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ABSTRACT 

 

The research reveals that Social support plays a prominent role in a Banking sector 

and on an individual‘s commitment towards the fulfillment of employees and 

organizational goals. Among the Job support, Managerial Support and Organizational 

Support which falls under the categories of Social support, the employees of private 

bank in Nepal considered the factors as an important to continue the job and maintain 

sound well-being of the employees with satisfaction. 

 

Research has demonstrated the impact of social support in organizational commitment 

in Nepalese commercial banks. For the survey, 202 employees were randomly 

selected from Nepalese commercial banks. The data analysis is conducted through the 

calculation of frequencies: mean, standard deviation, Cronbach alpha, correlation and 

regression analysis. The performance measures like organizational commitment has 

been used as dependent variable while organizational support, managerial support, job 

support have been considered as independent variable. The results indicate that 

organizational  support and managerial support have a positive and significant impact 

on organizational commitment. In contrast, job support has an insignificant impact on 

organizational commitment. The study also investigated the effects that perceived 

support from supervisors, co-workers and organizations had on employees‘ 

commitment to the employing and client organizations. 

 

It is suggested that the Banks top management should put attention much more to 

make a direct relationship between social support and organizational commitment. In 

doing so the top management should enhance the social support among employees by 

providing reasonable retirement benefit, PPF, monetary benefit etc. Keeping in view 

to sustain the level of employees commitment at higher level, top management should 

be very carefully match the length of tenure and social support. In the greater interest 

of increasing organizational commitment, through the increase level of efficiency of 

employees the top management should create a work culture environment within the 

organization. It is likely that there is relationship between how much an employee 

perceives support from supervisors and co-workers and the level of commitment they 

have towards the organization. 

 

Keywords: Social Support, Organizational Commitment, Banking Sector. 
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CHAPTER I  

 INTRODUCTION 

 

1.1 Background of the Study 

The impact of social support on organizational commitment in commercial banks in 

Nepal refers to the influence that interpersonal relationships and networks within the 

workplace have on employees' dedication, loyalty, and attachment to their 

organization. Social support encompasses various forms of assistance, 

encouragement, and resources provided by colleagues, supervisors, and the 

organizational culture itself. A study by Bhattarai, S., & Adhikari, D. (2019) titled 

"Impact of Social Support on Organizational Commitment: A Study of Banking 

Sector in Nepal" delves into this subject. The researchers investigated the relationship 

between social support and organizational commitment among employees in 

commercial banks in Nepal. They explored how factors such as supervisor support, 

coworker support, and organizational support influence employees' commitment to 

their respective organizations. 

In this context, "social support" can include emotional support, instrumental support 

(such as providing resources or assistance with tasks), informational support 

(providing advice or guidance), and appraisal support (offering constructive feedback 

or recognition). 

The findings of this study may suggest that higher levels of social support within the 

workplace lead to increased organizational commitment among employees in 

commercial banks in Nepal. This insight can be valuable for bank management in 

fostering a supportive work environment that enhances employees' commitment and 

ultimately contributes to organizational success. 

Organizations function as social systems, sustaining themselves by achieving broad 

objectives like profitability, community service, and specific goals such as 

employment generation, product or service innovation, and reputation enhancement. 

To achieve these aims, organizations must effectively address factors like meeting 

employees' individual needs and fostering organizational commitment through job 

satisfaction. Organizational commitment, referring to an individual's emotional 

connection to the organization, serves as a predictor for work-related outcomes such 

as turnover, job performance, and organizational citizenship behavior. Various 
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factors, including role stress, empowerment, job security, employability, and 

leadership distribution, influence an employee's sense of organizational commitment. 

This commitment forms a vital bond between the employee and the organization and 

is influenced by personal attributes like age, tenure, and dispositional factors, as well 

as organizational elements such as job design and leadership style. Additionally, 

external factors like alternative employment options also impact commitment levels. 

(Luthans, 2002) 

Organizational commitment, crucial for any company, hinges on aligning individual 

goals with those of the organization and successfully achieving them. When 

employees feel deeply connected to their organization, viewing themselves as integral 

parts, meeting their social and physiological needs, and believing that their personal 

goals can be achieved through the organization's objectives, they tend to be more 

productive and closely aligned with the organization's values. Recognizing this, many 

successful organizations prioritize fulfilling employee needs, as they understand that 

fostering satisfaction among employees leads to stronger commitment and ultimately 

enhances organizational success (Poppla et al., 2007).The level of organizational 

commitment is dependent on whether organizational aims are correspondence to 

employees‘ norms and values; whether the individual needs are fulfilled. Individuals 

primarily need economic power and social interaction. In this direction, attainment of 

organization objective is hinged on the significant impact both positive and negative 

that employees have on organizational performance and productivity (Wagar, 

2003).Spending time in a successful organization, namely work life enables the 

individual to improve himself/herself in the matters of fulfilling their basic needs, 

increasing their self-confidence by creating and producing and gaining others‘ 

appreciation and respect. Besides it gives the individual opportunities for fulfilling the 

needs. Supportive relationships established in work life, where the individual spends 

about one-third of his/her life, positively affect cooperation among friends, 

communication in working groups, and feeling of being esteemed to him/her, job 

satisfaction and motivation. It is seen that the individuals who feel someone love 

him/her rely on his/her organization and get happier, more productive and successful 

and more satisfied with working groups and more loyal to organization and their 

work. Because the individuals‘ communication with colleagues and manager whom 

they spend time together and perceived social support that means how the individual 

has been perceived by the others are very important to overcome the problems which 
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they face in their work life and to increase their motivation and performance. On the 

other hand, the support which the individual perceives from his/her private life 

environment (family, friends, relatives etc.) is a factor affecting performance in work 

life as the support which the individual perceives from the people in work 

environment. 

 

Social isupport ientails ifeeling icared ifor, ivalued, iand iconnected iwithin ia inetwork iof 

irelationships. iThis isupport inetwork ifosters ipositive iexperiences iand iprovides 

iindividuals iwith istable iroles iwithin itheir iworkplace. iConsequently, isocial isupport 

icontributes idirectly ior iindirectly ito ithe idevelopment iof iorganizational icommitment, 

iparticularly iwithin ithe ibanking isector. iIt isignificantly iinfluences ian iindividual's 

idedication ito iachieving iboth ipersonal iand iorganizational iobjectives. iConversely, 

inegative iaspects iof iclose irelationships ican idetrimentally iimpact iphysical, imental, iand 

isocial iwell-being. iSocial isupport isources iare itypically icategorized ias ifamilial, ifriendly, 

ior ipartner-based iin ipersonal ilife, iand imanagerial ior icolleague-based iin iprofessional 

isettings, iaiding iin iproblem-solving. iRecent iresearch, iexemplified iby iauthors ilike iCoyne 

iand iDowney i(1991), iEll i(1996), iand iHupcey i(1998), iemphasizes iperceived isocial 

isupport iover iprovided isupport, ihighlighting ihow iindividuals iinterpret iand iperceive ithe 

isupport ithey ireceive. iThe iterms iof iboth iorganizational icommitment iand iperceived 

isocial isupport idraw iattention ias itwo isignificant isubjects ito ibe iincreased isuccess iand 

iperformance iof iall ithe iorganizations iwhich iis ia isocial isystem iand ito ibe iformed istructure 

iof ithe imodern isociety. iSocial isupport iis istrategic iand idefined ias ithe ibelief ithat ione iis 

icared ifor iand iloved, iesteemed iand ivalued iand ibelongs ito ia inetwork iof icommunication 

iand imutual iobligation. iBy ivirtue iof isocial isupport, iemployees ican ioccur ia ilarge isocial 

inetwork iwhich iprovides ia iperson iwith iregular ipositive iexperiences iand ia ilarge iset iof 

istable isocially irewarded iroles iin ithe icommunity. i 

 

