization to make it more competitive and successful. 
This fact is studied by [21] organizational commitment is a 
sense of belonging of an employee towards organization and 
he/she identifies, consider and become more familiar with 
the norms and moral values and principles of that specific 
organization. 
Answer to Research Question “How Job Satisfaction 
impact and influence Organizational Commitment?” can 
be addressed through following literature 
Job Satisfaction and Organizational Commitment: 
Job satisfaction is an important predictor of organizational 
commitment [22]. Many authors have researched their 
relationship, [23] focused on job satisfaction and work 
motivation to determine the employee commitment for an 
organization. According to them job satisfaction has the 
stronger impact on the organizational commitment than by 
the work motivation. The increased commitment will result 
in the fast accomplishment of the organizational objectives 
[23]. [24] also found that organizational commitment can be 
strongly predicted by job satisfaction and it is reported that 
the job satisfaction and organizational commitment are 
positively associated with each other. According to him 
organizational commitment and job satisfaction enhance 
each other with in any organization. His finding supported 
the result obtained by [25] which leads outcome that higher 
satisfaction leads to higher organizational commitment. 
Similarly, [16] reported his finding that job satisfaction 
results in an increased performance and organizational 
commitment which leads to the success of the organization. 
[19] found that employees who have higher commitment 
with the organization tend to be more satisfied. It means that 
the higher satisfaction leads to higher organizational 
commitment. 
Hence, the research hypothesis can be stated as: 
Hypothesis # 01: Job Satisfaction has significant positive 
impact on Organizational Commitment. 
3. Theoretical Framework: 
[23] focused on job satisfaction and work motivation to 
determine the employee commitment for an organization. 
Similarly, [25] also stated that higher satisfaction leads to 
higher organizational commitment.  

 
  Fig-1: Proposed Hypothesized Model 

Therefore, this study is taking satisfaction as independent 
variable and employee commitment as a dependent variable. 
4. Research Methodology: 
This study used a convenience sampling to select the 
respondents from the Banking sector of Pakistan. Both males 
and females employees of different banks in Dera Ghazi 
Khan, Okara and Lahore were contacted to get the first hand 
information regarding the research study. Personal visits to 
the banks were planned to collect the data and also postal 
service was used to send the questionnaire. Standard 
instruments developed by [26] for organizational 
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commitment and [27] for job satisfaction were used. These 
variables were measured on a seven-point Likert Scale, 
1=strongly disagree to 7=strongly agree.  There were 7 items 
for Job Satisfaction, 20 items for Organizational 
Commitment. Reliability of questionnaires was checked 
through Cronbach’s Alpha. Correlation and regression 
analysis was used to test the research hypothesis.  
5. Empirical Finding: 
5.1 Reliability Analysis: 

Table-1 Reliability Analysis 
Constructs No. of Items Cronbach’s Alpha 
Job Satisfaction 7 .814 
Organizational 
Commitment 

20 .874 

Reliability analysis was done through using Cronbach’s 
Alpha. Table-1 shows that job satisfaction and 
organizational commitment has the Cronbach’s Alpha 
greater than 0.707, a cut off that was suggested by [28] & 
[29] as reported by [30]. Therefore, Cronbach’s Alpha for 
job satisfaction and organizational commitment has highly 
acceptable range. 
5.2 Respondent Profile: 

Table-2 Respondent Statistics 
 Gender Age Experience Education 
Mean .73 2.21 2.06 2.00 
Standard 
Deviation 

.446 .776 .908 .783 

Table-2 depicts the respondent profile including mean and 
standard deviation for respondents’ gender, age, experience 

and education. Mean value .73 for gender shows that there 
were more male respondents than female respondents. 
Similarly, mean value 2.21 indicate that the average age of 
the respondents was between 26-30 years as value 1 was 
coded for 21-25 years, 2 for 26-30, 3 for 31-35 and 4 for 36-
40 years respectively.  
For experience, 0 was coded against experience below 2 
years, 1 for 3<years<5, 2 for 6<years<8 and 3 for 9<years11. 
Mean value 2.06 for experience also indicates that 
respondents were having job experience between 6 and 8 
years. For education, 1 was coded for 14years of education, 
2 for 16years, 3 for 17years, 4 for 18years and 5 for 19years. 
Mean value of 2 indicates that respondents were having 
education level of 16years. 
5.3 Correlation: 
This section includes the statistics about the relationship 
among the variables. Through Pearson correlation, 
correlation analysis was done. 
Table-3 shows that the job satisfaction and over all 
organizational commitment are highly positively 
significantly correlated .698, resulting in the finding that the 
job satisfaction and organizational commitment are 
positively correlated and increase in one variable increases 
the other variable.  
 
