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Abstract

This study investigates the effect of monthly pay, the number of dependents of the teachers,
age, and tenure year on the organizational commitment of the teachers working in the private
schools of Morang. The population in this study includes all teachers working in the private
schools of Morang district. This study used a pre-tested instrument to collect the data. This
study employed Multiple regression analysis as an analytical tool to test the hypothesis of the
research. Statistical Package for Social Science (SPSS), version 25, was used for the data
analysis. The findings of the study- monthly pay, the number of dependents in the family of the
teachers, and age had a significant positive impact on the organizational commitment of the
teachers, but and tenure year had a significant negative effect on the organizational
commitment. The originality of this study: this study shows (1) the effects of monthly
payments, the number of people dependent on the job holder, age, and tenure period on the
organizational commitment in the Nepalese setting. (2) Location and the population of the
study are unique (no previous researches were conducted to examine the relations between the
dependent and independent variables used in this study; the target population of the study- the
teachers working in the private schools in Morang.

Keywords: organizational commitment, age, tenure period, pay, dependents, investment
approach, exchange approach

Introduction
Background of the Study

Many human resource managers use the concept of organizational commitment of
employees as a predictor of employee retention (Idris, 2014). The organizational commitment
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was identified as significant predictors of employee retention (Allen & Meyer, 1996; Meyer &
Allen, 1997; Mowday et al., 1979; Mowday et al., 1982; Suliman & llies, 2000; Tuna et al.,
2016). Employee turnover seriously impedes the ability of an organization to deliver its
promised products and services consistently. Employee turnover is a significant concern for
many organizations nowadays, and has a devastating effect on an organization, especially if the
lost employees are high performers (Wu & Polsaram, 2011; Hassan, 2014).

To curb the turnover of the employees, the managers must identify the antecedents of
employee turnover. One of the factors contributing to employee turnover is the level of
organizational commitment of the employees (Tett & Meyer, 1993; Griffeth et al., 2000; Du et
al., 2006; Baotham et al., 2010; Yucel, 2012). Mowday (1984) proposed that improving the
employees' commitment may be one of the measures to prevent employee turnover. Thus,
improving the organizational commitment of employees has multifaceted benefits, such as;
better organizational performance, resulting in higher productivity.

Singh and Gupta (2015) defined commitment as the attachment, identification, or
loyalty to the organization. Organizational commitment is a strong belief in and acceptance of
the organization's goals and values, a willingness to exert considerable effort on behalf of the
organization, and a strong desire to maintain membership in the organization (Mowday et al.,
1982). Aladwan et al. (2013) stated that organizational commitment is a crucial and desirable
element in employees' behavior. Because of its importance, a large number of researches have
been carried out to understand the antecedents, nature, and consequences of organizational
commitment (Chughtai & Zafar, 2006). Cohen (1993) stated that the issue of organizational
commitment continues to get attention both from practitioners and social scientists. An
important reason behind such interest in organizational commitment is in its relationship with
important organizational outcomes such as turnover intentions (Shore & Martin, 1989),
absenteeism (Farrell & Peterson, 1984), turnover (Porter et al., 1974), performance (Meyer et
al., 1989).

Research Problem

Different researches were conducted to examine the effect of monthly pay, the number of
dependents in the family of the job holder, age, and tenure year on the organizational
commitment of the employees. Study of Nazir et al. (2016), Meyer and Smith (2000), Rust et
al. (1996) suggested a significant positive correlation between organizational commitment and
monthly pay. Similarly, (Siu 2014; Darcy & McCarthy, 2007) found a significant positive
correlation between the organizational commitment and the number of dependent in the family
of the job holder. The literature on the relationship between age and organizational
commitment revealed a significant positive relationship between the two variables (Hrebiniak
& Alutto, 1972; Koch & Steers, 1978; Welsh & LeVan, 1981; Azeem, 2010). The findings of
these researches are consistent with the propositions of the side bet theory of Becker (1960).
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Substantial research works are found in the literature revealing a significant positive
relationship between tenure year and organizational commitment- suggesting that a longer
tenure period resulted in a higher organizational commitment Natarajan and Nagar (2011).
However, some of the studies found an inverse relationship between tenure period and
organizational commitment Taylor et al. (1996). These studies were conducted in other
countries' contexts. A minimal number of researches have been carried out in the Nepalese
context to examine the effect pay, number of dependents, age, and tenure period on
organizational commitment. Thus, the following problem statements were raised in the
Nepalese context.