Humans iare isocial ibeings, iand ifor imany ibankers iin ithe icontext iof iNepal iit iis itrue ithat 

ithey ispend imore itime iat ibanks iwith itheir ico-workers iand ibank icustomers ithan iwith itheir 

ifamily. iMany iresearch iand ibankers iresponse iin iNepal ihas iobserved ithat isocial isupport iis 

ian iimportant ifactor iwhich ibrings imore ieffectiveness iin ibusiness iorganization. iThese 

ifindings ihave iencouraged iresearchers, ipractitioners, iand ithe imanagement iof ithe ibank ito 

iinvestigate ithe imechanisms iunderpinning isocial isupport iin ithe iworkplace iand iits 
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irespective ilinks ito iworker‘s ihealth iand iwell-being ifurther; iand iadditionally ito 

iinvestigate ihow isocial isupport ican ibe iintegrated iinto iworkplace ipolicies, ipractices, iand 

iinterventions. iThe iCommercial iBank iaims imust ibe ifinding ievidence ibase iexamination 

iof ifinding ithe ilink ibetween isocial isupport iand ihealth, iand iwill ipresent ipractical 

iinformation ion ihow ito ienhance isocial isupport iat ithe iworkplace ifor ithe ifurther iprofitably 

iand iexistence iof ibanking isector. iSocial isupport iin ithe ibanking isector ican ibe imainly 

icategorized iby ieither ithe itype iof isocial isuppport ior iby iits isource. iTypically iviewed itypes 

iof isocial isupport iinclude: i iSocial iSupport iwhich iis iinstrumental ior ipractical isupport ilike 

ipractical ihelp, iassistance, ior ifinancial isupport, iOrganization iSupport ior iemotional 

isupport iwhich iincludes icomfort, isympathy, iencouragement iwhereas, iManagerial 

iSupport iwhich iis iinformational isupport ilike iproviding iinformation iwhich imay ihelp ithe 

irespondent iin iproblem isolving. 

 

 iCommercial ibanks iprovide iwide irange iof itransaction ihaving ilarge ivolume iof ibusiness 

iserving iin idifferent iforms iwith iutmost itransparency iand ireliability. iEffective iservice 

idelivery iis ihighly isubstantial iin ibanking isector ito iremain iat icompetitive iposition. iThe 

irelationships ibetween iemployees iand icustomers iare ivital iindicator ito imeasure icustomer 

isatisfaction iand idissatisfaction iin itheir ioffices. iSo, iit iis ivery iessential ithat ibanks iand 

ifinancial iinstitutions ishould iassure iand iencourage isocial isupport ito iemployees ifor ithe 

ioutstanding iperformance iof ithe iemployees ifor ithe ioutstanding iperformance iof ithe 

iorganization. iBanking isector iplays ia ivital irole ias ia ifinancial iintermediary iin ithe 

ieconomic idevelopment iof ithe icountry. iAmong ithose ifactors, iimpact iof iemployee 

iparticipation ion ijob isatisfaction, iemployee ifairness iperception iand iorganizational 

icommitment, ialso iconsidered ias ione iof ithe imost iimportant ifactors ithat iimproves ithe 

iperformance iof icommercial ibanks. iOrganizational icommitment iis iconsidered ias ia 

icritical isuccess ifactor ifor iorganizations ibecause iit ienhances iemployee iretention, 

iincreases iproductivity, ireduces iturnover, ienhances iloyalty, iimproves iteamwork iand 

iultimately iincreases ithe ifinancial iperformance iof icommercial ibanks iIf irules iare iapplied 

ifairly iand iconsistently ito iall iemployees iand iif ithey iare irewarded ibased ion itheir 

iperformance iand imerit, ithen iemployees iwill iperceive ithe ievaluation iprocess ias ifair. 

iThis iwill ilead ito ihigher iorganizational icommitment. iHowever, iif iemployees iperceive 

iorganizational iprocedures ias iunfair, ithey imay itake idestructive iactions iwhich imay ilead 

ito ireduced iorganizational icommitment. iUnfair iprocedures iwill icause ia ireduction iin 

iorganizational icommitment iBanks iand ifinancial iinstitutions iare ithe imain istay iof 
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ieconomic iprogress iof ia icountry, ibecause ithe ieconomic idevelopment ihighly idepends 

iupon ithe iemployee iparticipation, iextent iof imobilization iof iresources iand iinvestment 

iand ion ithe ioperational iefficiency iof ithe ivarious isegments iof ithe ieconomy. 

The ibanks imanagement‘s icontinuous icommitment iin ifinding ithat iEmployees itend ito 

iremain iwith ithe iorganization ibecause ithey ifeel ithey ineed ito. iThe ilevel iof icontinuance 

icommitment iis idetermined iby ian iemployee‘s ilack iof iviable ialternative iforms iof 

iemployment iand ihigh iinvestment iof itime iand ieffort ithey ihave iput iinto ithe iorganization. 

iTo iaccomplish ithese igoals, iorganizations iprimarily ishould ibe isuccessful iin isome ipoints 

ilike isatisfying iindividual ineeds iof iemployees, iproviding iand imaintaining itheir 

iorganizational icommitment iby iensuring ijob isatisfaction. iOrganizational icommitment iin 

imanagement iindicates ian iattempt ion ithe ipart iof ian iemployer ito ibuild iemployees iinto ia 

iteam iwhich iworks itowards ithe irealization iof ia icommon iobjective. iIt iis ia imental iand 

iemotional iinvolvement iof ia iperson iin ia igroup isituation iwhich iencourages ithem ito 

icontribute ito igoals. 

The iemployees iof ithe ibank ithose iwho ihave ihigh iorganizational icommitment iare imore 

iself-sacrificing ithan iexpected iand iare iless idisposed ito iabsenteeism, ibeing ilate iand 

imaking ithe iend iof iorganization imembership. iFor ithese ireasons, iit iis iseen ithat ithese 

iemployees‘ iexpenditures iare ilower. iBesides iit iis ipointed iout ithat ithese iemployees iare 

imore iwilling, ieasy-going, iproductive iand isteady ito iperform itheir iduties iand imore 

icontributive ito iinnovations iand icreativity. 