 

 

Table-3 Correlation
  Organizational Commitment Job Satisfaction 
Organizational Commitment Pearson Correlation 1  
 Sig. (2-tailed)   
 N 89  
Job Satisfaction Pearson Correlation .698** 1 
 Sig. (2-tailed) .000  
 N 89 89 
**. Correlation is significant at the 0.01 level (2-tailed).  

This finding is consistent with the findings of [22,24] that 
satisfaction is an important predictor of organizational 
commitment. Similarly this study has showed that there 
exists a positive relationship among job satisfaction and 
organizational commitment which is the consistent with the 
findings reported by [25,19] that states that the more 
satisfied employees have the high organizational 
commitment. Therefore, this finding leads us to accept the 
hypothesis that states “Job Satisfaction has significant 
positive impact on Organizational Commitment”. 
5.4 Regression Analysis: 
Regression analysis section includes the regression analysis 
between independent variable (job satisfaction) and 
dependent variables (organizational commitment). 

Table-4 Model Summary 
R Square Adjusted R Square Std. Error of the Estimate 

.488 .482 .60982 
a. Predictors: (Constant), JS 
b. Dependent Variable: OC 
 

Table- 4 reflects that value of Adj R2=48.2% depict that how 
much variability is explained by the dependent variable 
organizational commitment in independent variable job 
satisfaction. 

Table-5 Coefficients 
 Unstandardize

d Coefficients 
Standardized 
Coefficients 

  

 B Std. 
Error 

Beta T Sig. 

(Constant) 2.220 .305  7.288 .000 
Job 
Satisfactio
n 

.548 .060 .698 9.101 .000 

a. Dependent Variable: OC 
Table-5 shows that the coefficient for constant is 2.220, and 
for job satisfaction is .548. It is clearly shown from table-5 
that these coefficients are significantly related with the 
variable. This table also shows that increase in job 
satisfaction increase the organizational commitment and/or 
vice versa. 
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7. CONCLUSION 
There exists a significant relationship among independent 
variable (Job Satisfaction) and independent variables 
(Organizational Commitment). Correlation matrix also 
showed a significant positive correlation between job 
satisfaction and organizational commitment. Regression 
analysis also shows a positive relationship between job 
satisfaction and organizational commitment. This finding 
reveals that there exists a positive relationship between job 
satisfaction and organizational commitment among 
employees of banking sector of Pakistan.  
This study has the major limitation that the convenience 
sampling was used. A random sampling can be used to 
generalize the findings. 
8. Recommendation: 
Future Researchers can judge the performance of the 
employees to see how satisfied and committed employees 
can perform better in different sectors of Pakistan. 
 
9. REFERENCES: 
[1] Khan, R. I., Aslam, H. D., & Lodhi, I. Compensation 

Management: A Strategic Conduct towards achieving 
Employee Retention and Job Satisfaction in Banking 
Sector of Pakistan. International Journal of Human 
Resource Studies, 1(1): 89-97, (2011). 

[2] Mohsan, F., Nawaz, M. M., Khan, M. S., Shaukat, Z., & 
Aslam, N. Are Employee Motivation, Commitment and 
Job Involvement Inter-related: Evidence from Banking 
Sector of Pakistan. International Journal of Business 
and Social Science, 2(17): 226-233, (2011). 

[3] Tella, A., Ayeni, C. O., & Popoola, S. O. Work 
Motivation, Job Satisfaction, and Organizational 
Commitment of Library Personnel in Academic and 
Research Libraries in Oyo State, Nigeria. Library 
Philosophy and Practice, (2007). 

[4] Abdullah, & Ramay, M. I. Antecedents of Organizational 
Commitment: A Study of Banking Sector of Pakistan. 
Serbian Journal of Management, 7 (1): 89-102, (2012). 

[5] Lu, H., While, A. E., & Barriball, K. L. Job Satisfaction 
Among Nurses: A Literature Review. International 
Journal of Nursing Studies, 42(2): 211-227, (2005). 

[6] Hoppock, R. Job Satisfaction. New York: Harper, 
(1935). 

[7] Locke, E. A. The Nature and Causes of Job Satisfaction 
in M. D. Dunnette, Handbook of Industrial and 
Organizational Psychology. Chicago: Rand McNally 
College Publishing Company, (1976). 

[8] Meyer, J. P., Paunonen, S. V., Gellaty, I. R., Goffin, R. 
D., & Jackson, D. N. Organizational Commitment and 
Job Performance: It's the Nature of the Commitment 
that Counts. Journal of Applied Psychology, 74(1): 
152-156, (1989). 

[9] Siders, M. A., George, G., & Dharwadkar, R. The 
Relationship of Internal and External Commitment 
Focus to Objective Job Performance Measures. 
Academy of Management Journal, 44(3): 570-579, 
2001. 