o Does the monthly salary of teachers significantly affect their organizational commitment?

e What is the relationship between the number of dependents in the family of the teachers

and their organizational commitment?
o Does the age of the teachers significantly affect their organizational commitment?
o Does the tenure of the teachers significantly affect their organizational commitment?

Research Objective

The following are the objectives of this study;

e To examine the effect of monthly payments on the organizational commitment of the
teachers working in private schools in Morang, Nepal.

e To investigate if the number of dependents in the family of teachers significantly affects
their organizational commitment or not.

e To examine the effect of the age on the level of organizational commitment of the
teachers working in private schools of Morang, Nepal.

e To assess the impact of tenure year on the organizational commitment of the teachers
working in private schools of Morang, Nepal.

Review of Literature

Two views of O.C. have dominated the literature (Griffin & Bateman, 1986). The first
view sees commitment as affective or attitudinal and has been called the organizational
behavior or psychology approach. This view sees the individual as identifying with the
organization and, therefore, committed to maintaining membership to pursue his or her goals
(Cohen 1993), and has been termed affective commitment (Meyer & Allen, 1984) and value
commitment (Angle & Perry, 1981). The second view has its root in the side-bets theory of
Becker (1960) asserted (Griffin & Bateman, 1986). The emphasis of this approach is that
previous events have a certain cost; therefore, those costs restraint on a person's options.

Many studies have validated that organizational performance is positively affected by
the level of commitment of the employees (Princy & Rebeka, 2019; Aladwan et al., 2013;
Mubashir & Afifa, 2017). Because highly committed employees will relate themselves with
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the organizational goals and values, have a strong desire to belong to the organization, and are
ready to demonstrate a greater affinity in terms of organizational citizenship behavior - a
willingness to go over and beyond their required job duties (Mubashir & Afifa, 2017). Meyer
and Allen (1991) stated that organizational commitment is expressed by behavior and attitude
that reveal the employees' identification and involvement with their respective organizations,
and it has been linked to increased productivity and reduce absenteeism and turnover (Meyer
et al., 2002). Employee commitment is the degree to which the employees feel devoted to
their organization (Spector, 2000).

Allen and Meyer (1990) developed a conceptual model showing three dimensions of
organizational commitment: (1) Affective commitment, (2) normative commitment, and (3)
continuance commitment. Allen and Meyer (1990), and Singh and Gupta (2015) asserted that
affective commitment implies a choice to remain committed to the organization for some
emotional reasons; a continuance commitment is an extent to which an individual feels
committed due to their economic reasons (Allen & Meyer, 1990; Meyer & Allen, 1984), and
finally, a normative commitment is based on perceived attachment due to a feeling of an
obligation (Allen & Meyer, 1990; Singh & Gupta, 2015).

Theoretical References

Two major theoretical approaches that have been employed in the literature on
organizational commitment are: (a) the exchange approach and (b) the investment approach
(Amernic & Aranya 1983). The exchange theory postulates that the individual's organizational
commitment depends on the perceived balance of reward over the input (March & Simon,
1958; Homans, 1958; Gouldner, 1960). Hrebiniak and Alutto (1972) asserted that the exchange
approach emphasizes that the more favorable the exchange from the employees' viewpoint, the
greater their commitment to the organization. Other researchers have used exchange theory to
analyze an organizational commitment (Bishop et al., 2000). While comparing the exchange
relation, the financial reward received by the participant can be an instrumental factor in
determining the quality of the exchange relationship. Thus, this study used the exchange theory
to examine the effect of monthly payments on total organizational commitment.