 

Management, iin iparticular, ishould ibe imindful iof ihow ithey ican isuccessfully iaddress itheir 

iemployees‘ ineeds iand irecognize ithat itheir igood iintentions ican ihave inegative 

iconsequences iif ithey iare iperceived ito iviolate itheir iemployees‘ isense iof iprivacy. iThe 

iresearchers irecommend ithat ia ifoundation iof igood icommunication iskills, iemotional 

iintelligence, iand iunderstanding iof inonverbal isignals ican iprovide ihelp iwith isuccessful 

inavigation iof iemployees‘ isupport ineeds. iIn iturn, iorganizations ihave ia iresponsibility ito 

iensure ithat imanagers ihave ithe isupport ithey ineed ito idevelop iand ipractice isuch iskills, 

isuch ias ithrough isessions. iThe iconcern iof ithe ibanks imanagement itowards iproviding 

isocial isupport ilike iorganization isupport, ijob isupport iand imanagerial isupport ican ireduce 

iemployee iturnover iratios, iproductivity iand iwork ilife ibalance i.The iservice isector isuch ias 

ibanking isector imust iprovide icontinuous ieffort itowards imaintaining isocial isupport ito ithe 

iemployees iin iorder ito igenerate iproductivity. i 
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1.2 Problem iStatement i 

Prior iresearch ihas ifound ithat iorganizational icommitment iis inot ias iexpected iin ian 

iorganization. iHuman iresource idramas ia ivery iimportant irole iin iorder ito iincrease ithe 

iorganizational iproductivity iand iprofitability. iIf ithe iemployee iis inot ifree ifrom istress iand 

iworking iunder istressful ienvironment ithen iit iis inot ipossible ifor ithe iorganization ito 

iachieve iits igoals iand iobjective. iIn iorder ito igain ithe iemployee icommitment itowards ithe 

iorganization, iorganization ishould ihave ito iprovide istress ifree ienvironment ito ithe 

iemployees. iIt iis iobserved ithat iin ithe ilast idecade, ibanks ihave ibeen igoing ithrough 

ienormous ichanges iin iits iorganizational istructure. iNew itechnology iand inew iways iof 

istructuring ithe ioperation ihas iaffected ithe iworking icondition iand idaily ilives iof 

iemployees. iBanking isectors iare iincreasing ithe iamount iof ifacility iprovided ito itheir 

icustomers ias ia iresult; iAdditional iduties iare ito ibe ifulfilled iby iemployees ion ia iday ito iday 

ibasis. iIt ifeels ilike iorganizations iare ijust iincreasing ithe ilevel iof iservice ito icustomers 

iwithout icaring iabout ithe iamount iof ijob irelated istress ithat istaffs iare ifacing. iEmployee 

iturnover ihas ibecome ia iserious imanagement iproblem ibecause iit ibrings iboth ifinancial 

iand imoral iimpact ion ithe iorganization iscarce ihuman iresources. iToday, ievery 

iorganization ifind idifficult ito iretain iwell iperformed, iwell iexperienced iand isoundly 

itrained iemployees ias ia iresult iof ihigh irate iin iturnover. iIncreasing inumber iof istaff 

iturnover iin ithe iorganization ileads ito ithe icost ifor ithe iorganization iin iterms iof iservice 

idelivery iand itime ito ireplace iand itrain inew icomer iemployees. iEmployees imost 

iespecially iknowledgeable iand ieducated iones ilike iin ithe ifocused ifirms iare irational 

ibeings iwho ithink ithrough iissues ito iknow iwhat isituations iand iconditions iof iservice iare iin 

itheir iinterest iand ithose ithat iare inot. iThey ievaluate ihow ithey iare itreated iin ithe 

iorganization ito idetermine ithe ivalue ithe iorganization iplaces ion itheir iservices iin ithe ifirm. 

iThe ifirms iof istudy iare iin ithe icommercial ibank iof iNepal; ithey idepend ion icustomer 

ipatronage iwhich iinfluences itheir iprofitability iand iultimately itheir isurvival. iAs ia iresult 

iof ithese, iemployees iplay isterling iroles iin ithis iregard ias ithey iare ithe iones iwho iprovide 

ithese iservices ito icustomers. iThe itransformation iof ithe ibusiness ienvironment ithat itends 

ito ibecome imore idynamic ialso iaffects ithe ibanking iindustry. iCompetition ibecomes 

iincreasingly itight iwith ithe ientry iof iforeign ibanks ithat icompete ifor icustomers iin ithe isame 

imarket. iThis iis idue ito ithe ifact ithat iforeign ibanks ihave ia inumber iof iadvantages iin iterms 

iof ireputation, iinnovative iproduct iselection, iand istrong iglobal inetwork i(Nina, i2009). 

iThe idynamics iof icompetition iare iso itight iin ithe ibanking iindustry isector, ithat iit irequires 

ian iearly ianticipation iin ithe ifield iof iHuman iResources i(HR) ito imaintain ithe iexistence iof 
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ithe ilocal icompany. iBanks iare iincluded iin ihigh itechnology iand ihigh iservice icompanies; 

ithus, ithe idemand ifor iexcellent iservice ibecomes iimportant iin iorder ito istay iin ithe 

icompetitive ifield. iFurthermore, ithe iemployees iin ithe ibanking iindustry iare ialso ifaced 

iwith ia ilot iof iworkloads, iwhich isometimes irequires ithem ito iwork ion iSaturdays ialso. 

iEmployees i iof ithese i ifirms i ifrom i itime ito i itime i ievaluate ihow i itheir i iservices i iare i iviewed i 

iin ithe i iOrganization, iwhether iit iis ivalued iby ithe iemployers ior inot. iSo idue ito ithe ilack iof 

iorganization icommitment igave inegative ieffects ion iemployee iproductivity iwhich ito ia 

ilarge iextent icontribute iimmensely ito ifailure iof iorganization inot iachieving itheir igoals. 

iOrganization icommitment ito iemployee ican ibe iachieve ithrough ivarious imotivation 

iincentives, ihowever, ithey icannot ieasily ibe iachieved idue ito isome iproblems ibased ion ithe 

ifact. iThat iin iwhat iway ican iemployer iand iemployee ibe icommitted, iand ihow ican 

iorganization icontinually imeet ithe irequirement iand iuse iof iemployee i.They ilook iat ihow 

imanagement iand irepresentatives iof ithe ifirms itreat ithem; ithey ialso ilook iat ithe icareer 

idevelopment iprograms iin ithe ifirm ito iknow iwhether iit ifavors ithem iat ithe ilong irun iand ithe 

ilevel iof iinvolvement iand iparticipation ithey iare iallowed ito ihave iin ithings iconcerning 

ithem iand iidea igeneration isessions iwhich igive ithem ia isense iof ibelonging. i iIt iwas 

iobserved iin ithe ifirms iof istudy ithat ithe ileaders iwith ithings ithat ifavor ithe iorganization. 

iThey iare ibent ion igetting ithe ibest iout iof iemployees ieven idifficult ito iobtain ipermission ito 

igo ion ipersonal iassignment ieven iwhen iit iis iextremely iimportant ito ithe iemployees. iFor 

iemployees iwho iwould i iwant i ito ifurther itheir istudies ifor ibetter iprospect i iof iprogression iin 

ithe iorganization, imanagement iof ithe ifocused ifirms ido inot igive isuch ipermission ias iis 

iobtainable iin isome iinstitution iwhere ithey igive istudy ileave, ituition irefund iand iother 

isupport. iSick iemployees imost itimes iget iquarried ifor inot icoming ito iwork, ipregnant ior 

inursing imothers iseem inot ito ibe igiven ithe inecessary isupport iand iencouragement iand ithe 

iemployment iprocesses ieven ifavor ithe isingle iemployees iover ithe imarried iones iprobably 

ifor ifear iof igiven imaternity ileave iwhen iit iis idue. iThis iappears ito ibe ihaving ia inegative 

ieffect ion ithe iemployees ifelt iobligation ilevel; ithey iappear inot ito ihave ivested iinterest iand 

iloyalty ito ithe ifirms. iTherefore, ithe iissue iof iemployee icommitment ibecomes icrucial ifor 

ithe ibanking iindustry. iAs ia iresult iof ithese iscenarios iin ithe ifocused ifirms, ithe istudy iwas 

ideemed inecessary ito iexamine ihow iperceived iorganizational isupport iaffects. i 

This istudy ideals iwith ithe ifollowing iissues: 

i. What iis ithe icurrent isituation iof isocial isupport iand iorganizational 

icommitment iin icommercial ibank? 
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ii. In iwhat iways isocial isupport iaffects iorganizational icommitment iin 

icommercial ibanks iof iNepal? 

iii. Which iis ithe imost ideterminant ifactor iof isocial isupport ihas istronger iimpact 

ion iorganizational icommitment? 