[10] Meyer, J. P., Stanley, D. J., Herscovitch, L., & 
Topolnytsky, L. Affective, Continuance and Normative 

Commitment to the Organization: A Meta-Analysis of 
Antecedents, Correlates and Consequences. Journal of 
Vocational Behavior, 61: 20-52, (2002). 

[11] Meyer, J. P., Allen, N. J., & Smith, C. A. Commitment 
to Organizations and Occupations: Extensions and Test 
of a Thrree-Component Conceptualization. journal of 
Applied Psychology, 78(4): 538-551, (1993). 

[12] Jaramillo, F., Mulki, J. P., & Marshall, G. W. A Meta-
analysis of the Relationship Between Organizational 
Commitment and Salesperson Job Performance: 25 
years of Research. Journal of Business Research, 
58(6): 705-714, (2005). 

[13] Bushra, F., Usman, A., & Naveed, A. Effect of 
Transformational Leadership on Employees’ Job 
Satisfaction and Organizational Commitment in 
Banking Sector of Lahore (Pakistan). International 
Journal of Business and Social Science, 2(18): 261-
267, (2011). 

[14] Luthans, F. Organizational Behavior. New York: 
McGraw-Hill, (2007). 

[15] Locke, E. A. What is Job Satisfaction. Organiztional 
Behavior and Human Performance, 4(4): 309-336, 
(1969). 

[16] Spector, P. E. Industrial and Organizational 
Psychology: Research and Practice (2 ed.). USA: John 
Wiley & Sons, (2000). 

[17] Porter, L. W., & Steers, R. M. Organizational Work and 
personal Factors in Employee Turnover and 
Absenteeism. Psychology Bulletin, 80(2): 151-176, 
(1973). 

[18] Meyer, J. P., & Herscovitch, L. Commitment in the 
Workplace-Toward a General Model. Human Resource 
Review, (2001). 

[19] Lawler, E. A., Mohrman, S. A., & Ledford, G. E. 
Creating High Performance Organizations, Practices 
and Results of Employee Involvement and Total 
Quality Management in Fortune 1000 Companies. San 
Francisco, CA: Jossey-Bass, (1995). 

[20] Mowday, R. T., Porter, L. W., & Steers, R. M. 
organizational Linkages: The Psychology of 
Commitment, Absentees, and Turnover. San Diego, 
CA: Academic Press, (1982). 

[21] Henkin, A. B., & Marchiori, D. M. Empowerment and 
Organizational Commitment of Chiropractic Faculty. 
Journal of Manipulative and Physiological 
Therapeutics, 26(5): 275-281, (2003). 

[22] Sonia, A., pamela, A. R., & Marilyn, C. 
Decentralization as a Determinant of Autonomy, Job 
Satisfaction and Organizational Commitment among 
Nurse Managers. Nursing Research, 46(1): 52-58, 
(1997). 

[23] Warsi, S., Fatima, N., & Shibzada, S. A. Study on 
Relationship Between Organizational Commitment and 
its Determinants among Private Sector Employees of 
Pakistan. International Review of Business Research 
Papers , 399-410, (2009). 

[24] Sikorska, S. E. Predictors of Organizational 
Commitment Among Staff in Assisted Living. 
Gerontologist, 45(2): 196-205, (2005). 



Sci.Int(Lahore),26(1),419-423,2014 ISSN 1013-5316; CODEN: SINTE 8 423 

[25] Baqer, K. A Cross-Cultural Study of Job Satisfaction 
and Organizational Commitment of Bank Employees 
of Iran and India. Journal of Basic and Applied 
Scientific Research, 2(1): 605-609, (2012). 

[26] Allen, N. J., & Meyer, J. P. The Measurement and 
Antecedents of Affective, Continuance and Normative 
Commitment to the Organization. Journal of 
Occupational Psychology, 63(1): 1-18, (1990). 

[27] Taylor, J., & Bowers, D. G. Survey of Organizations: A 
Machine-scored Standardized Questionnaire 
Investment. Ann Arbor: Institute for Social Research, 
University of Michigan, (1972). 

[28] Nunnally, J. C., & Bernstein, I. H.  Psychometric 
Theory. New York: McGraw-Hill, (1994). 

[29] Gefen, D., Straub, D. W., & Boudreau, M. C. Structural 
Equation Modeling and Regression: Guidelines for 
Research Practice. Communications of the Association 
for Information Systems, 4(7): 1-77, (2000). 

[30] Thomas, D. S. Addiction in Internet Chatting: An 
Empirical Study Using Modified Technology 
Acceptance Model. Interdisciplinary Journal of 
Contemporary Research in Business , 3(4) 287-298, 
(2011). 

 