Investment Approach as a theoretical model for this study: Salancik (1977) stated that
the investment approach centers on the time element. They argued that the longer the
employees spend time in an organization, the more the employees want to remain in the
organization. Sheldon (1971) described ‘investments’ as participation in an organization to
the extent that possible participation in another organization is decreased. Tenure is an
investment of the employee; the longer the tenure, the higher will be a commitment to remain
in the organization (Becker, 1960; Grunsky, 1966; Hrebiniak & Alutto, 1972; Beyer & Trice,
1978). It is assumed by the investment approach that investments will produce a commitment
to the organization (Sheldon, 1971). Similarly, age is another significant predictor of
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organizational commitment of employees (Ritzer &Trice, 1969; Buchanan, 1974; Hrebiniak &
Alutto, 1972; Stevens, & et. al 1978; Steers, 1977). Age and tenure are the two essential
indicators according to the side-bets approach (Becker, 1960). Side-bets refer to the
accumulated investment valued by an individual, which would be lost if the person leaves the
organization (Cohen, 1993). Therefore, researchers began to question the importance of tenure
and age as determinants of organizational commitment (Cohen & Lowenberg, 1990). Thus,
this study used the investment approach to analyze the effect of age on the organizational
commitment of the teachers. Based on these previous literature reviews, this study attempted
to test the following hypothesis.
e Hj: There is a significant prediction of total organizational commitment by the monthly
payment of the teacher working in Morang, Nepal.
e Hy: There is a significant prediction of total organizational commitment by the numbers
of dependents in the family of a teacher working in private schools in Morang, Nepal.
e Hgj: There is a significant prediction of total organizational commitment by the age of a
teacher working in private schools in Morang, Nepal.
e Hy: There is a significant prediction of total organizational commitment by the tenure
year of a teacher working in private schools in Morang, Nepal.

The first section of this article contains a brief introduction of the topic, the objectives,
proposed hypothesis, brief literature on the topic, theoretical references, and the limitations of
the study. The second section explains the research method and the model to be tested; the third
section presents results and discussions of the study, and finally, the conclusion part
summarizes the essential findings and their implications.

Methods and Materials

All the teachers working in private schools of Morang, Nepal, were considered as a
target-population of this study. This empirical study was based on cross-sectional data collected
from 266 respondents by using a pre-tested, shortened version of the instrument developed by
Allen and Meyer (1990), which contained 18 Likert items with five scales each item and 6
Likert items with five scales each item, were added to the instrument to assess job stress of the
respondents.

The collected cross-sectional data were analyzed by using the descriptive statistics,
Pearson correlation coefficient, and multiple regression models. Therefore, this research used a
descriptive and explanatory research design. The mean, standard deviation, maximum, and
minimum value were used to describe the characteristics of the metric data. The correlation
matrix was used to examine the relationship between a dependent variable and the independent
variables, and regression analysis was used to examine the effect of predictor variables on the
dependent variable.
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This study used a correlation test between the predictor variables and the Variance
Inflation Factor (V.1.F.) to detect the problem of multicollinearity, as suggested by Mansfield
and Helms (1982). The correlation matrix helps to identify the multicollinearity problem
(Budhathoki et al., 2020). Lind, Marchal, and Wathen (2006) stated that the correlation value
between -0.7 to 0.7, among the regressor variables, does not cause difficulty. Regarding V.L.F.,
Hair et al. (2010) suggested that V.L.F. with the value of < 4 does not indicate the problem of
multicollinearity. Durbin Watson test was conducted to check the autocorrelation problem in
the data. For checking the internal consistency of the data, a reliability test was conducted.

Finally, the collected data were analyzed using the Statistical Package for Social Sciences
(SPSS), version 25.