 

1.3 iObjectives iof ithe istudy: 

This istudy imainly iseeks ito iachieve ithe ifollowing iobjectives: 

i. To iidentify ithe icurrent isituation iof isocial isupport iand iorganizational icommitment 

iin icommercial ibanks. 

ii. To iexamine ithe iimpact iof isocial isupport ion iorganizational icommitment iin 

iNepalese icommercial ibanks. 

iii. To idetermine ithe iprominent idimensions iof iorganizational icommitment. 

 

1.4 iRationale iof ithe iStudy 

The istudy iis isignificant ibecause iit iprovides iorganizations iwith ipotentially ivaluable 

iinformation iabout ihow ivirtual iwork iis irelated ito iemployee ijob isatisfaction, 

iorganizational icommitment, iperceived isupervisor isupport, iand iperceived icoworker 

isocial isupport. iOrganizations imay ibe iable ito iuse ithis iinformation iin imaking idecisions 

iabout iimplementing iand imanaging ivirtual iworkplace iprograms. iThis iwill ihelp ius ito 

iprovide ithe iframework iregarding ithe iimpact iof isocial isupport iin ithe iorganizational 

iperformance. iThe istudy imay ihelp ibring iabout isocial ichange iby iproviding iinformation 

ion ihow iperforming ivirtual iwork ipotentially iaffects ian iemployee‘s iwell-being. iA isense 

iof iisolation iwas iidentified iin iprevious iresearch ias ia ipotential iadverse ioutcome ifor isome 

iemployees iengaged iin ivirtual iwork i(Pyöriä, i2011). iThe iresults iof ithe istudy imay iassist 

iorganizations iin ideciding iwhether ito idesign ipolicies ithat iaddress isocial iisolation 

ithereby icontributing ito ivirtual iworkers‘ isense iof iwell-being.Employees ia ihigh 

iorganizational icommitment ican ibecome ione iof ithe iassurances ito imaintain ithe 

icontinuity iof ithe iorganization. iLeininger i(2008) ireported ithat iorganizations ithat ihave 

ihighly icommitted iemployees iwill iprovide igreater ibenefits ito ithe iorganization. iThis iis 

isimilar ito iwhat iRobbins iand iJudge i(2009) istated, ithat i"committed iemployees iwill ihave 

ilittle ipossibility ito iengage iin imatters ithat icould iharm ithe icompany idue ito ia ihigh isense iof 

iloyalty." iThis iis imainly ibecause ithe icommitment iof iemployees ito ithe iorganization ican 

ibe iinterpreted ias ian iindividual's ipsychological itie ito ithe iorganization, iwhich iincludes 

ijob iinvolvement, iloyalty iand ifeelings iof itrust itowards iorganizational ivalues i(Sophia, 



9 
 

i2008).On ithe iother ihand, iit iwill ihelp ito ifacilitate ithe idevelopment iof ioperational ipolicies 

ithat iinfluence ithe iincreased ithe iemployee iperformance iwithin ithe iorganization. iJob 

isatisfaction iand iorganizational icommitments iare ialso ipertinent ito ivirtual iworkers‘ isense 

iof iwell-being, iand iresults iof ithe istudy imay ihelp iorganizations idecide iwhether ithey ineed 

ito idevelop ipractices iand ipolicies ito iincrease ijob isatisfaction iand iorganizational 

icommitment iamong itheir ivirtual iworkers. iIt iwill iplay ia ikey irole ito iincrease ithe 

iperformance iof iorganization iby idetermining ithe igaps iwhere ithey ilack ito iprovide ifor 

iemployees iand ihelps ito iachieve iset igoal iand iobjectives. 

 

 

1.5 iResearch iHypothesis 

The ifollowing iresearch ihypotheses iwill ibe iformulated iand istatistically ior ivalidity. i 

H1: iOrganizational isupport ipositively iaffects iorganizational icommitment. 

H2: iManagerial isupport ipositively iaffects iorganizational icommitment. 

H3: iJob isupport ipositively iaffects iorganizational icommitment. 

 

1.6 iLimitations iof ithe istudy 

i. iDue ito itime iconstraint iit iwas inot ipossible ito icover iall ithe ibranches iof iprivate 

icommercial ibanking isector. 

ii. iPrimary idata iwere iused ifor ithis istudy. 

iii. iIt iis ibased ion iquestionnaire iso iall iquestion imay inot ibe ifilled iby ithe irespondents. 

iv. iSome iemployees ialso imay ifeel iunsure iif iit iis ilegal iwith ithe iorganization ito ianswer 

isuch iquestions ithrough itheir iemail ior igive itrue ianswers ithat imay iaffect itheir ijob. 
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CHAPTER iII 

 iLITERATURE iREVIEW 

 

Employee icommitment, iproductivity iissues iare iemerging ias ithe imost icritical iwork iforce 

imanagement ichallenges iof ithe iimmediate ifuture, idriven iby iemployee iloyalty iconcerns, 

icorporate irestructuring iefforts iand icompetition ifor ikey italent, ifor imany ifirms isurprise 

iemployee idepartures ican ihave ia isignificant ieffect ion ithe iexecution iof i ibusiness iplans 

iand imay ieventually icause ia iparallel idecline iin iproductivity. iAccording 

to i iKreisman i(1998) iin ihis iwork ion ipoor imanger-categories ipeople iwho iare iengaged 

i(loyal iand iproductive) ithose iwho iare inot iengaged i(just iputting iin itime), iand ithose iwho 

iare iactively idisengaged i(unhappy iand ispending itheir idiscontent), ieven iin ithe i―best iof 

itime‖ 

 

Recent istudies ihave ishown ithat ithe imanager isupervisor, ia iproject ileader‘s iteam 

i‗Captain‘ ior isenior imanager, iactually ihas imove ipower ithan ianyone ielse ito ireduce 

iunwanted iturnover. iThis iis ibecause ithe ifactors ithat idrive iemployee isatisfaction iand 

icommitment iare ilargely iwithin ithe idirect imanager‘s icontrol. iThese iinclude iproviding 

irecognition iand ifeedback, ithe iopportunity ito ilearn iand igrow, ifair icompensation 

ireflecting ion iemployee‘s icontribution iand ivalue ito ithe iorganization, ia igood iwork 

ienvironment, icompetencies, ineeds, idesire iand istyle. 

 

2.1 iOrganizational iCommitment iReview 

Organization iis ia icomposition iwhich iis ishaped iby ipeople, iwho ihave idissimilar 

icharacters, ifeelings, iprospects, ipractices, ilevels iof ieducation iand ihave icome itogether ito 

iachieve ithe isame igoals. iIn iaddition, ito imaintain ithe istability iin ithe iorganization, iit imust 

ihave ia iwell-built iconstitution, imission iand ivision iparallel ito ithe iorganizational iculture 

iand istandards, ishow ielevated iperformance iby ifunctioning iwith icompetent iand 

iextremely icommitted iworkforce. iIn ithe imean iwhile ithe isuccess iof iorganization iis 

iinterrelated iwith i"individuals" ifactor, iwhich ihas ithe imost iimportant iplace ialong iwith iall 

ithe iproduction ifactors i(Gopinath, i2020). 

 

Organizational iCommitment ihas ibeen ia ihighly iappreciated iresearch itopic iamong 

iorganizational iand ibehavioral iresearchers ifor idecades. iIt iis iall ibecause ithat iemployee 
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icommitment iis iusually iregarded ias ione iof ithe ikey ideterminants iof iorganizational 

ieffectiveness iand ioutput i(Gopinath, i2020). iOrganizational icommitment iis it iis ithe 

iindividual's imental iconnection ito ithe iorganization. iThe ipremise ibehind ihuge inumbers 

iof ithese istudies iwas ito idiscover iapproaches ito ienhance ihow ispecialists ifeel iabout itheir 

iworks iso ithat ithese ilaborers iwould iturn iout ito ibe imore idedicated ito itheir iorganization. 

iOrganizational icommitment ipredicts iwork ivariables, ifor iexample, iturnover, 

ihierarchical icitizenship iconduct, iand iemployment iexecution. iA ipercentage iof ithe 

ielements, ifor iexample, ipart istretch, istrengthening, iwork ishakiness iand iemployability, 

iand iappropriation iof iauthority ihave ibeen iappeared ito ibe iassociated iwith ia ilaborer's 

ifeeling iof iorganizational icommitment i(Abdullah i& iOthman, i2019). 

 

Mowday iet ial. i(2000) ifound iorganizational icommitment ias ibeing iloyal ito ithe icompany, 

iand ithe icompany ibeing iloyal ito ithe iemployee, iobviously iunderstates ithe icomplexity 

iinvolved iin ia iperson‘s iattitude itoward iand ibehaviour iwithin ihis ior iher iemploying 

iorganization 

 

Allen iand iMeyer i(2000) iconceptualized iorganizational icommitment ias ia ipsychological 

istate ithat ibinds ian iemployee ito ian iorganization, ithereby ireducing ithe iincidence iof 

iturnover. iIt imeans iorganizational icommitment iis ian iemotional iattachment iof iemployees 

ito itheir iorganization ithat ienforces ithem inot ito ileave ithe iorganization. i 

 

Swailes i(2002) ifound ithat iorganization icommitment irefers ito ithe iemployee‘s iemotional 

iconnection, iidentificatin iwith, iand irelationship iin ithe iorganization. iIn iessence, 

imeasuring iorganizational icommitment iis ian iassessment iof ithe iresemblance ibetween ian 

iindividual‘s iown itenets iand ibeliefs iand ithose iof ithe iorganization. 

 

Buchanan i(1974) idefined ithat iorganization icommitment iis ithe iemotional ilink ito ia 

iparticular iorganization, iwhich iis icharacterized iby ithree imajor iparameters iin ithe 

iindividual‘s iattitudes itowards ithe iorganization: iIdentification i– iinternalization iof ithe 

iorganization‘s igoals iand ivalues. i iInvolvement i– iactivity ithat ithe iemployee iperf0rms ias 

ipart iof ihis ior iher irole. iLoyalty i– ia isense iof ibelonging ito ithe iemploying iorganization. 

iOrganizational icommitment iis ithe isocial iactors‘ iwillingness ito iprovide itheir ieffort iand 

iloyalty ito ithe isocial isystem i(Lapointe iet ial., i2018). iThe iattachment ito ithe ipersonality 
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isystem iof isocial irelations ican ibe iself-expression, iso iit ican iincrease iemployees‘ imorale 

iand ibehavior ito iwork ibetter iand iproduce itheir iwork iachievement. 

 

Allen iand iMeyer i(2002) idefined ithat iorganizational icommitment iis iregarded ias ian 

iattitude, ias iit irelates ito iindividuals imind-sets iabout ithe iorganization i.Dedicated 

iemployees iare iwilling ito iperform itheir iduties imore idiligently iand iare imore ilikely ito 

ipersist iwith ithe iorganization ithan iunattached iemployees. 

 

 iMiller iand iLee i(2003) istated ithat iorganizational icommitment iis icharacterized iby 

iemployee's iacceptance iof iorganizational igoals iand itheir ireadiness ito iput ieffort ion ibehalf 

iof ithe iorganization. iOrganizational icommitment iis ia istate iin iwhich ian iemployee 

iascertains iwith ia iparticular iorganization iand iits igoals, iand iwishes ito iretain imembership 

iin ithe iorganization. iMulticultural icompetence iwhich iis iwell-allocated iwill iproduce inew 

iinnovations iand ican ibe iused ito iprovide iadditional ivalue ifor ithe iorganization i(Dietz iet 

ial., i2017; iBarden iet ial., i2017). i 

 

Hollenbeck i(2005) idefined iorganization icommitment iis ia isturdy icredence iin iand 

iacceptance iof ithe iorganizational igoals iand itenets; ia ireadiness ito iexert iexertion ion ithe 

ibehalf iof iorganization, iand ia idesire ito iretain ithe imembership iwith iorganization. 

iCommitment ican ibe iseen ias ithe iidentification iwith ione‘s iemployer ithat iincludes ithe 

ienthusiasm ito iwork ion ithe ibehalf iof iorganization iand iintent ito iremain iwith iorganization 

ifor ia ilong itime iperiod. i 

 

Gbadamosi i(2010) idefined imore ifavourable ian iindividual‘s iattitudes itoward ithe 

iorganization, ithe igreater ithe iindividual‘s iacceptance iof ithe igoals iof ithe iorganization, ias 

iwell ias itheir ireadiness ito iexert imore isweat ion ibehalf iof ithe iorganization. iOrganizational 

icommitment iis ithe iextent ito iwhich iemployees iadmit ithe igoals iand ivalues iof 

iorganization iand iare ieager ito iremain iin ithe iorganization. iOpkara i(2004) iconceptualized 

ithat iorganizational icommitment iis iportrayed ias iemployees‘ idisposition ito isubscribe ito 

iorganizational igoals. iWhen iemployees iare isure ithat ithey iwill inurture iand iget ithe 

iadvancement iin ihis/her ifield iwhen ithe iorganization iwill imature, itheir ilevel iof ibinding 

iwith ithat iexact iorganization iis ihigher. iLing i& iBhatti i(2014) ipropose ithat iemployees‘ 

iachievement iand ioutput irecognized ithe iorganization iwhere ithey iwork iand icharacterized 
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iby iskills, ieffort iand inature iof ithe iwork icondition iare ithe icombination iexpressed ias ia ipart 

ithat irepresents ijob iperformance. 