This study used the following multiple regression model to test the relationship
between the dependent variable and independent variables:

Multiple regression model: TOC= a, + B (MS) + B, (NoD) + B3 (A) + B4(TY) + uj

Where, TOC= Total Organizational Commitment, MP= Monthly Pay, NoD= No. of

Dependents in the Family, A= Age, TY= Tenure Years, and u; = Error terms
Results and Discussion

Summary of Descriptive Statistics and Correlation Matrix

Table 1 presents the demographic profile of the respondents of the study. Out of 266
respondents, 37.6 percent of them were female, and 62.4 percent of respondents were males,
implying that the education sector has a higher number of male teachers. Further, a
gualification summary of the respondents shows that out of 266 respondents, 42.5 percent of

respondents' qualification was bachelors, followed by 41 percent of respondents with masters or
above qualification.

Table 1
Demographic Profiles of Respondents (N=266)
Demographic Variables Groups N Percent
Female 100 37.6
Gender
Male 166 62.4
Certificate of Below 44 16.5
Qualification Bachelors 113 42.5
Masters or Above 109 41
. Single 82 30.8
Marital Status .
Married 184 69.2

Note. Survey 2020.
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The percentage of respondents with a 'certificate or below' was least, i.e., 16.5 percent,
indicating that around 82 percent of the teachers working in private schools have a minimum of
bachelor's level qualification. Similarly, 69.2 percent of the teachers were married, and the rest,
30.8 percent of respondents were single.

Table 2 exhibits a scale summary of the instrument used in the study. The scale
summary was prepared after conducting a reliability test of the instrument. To measure the
construct organizational commitment, 18 Likert items with five scales to each item were used.
Similarly, for measuring the variable job stress, 6 Likert items with five scales to each item
were used. The Cronbach's Alpha value of the organizational commitment is = 0.801, and for
the job stress = 0.773. The Cronbach's alpha values of both constructs were robust. A generally
accepted rule is that Alpha value in between 0.6-0.7 indicates an acceptable level of reliability,
and 0.8 or greater a very good level (Ursachi et al., 2013). However, Cronbach's alpha values
higher than 0.95 are not necessarily good since they might be an indication of redundancy
(Hulin et al., 2001).

Table 2
Scale Summary

Retained  Cronbach . Standard
Scale Items Alpha Min  Max  Mean Deviation
Total O.C. 18 0.801 7 23 11.714 3.614
Total Job Stress 6 0.773 28 62  46.410 9.050

Note. Reliability test.

Table 3 reports a summary of the descriptive statistics of four predictor variables: Age,
Monthly Pay, No. of dependents in the family, and Tenure Year; one response variables- Total
Organizational Commitment, used in the study. The results suggest that the average of the
respondents was approximately 27 years. Approximately two family members were dependent
on the employees under this investigation. Similarly, the average monthly pay of the teachers
was approximately Nrs. 15800. The average tenure year of the respondent was nearly three
years. The result found average organizational commitment (to measure the organizational
commitment, 18 items with a maximum of 5 scales indicating to agree strongly were used.
Thus, the maximum possible score for organizational commitment is = 90 (18x5). The mid-
value of the maximum score is= 45 (90/2). This point is arbitrarily considered as a minimum
point of reference for organizational commitment).

From table 3, it is evident that the organizational commitment of the employees under
this study was moderate. The values of the standard deviation of each variable measure the
average distance of the data point from the mean value. In this study, since each of the
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following variables presented in table 3 is heterogeneous, the values of standard deviations do
not have serious implications.

Table 3

Descriptive Statistics of Response and Predictor Variables

Variables N  Minimum Maximum Mean S.td'.
Deviation

Age (A) 266 19 36 27.0414 3.2798

No of dependents in the family

(NoD) 266 1 4 2.3308 0.6469

Monthly Pay (M.P. in Nrs.) 266 8000 22000 15805.8271  4033.29

Tenure Year (T.Y.) 266 1 9 3.1842 1.5296

Total Organizational Commitment

(T.0.C) 266 28 62 46.4098 9.0496

Note. Survey 2020.