 

Adams i(2007) idefined ithat istudies ihave ialso ishown ithat imanagers idesire ito iimprove 

iorganizational iefficiency iand ieffectiveness ishould iensure ithat iemployee icommitment iis 

ioptimal. iIf ian iorganization iwants ito isurvive iand icreate iits igood ireputation iin imarket 

ithen icommitment iof iemployee iwith ithe iorganization ishould ihigh. iSo ithat iorganization 

iwill iable ito iachieve iits igoals iand iobjectives ithrough ithe icommitted iemployees ithat iwill 

ialso iincrease ithe iefficiency iand ieffectiveness iof iorganization. i 

 

Results ithose iremain iconsistent iin ithe icommitment iliterature ishow ithat ia ihigh idegree iof 

icommitment iwill iincrease ithe ipositive ioutcomes ifor ithe iorganization i(Mathiew iand 

iJazac, i1990). iCommitment iis ialso ione iof ithe imost iimportant ifactors ithat ican icontribute 

ito ithe iachievement iof iorganizational igoals. iA istrong ibelief iin iorganizational ivalues iand 

igoals, iwillingness ito ido ia ilot iof ieffort ion ibehalf iof ithe iorganization iand istrong idesire ito 

iremain ia imember iof ithe iorganization ican imotivate iemployees ito iwork ibetter i(Azeem, 

i2010; iAl iZeifeti i& iMohamad, i2017). 

 

Steers iand iPorter i(1991) iconclude ithat ithere iare ithree ifactors ithat iinfluence iemployees‘ 

icommitment ito ithe iorganization: i 

 

Personal ifactors ithat iinclude ijob isatisfaction, ipsychological icontract, ijob ichoice ifactors, 

iand ipersonal icharacteristics, iand iall iof ithese ifactors iwill iform ian iinitial icommitment 

i.Organizational ifactors, iwhich iinclude iinitial iworks iexperiences, ijob iscopes, 

isupervision, iand iorganizational igoal iconsistency, iwhich iwill ishape ior igenerate 

iresponsibility; iand. iNon-organizational ifactor, iwhich iincludes ithe iavailability iof 

ialternative ijobs. 

 

Mowday iet ial, i(in iSopiah, i2008) iidentifies ithree iforms iof iorganizational icommitment: i1) 

iaffective icommitment, iwhich irelates ito imembers' iemotional iconnection ito itheir 

iorganization, iidentification iwith ithe iorganization, iand ithe imembers‘ iinvolvement iwith 

iactivities iwithin ithe iorganization; i2) inormative icommitment i(moral icommitment), 

iwhich idescribes ithe ifeeling iof iattachment ito icontinue iworking iin ithe iorganization; iand 

i3) icontinuance icommitment i(economical ior iqualitative icommitment), iwhich iis 
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iassociated iwith iawareness iof imembers iof ithe iorganization ito isuffer ilosses iif ithey ileave 

ithe iorganization. 

 

2.1.1 iAffective iCommitment 

Affective icommitment iis itype iof icommitment ithere iis ia ipositive iinteraction ibetween ithe 

iindividual iand ithe iorganization ibecause iboth ihave isimilar ivalues i(Shore iand iTetrick, 

i1991). iThose iwho istay iin itheir iorganizations iwith ia istrong icommitment iretain itheir 

iposition inot ionly ibecause ithey ineed ithe ioccupation, ibut ialso ibecause ithey iwant iit 

i(Meyer iet ial., i1993, ip. i539). iThe iresearchers ialso ifocusing ion iemployee iwork 

iexperiences isuggest ithat iemployees iwhose iwork iexperiences iare iconsistent iwith itheir 

iexpectations iand isatisfy itheir ibasic ineeds itend ito idevelop istronger iaffective iattachment 

ito ithe iorganization i(Dunham iet ial., i1994; iHackett iet ial., i1994; iMeyer iet ial., 

i1993).Affective icommitment: iAffective icommitment: iIs iunderstood ias ithe iemployee's 

iconstructive iemotional ibonding ito ithe iorganization. iSuch ian iemployee istrongly 

iassociates ihimself/ iherself iwith iorganizational igoals iand iseeks ito istay iwith ithe 

iorganization ibecause ihe/she iwishes ito ido iso i(Anwar i& iAbdullah, i2021). 

 

Employee‘s iperformance iwill ihave ibeneficial ivalue ifor ian iorganization iif ithe iamount 

igiven iby ithe iorganization iexceeds ithe iamount ireceived iby ithe iorganization i(Kalay, 

i2016). iPlatis iet ial. i(2014) istate ithat iwork iachievement irelated ito iwork iperformance ican 

ibe ian iimportant iparameter iin ithe iorganization. iAccording ithe istudy idone iby iFeinstein 

i(2002), iin ithe iOrganizational icommitment ihas ibeen idescribed ias iconsisting iof itwo 

iconstructs ithat iis iaffective iand icontinuance i(Allen i& iMeyer, i1990). iAs idefined iby 

iMowday, iPorter, iand iSteers i(1982), iaffective iorganizational icommitment iis i―a istrong 

ibelief iin iand iacceptance iof ithe iorganization‘s igoals iand ivalues; ia iwillingness ito iexert 

iconsiderable ieffort ion ibehalf iof ithe iorganization; iand ia istrong idesire ito imaintain 

imembership iin ithe iorganization. 

 

2.1.2 iContinuance iCommitment 

The icounterpart ito iaffective iorganizational icommitment iis icontinuance iorganizational 

icommitment, iwhich iconsiders ithe iidea ithat iindividuals ido inot ileave ia icompany ifor ifear 

iof ilosing itheir ibenefits, itaking ia ipay icut, iand inot ibeing iable ito ifind ianother ijob i(Murray, 

iGregoire, i& iDowney, i1991). iContinuance icommitment: iHere ithe iemotional iquotient iis 

ilargely imoot iand ithe iemployee iperceives iit ito ibe ivery icostly ito ilose iorganizational 
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imembership i(Gardi iet ial. i2020).Then, icontinuance icommitment iis irelated ito ione‘s 

iexperience iand iwhat ione ihas igiven ito ian iorganization. iThere iis ithus idifficulty iin i―giving 

iit iup‖ iand ithe iunknown i―opportunity icost‖ iof ileaving ithe iorganization ior ihaving ifew ior 

ino ialternatives. iIn iaddition, iMeyer iet ial. i(1993) istated ithat iskills iand ieducation iare inot 

ieasily itransferred ito iother iorganization iwhich itends ito iincrease iworkers‘ icommitment ito 

itheir icurrent iorganizations. iThis iHassan iMahmood iAziz iet ial. iJournal iof iHumanities 

iand iEducation iDevelopment i(JHED) i3(3)-2021 

ihttps://theshillonga.com/index.php/jhed i55 icould ibe ifor ia ihost iof ireasons iright ifrom 

ifinancial icosts iof isalary iand ibenefits ito isocial icosts iof ities iand ireputation. iSuch ian 

iemployee istays iwith ithe iorganization ibecause ihe ior ishe iis itied iin i(Prabhu iet ial. i2020). 

Those iwho istay iwithin itheir iorganization iwith ia istrong icontinuance icommitment iare 

ithere ijust ibecause ithey ineed iit. iContinuance icommitment ireflects ieconomic ities ito ithe 

iorganization ibased ion ithe icosts iassociated iwith ileaving ithe iorganization. iResearch iinto 

icontinuance icommitment isuggests ithat ithis icomponent iconsists iof itwo irelated isub-

dimensions: ipersonal isacrifice iand iperceived ilack iof ialternatives i(Dunham iet ial., i1994; 

iMeyer iet ial., i1990). iBoth ipersonal isacrifice iand iperceived ilack iof iemployment 

ialternatives iincrease ithe icosts iassociated iwith ileaving ithe iorganization. 

 

2.1.3 iNormative iCommitment 

Normative icommitment iexplain ithe iemployees iwith istrong inormative icommitment iwill 

iremain iwith ian iorganization iby ivirtue iof itheir ibelief ithat iit iis ithe i―right iand imoral‖ ithing 

ito ido i(Meyer iand iAllen, i1991). i 

 

Wiener iand iGechman i(1977) iargued ithat inormative icommitment ito ithe iorganization 

idevelops ibased ion ia icollection iof ipressures ithat iindividuals ifeel iduring itheir iearly i  ̀ i29 

isocialization ifrom ifamily iand iculture iand iduring itheir isocialization ias inewcomers ito ithe 

iorganization. iBesides ithat, inormative icommitment imight ialso idevelop ibecause iof ithe 

i―psychological icontract‖ ibetween ian iemployee iand ithe iorganization i(Roussenau, 

i1995). i 

 

Furthermore, inormative icommitment ican iincrease iwhen ian iindividual ifeels iloyal ito ihis 

iemployer ior iresponsible ito iwork ifor ithe ibenefits ithat ihe igets ifrom ithe iorganization ias ia 

iresult iof ithe idesire ito icompensate ithe ifavors ireceived ifrom ithe iinstitution i(Meyer iet ial., 

i1993). i 
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The inormative icomponent iof icommitment iconcerns ithe iemployee‘s ibelief iabout ione‘s 

iresponsibility ito ithe iorganization. iEmployees iwho iare inormatively icommitted ito ithe 

iorganization iremain ibecause i―they ibelieve ithat iit iis ithe iright iand imoral ithing ito ido‖ 

i(Wiener, i1982). iIn iaddition, iMeyer iet ial. i(1993) istated ithat iskills iand ieducation iare inot 

ieasily itransferred ito iother iorganization iwhich itends ito iincrease iworkers‘ icommitment ito 

itheir icurrent iorganizations. iIn ithe iother ihands, iWiener iand iGechman i(1977) iargued ithat 

inormative icommitment ito ithe iorganization idevelops ibased ion ia icollection iof ipressures 

ithat iindividuals ifeel iduring itheir iearly isocialization ifrom ifamily iand iculture iand iduring 

itheir isocialization ias inewcomers ito ithe iorganize. 

 

Many ifactors ican icontribute ito iemployees' icommitment ito ithe iorganization, iand iit iis 

iimportant ito iknow iwhat ifactors iare icausing ior iincreasing ithe icommitment iof ian 

iemployee. iVan iDyne, iGraham, iand iDienesch i(1994) imention iseveral ifactors ithat 

iinfluence ione's iorganizational icommitment ibased ion ia imultidimensional iapproach: 

ipersonal ifactors, isituational ifactors, iand ipositional ifactors. iAccording ito iArgyis iin 

iSoetjipto i(2007), ifactors ithat ican iaffect ithe icommitment iof iemployees ican icome ifrom 

ithe iemployees ithemselves i(internal ifactors), isuch ias imotivation, ijob isatisfaction, 

iemployee‘s iskills/ability, iand iit ican ialso icome ifrom ioutside iof ithe iemployees i(external 

ifactors), isuch ias ithe iatmosphere icreated iin ithe iwork ienvironment, ithe ileadership istyle 

ipracticed ion ithe isubordinates, ithe ibenefits ireceived, ithe irelationship ibetween 

icolleagues, iand iso ion. 

 

Adams i(2007) idefined ithat istudies ihave ialso ishown ithat imanagers idesire ito iimprove 

iorganizational iefficiency iand ieffectiveness ishould iensure ithat iemployee icommitment iis 

ioptimal. iIf ian iorganization iwants ito isurvive iand icreate iits igood ireputation iin imarket 

ithen icommitment iof iemployee iwith ithe iorganization ishould ihigh. iSo ithat iorganization 

iwill iable ito iachieve iits igoals iand iobjectives ithrough ithe icommitted iemployees ithat iwill 

ialso iincrease ithe iefficiency iand ieffectiveness iof iorganization. i 

 

Wagner iand iHollenbeck i(2010) idepicted iorganizational icommitment idepicts ithe 

iemployee iidentification iwith ithe iorganization. iIt iimplies ia ireadiness ion ithe iemployee‘s 

ipart ito iput iforth ia isubstantial istruggle ion ithe iorganization‘s ibehalf iand ihis ior iher 

iintention ito istay iwith ithe iorganization ifor ia ilong itime. 
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2.2 iSocial iSupport iReview 

Social isupport iis idefined ias ithe i―actions iof iothers ithat iare ieither ihelpful ior iintended ito ibe 

ihelpful‖ i(Deelstra iet ial., i2003, ip. i324) iand iis iconceived ito ibe iinformation ileading ian 

iindividual ito ibelieve ithat ihe/she iis icared ifor, iloved, iesteemed iand ivalued, iand ithat 

ihe/she ibelongs ito ia inetwork iof icommunication iand imutual iobligation i(Cobb, i1976). 

iThis icould ibe ifor ia ihost iof ireasons iright ifrom ifinancial icosts iof isalary iand ibenefits ito 

isocial icosts iof ities iand ireputation. iSuch ian iemployee istays iwith ithe iorganization 

ibecause ihe ior ishe iis itied iin i(Prabhu iet ial. i2020). 

 

According ito ithis idefinition, ian iimportant ifeature iof isocial isupport iis isocial iinteraction 

iand ithe iprocess ibetween ithe iprovider iand ithe irecipients iof isocial isupport i(Sundin iet ial., 

i2006). iIt iis isuggested ithat isocial isupport ihas itwo ibasic ielements: i 

(a) iThe iperception ithat ithere iis ia isufficient inumber iof iavailable iothers ito iwhom ione ican 

iturn iin itimes iof ineed. 

b) iA idegree iof isatisfaction iwith ithe iavailable isupport i(Sarason, iLevine, iBasham, i& 

iSarason, i1983). iIn ithis isense, isocial isupport ican ibe iseen ias ia iflow iof iemotional iconcern, 

iinstrumental iaid, iinformation iand/or iappraisal ibetween ipeople i(i.e., isupervisor iand 

icoworkers) i(Sundin iet ial., i2006). iIt iis iwell iaccepted ithat iorganizational ichanges iare 

iviewed ias ia iformidable istressor iin iorganizational ilife i(Allen iet ial., i2007; iJudge iet ial., 

i1999). iFunctionally ispeaking, ias iCaplan i(1974) isuggested, isocial isupport iimplies ian 

ienduring ipattern iof icontinuous ior iintermittent ities ithat iplay ia isignificant ipart iin 

imaintaining ithe ipsychological iand iphysical iintegrity iof ithe iindividual iover itime. 