Table 4 presents Table 2 presents the correlation matrix of response and predictor
variables. The results suggest a significant positive correlation at a 1% level between the
dependent variable (organizational commitment) and all the predictor variables (tenure year,
monthly pay, age, and the numbers of dependents in the family). Similarly, the correlations
between all the predictor variables are also significantly positive. In the meantime, all the
correlation coefficients, among the predictor variables, are less than 0.7. Therefore, there is no
evidence of multicollinearity problem among predictor variables.

A significant positive correlation between age, tenure, and organizational commitment
is consistent with the developmental model of Super (1957), which argues that older, more
tenured employees are more committed to their organizations than the younger and less
experienced employees. Even the finding of Azeem (2010) supports this result, that age is a
significant predictor of organizational commitment. Similarly, the significant positive
Correlation between organizational commitment and monthly pay is consistent with the
findings of other researchers. Satisfaction with extrinsic reward and organizational commitment
are significantly related factors (Nazir et al., 2016; Meyer and Smith, 2000; Rust et al., 1996).
They argued that extrinsic benefits are a crucial component, which is used by human resource
practitioners to keep their employees committed and satisfied. Extrinsic benefits refer to the
package of financial rewards offered to the employees by the organization (Newman & Sheikh,
2012). A significant positive correlation between organizational commitment and the number
of dependents, this result is consistent with the findings of other researchers (Siu et. al., 2014;
Darcy & McCarthy, 2007).
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Table 4
Correlation Matrix of Response and Predictor Variables
Variables TN MP A NoD T.0.C.
TN 1
MP .692** 1
0.000
A A425*%* .304** 1
0.000 0.000
NoD 0.095 214** 0.074 1
0.124 0.000 0.232
TOC 550** .857** .332** 347 1
0.000 0.000 0.000 0.000

Note. ** Correlation is significant at the 0.01 level (2-tailed).
Regression Results

Tables 5 shows the results of regression analysis of the dependent variable
(organizational commitment) and predictor variables (monthly pay, the number of dependents
in the family, age, and tenure years). The multiple regression analysis results reveal that total
organizational commitment is affected by monthly pay, the number of dependents in the family,
age, and the tenure year of the employees. The value of R? (.774) reveals that the overall
explanatory power of the regression model was acceptable. R-square value of 0.6 is satisfactory
(Hair et al. (2013). The value of R? (.774) indicates that the variation in the independent
variables explained 77.4 percent of the variation in the total organizational commitment. The p-
value of F-statistics indicates that the proposed regression model is a good fit. Likewise, the
variance inflation factor (V.1.F.) of all the variables is less than 3. The value of V.L.F. less than
5 implies the non-presence of a multicollinearity problem (Tiko et. al., 2015). In Table 5, the
regression coefficient of the monthly pay (B; = .002, p=.000) indicates that a higher monthly
pay resulted in the higher Total Organizational Commitment (T.O.C.) of the teachers working
in private schools in Morang. The result of this study is in line with the findings of (Taba, 2018;
Hrebiniak & Alutto, 1972; Koch & Steers, 1978; Welsh & LeVan, 1981; Azeem, 2010; Nazir et
al., 2016; Meyer & Smith, 2000; Rust et al., 1996).

The regression coefficient of the (NoD)- number of the dependents in the family (B, =
2.306, p=0.000) indicates that as the number of the dependents in the family of the teachers'
increases, the total organizational commitment of the employees will also increase. This result
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is consistent with the findings of Siu (2014). The study of Siu (2014) revealed that employees
with more dependents have a higher organizational commitment compared to employees
without dependents. When people marry and children are born, work-family conflict increases
Darcy and McCarthy (2007). When an employee has many dependents in the family, the
responsibility or family obligation also increases. This may be a possible reason behind a
significant positive relationship between the number of dependents of an employee and their
organizational commitment.

The regression coefficient of (T.Y.) - tenure year (B3 = -.643, p=0.0012) indicates that
longer tenure years resulted in the lower organizational commitment. Inconsistent with the
propositions of the Side bet theory of Becker (1960). Behind such a result, in this study, there
may be several reasons; for instance, longer-tenured employees might not have promotional
opportunities; the repetitive nature of the task might have caused monotony. However, further
researches are required to explore the causes of this research.

The regression coefficient of (A) - age (B4 = .283, p=0.002) indicates that a higher age
resulted in a higher total organizational commitment. The result of the positive relationship
between age and organizational commitment is in line with the findings of (Hrebiniak & Alutto,
1972; Koch & Steers, 1978; Welsh & LeVan, 1981). Their findings revealed a significant
positive relationship between age and organizational commitment. However, this result is in
contrast to the findings of Rubin and Brody (2005). Their findings indicated that the
commitment of the older employee was negatively affected by time demands and schedule
control. They attribute cohort differences to the shift in the social contract experienced by older
workers.

The result of a significant negative relationship between organizational commitment
and tenure is in contrast with the findings of Natarajan & Nagar (2011) and Taylor et al. (1996).
Similarly, other researchers found a monotonic increase in the organizational commitment
across different career stages based on the tenure of the employees (Allen & Meyer, 1993;
Cohen, 1993), and some have found a U shaped results (Morrow & McElroy, 1987; and Reilly
& Orsak, 1991). A significant positive relation between tenure year, age, and organizational
commitment may be because as the tenure period increases, the workers create a social life in
the organization, the collaboration with their coworkers becomes high, familiarity with the
organizational culture becomes clearer, and these factors work as a buffer to reduce work stress
(Olatunji & Mokuolu, 2013). Longer job tenure gives workers the on-the-job experience that
produces autonomy or the positive relationships with supervisors that produces social support
Brimeyer et al. (2010).
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Table 5
Multiple Regression Equation of T.O.C. on all Predictor Variables

. Unstandardised Beta t- P-
Variables Coefficient statistics  value VL
Intercept 4.723 1.882 0.061
Monthly Pay (MP) 0.002* 20.762 0.000 2.004
No of dependents in the
family (NoD) 2.306* 5.447 0.000  1.055
Age (A) 0.283* 3.151 0.002 1.222
Tenure Year (T.Y.) (-0.643**) -2.522 0.012 2141
F-statistics 222.91* R? 0.774
P-value 0.000

Note. *Statistical significance at the 1% level, **Statistical significance at the 5% level.
Conclusion, Implication, and Limitations of the Study

The purpose of this study was to examine the effect of monthly pay, numbers of
dependents in the family of the teachers, age, and tenure period on the organizational
commitment of the teachers working in the private schools of Morang, Nepal. The literature
shows a paucity of studies conducted in the Nepalese context to assess the impact of the
independent variables on the dependent variables used in this study. The other empirical studies
conducted in other settings found the mixed results regarding the effect of the predictor
variables used in this study on the organizational commitment of employees from different
sectors. Therefore, this study was conducted to examine the impact of monthly payments, the
number of dependents in the family, age, and tenure of the teachers on their organizational
commitment. This study used one ordinary least squares regression models to explain the
cause-and-effect relationship between a dependent (T.O.C.) and independent variables (M.P.,
NoD, A. & T.Y.). The regression model was statistically significant (F = 222.91, <.01)—
suggesting that the regression model was best fitted. The regression equation revealed that
higher monthly payment, an increase in the number of dependents in the family of the teachers,
and age had a significant positive effect on the total organizational commitment of the teachers
working in private schools in Morang. However, tenure years had a significant negative
relationship with the total organizational commitment of the teachers working in private
schools in Morang. This finding can be beneficial to the founders of the private schools to take
effective measures to formulate an effective human resource policy for enhancing the
organizational commitment of their teachers and improve the teachers' effectiveness in
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performing their jobs. Organizational commitment is important because high levels of
commitment lead to several favorable organizational outcomes (Karanja, 2017; Irefin, 2014).

This study covered only four independent variables; such as monthly pay, the number of
dependents in the family, age, and tenure year—to show the impact organizational commitment
of the teachers of private schools or Morang; therefore, further research needs to be done by
including other more relevant variables in the Nepalese context.
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