iSpecifically, isocial isupport ifunctions ito ihelp ireduce ione‘s istress i(House, iInternational 

iJournal iof iEconomics, iCommerce iand iManagement, iUnited iKingdom iLicensed iunder 

iCreative iCommon iPage i25 i1981; iSosik i& iGodshalk, i2000) ithrough ithe iexchange iof 

iverbal iand inon-verbal imessages ithat iconvey iemotion, iinformation, ior ireferral i(Joe, 

i2010). iIn ithis icontext, isocial isupport ifunctions ito ihelp ireduce iemployees‘ istress i(House, 

i1981; iSosik i& iGodshalk, i2000) ithrough ithe iexchange iof iverbal iand inon-verbal 

imessages ithat iconvey iemotion, iinformation, ior ireferral i(Joe, i2010).(Khan i& iAbdullah, 

i2019) ifulfillment idoes inot ievaluate ithe ilevel iof idelight ior ijoy ithat iemerges ifrom 

iparticular iemployment ifeatures, iyet irather igages ithe idegree ito iwhich ithose ioccupation 

iaspects iare ijudged iby ithe ioccupation iholder ito ibe iattractive iin iexamination iwith itargets 

ithey ithemselves iset ior iwith idifferent ioccupations. iJob isatisfaction iscales ichange iin ithe 

idegree ito iwhich ithey isurvey ithe iemotional isentiments iabout ithe ijob ior ithe isubjective 
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iappraisal iof ithe ijob i(Ali, i2021).The iindividuals iwho istay iin itheir iorganizations iwith ia 

isolid icommitment ihold itheir iposition isince ithey irequire ithe ioccupation, ias iwell ias iin 

ilight iof ithe ifact ithat ithey ineed iit i(Abdullah i& iOthman, i2021) 

 

An iemployee iof ia ibusiness iwho idisplays iaffective icommitment ito itheir icompany iwill 

ioften iidentify istrongly iwith ithe icompany iand iits iobjectives, iand imight iturn idown ioffers 

ito imove ito ia inew icompany, ieven iif ithey iseem imore iattractive ifinancially i(Anwar i& 

iAbdullah, i2021). 

 

 iWith irespect ito ithe isource iof isocial isupport, isocial isupport iis iusually idefined ias ithe 

iexistence ior iavailability iof ipeople iupon iwhom iwe ican irely, ipeople iwho ilet ius iknow ithat 

ithey icare iabout, ivalue, iand ilove ius i(Sarason iet ial., i1983). iSpecifically, isocial isupport iat 

iworkplace iis idefined iby iKarasek iand iTheorell, i(1990) ias ithe i―overall ilevels iof ihelpful 

isocial iinteraction iavailable ion ithe ijob ifrom icoworkers iand isupervisors‖ i(p. i69). iAs isuch, 

ithe ichanges i(i.e., iadopting inew iinformation isystems) iexperienced iby iemployees iare ibest 

irepresented iby ithe inew isituations iaffecting itheir icurrent ijobs, iwhich iare igoverned iby 

itheir iimmediate isupervisors iand ishared iby itheir icoworkers. iSupervisor isupport iis 

icharacterized iby ithe ihuman irelations iability iof isupervisors, iand iis idisplayed iin iterms iof 

itrust, irespect, ifriendship iand ia ideep iconcern ifor isubordinates‘ ineeds i(Iverson, i1996). iIn 

ithe iworkplace, isupervisors iplay ian iimportant irole iin istructuring ithe iwork ienvironment, 

iproviding iinformation iand ifeedback ito iemployees i(Griffin, iPatterson, i& iWest, i2001) 

iand icontrolling ithe ipowerful irewards ithat irecognize ithe iemployee‘s ipersonal iworth 

i(Doby i& iCaplan, i1995). iIn iaccordance iwith ithis iview, iWayne, iShore iand iLiden i(1997) 

isuggested ithat ithe isocial iinteraction ibetween ian iemployee iand ihis/her iimmediate 

isupervisor iis ithe iprimary ideterminant iof ian iemployee‘s iattitude iand ibehavior iin ithe 

iworkplace. iIn iaddition ito isupervisor isupport, icoworker isupport ialso iinvolves ithe 

iinterpersonal itransfer iof iinstrumental ior iemotional iresources i(House, i1981). iCoworker 

isupport igenerally irefers ito ihaving iclose ifriends iat iwork iwho iare iwilling ito ilisten ito ijob-

related iproblems, iare ihelpful iin iassisting iwith ithe ijob iand iwho ican ibe irelied iupon iwhen 

ithings ibecome idifficult iat iwork i(Iverson, i1996). iIn ithis icase, ias iHobfoll i(1988) iargued, 

icoworkers ialso iserve ias ia ikey iresource ifor iemployees iin ithe iprocess iof iadopting inew 

iinformation isystems. 

Human igenetic ipredispositions inot ionly iafford ithe iopportunity ito ilearn iabout 

isupportiveness iby igrowing iup islowly iin inurturing ifamily ibut ialso isupport ihelpfulness 
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ithrough iother imechanisms. iHuman iin icollectivist isocieties ioften imaintaining iclose 

irelation iwith itheir iextended ifamilies ithroughout itheir ilives, iand isuch irelative iserves ias ia 

isource iof ihelp iand isupport.3 iA igeneralized ibeneficial ieffect ior isocial isupport icould 

ioccur ias ia ilarge isocial inetwork iwhich iprovides ia iperson iwith iregular ipositive 

iexperiences iand ia ilarge iset iof istable isocially irewarded iroles iin ithe icommunity. iThis ikind 

iof isocial isupport ican ibe irelate ito ioverall iwell-beingwell-being ibecause iit iprovides 

ipositive ieffect, ia isense iof ipredictability iand istability iin ione‘s ilife isituation iand 

irecognition iof iself-worth. iIntegration iin ia isocial inetwork imay ialso ihelp ione ito iavoid 

inegative iexperience i(e.g. ieconomic iand ilegal iproblem) ithat iotherwise icould iincrease ithe 

iprobability iof ipsychological ior iphysical idisorder. 

 

2.3 iManagerial iSupport iReview 

Managerial isupport ifor iemployees iplays ian iimportant irole iin iorganizational 

ieffectiveness. iBoth inonprofit iand ifor-profit iorganizations ineed ieffective imanagers ior 

ileaders ito imotivate iemployees i(Drucker, i1992). iAs ia iwhole, iemployees iare ivery 

iinterested iin ithe irewards isystem isince ithe iimportance iof ithe irewards iwould idictate ithe 

ibalance iof iexpectations iof irespective iemployees. 

 i(Shetrone, i2019). iCheng iet. ial. i(2021) iinvestigated icompensation iand iwork 

ienvironment iengagement ias iinfluencers iof iemployee ijob isatisfaction. iThis 

idemonstrated ithat iboth irewards iand iwork ienvironment iare iboth icommon iconstructs iin 

iassessing ithe iimpact ion iemployee ijob isatisfaction. iRewards iare ia ipowerful imeans ito 

ilink iorganizational ibenefits iwith iemployee ibenefits i(Yusoff iet ial., i2020). 

 

 iEmployees iseethe imanagers iwho ievaluate itheir iperformance iand ireport ito ihigher ilevel 

imanagement ias irepresentatives iof ithe iorganization. iAs ia iresult, iemployees iperceive ithe 

isupport ifrom itheir imanagers ias iorganizational isupport i(Eisenberger, i2002). iEmployees 

iwho iconsider itheir imanager ito ibe iqualified, itrustworthy, iand iwhose imanagerial istyle 

ithey ilike iare imore iinclined ito ishare ithe iorganization‘s ivalues iand iobjectives, iand ito 

ivalue ithe iorganization i(Gaertner i& iNollen, i1989; iBenkhoff, i1997). iManagers iwith ia 

idemocratic imanagement istyle iinvolve iemployees iin ithe idecision-making iprocess iand ias 

ia iresult iemployees ishow ibetter iperformance i(Savery, i1993; iDick i&Metcalfe, i2001). 

iResearch ishows ithat ithere iis ia ilinear ipositive irelationship ibetween imanagerial isupport 

iand iorganizational icommitment: ithe ihigher ithe ilevel iof iorganizational isupport ithat 

iemployees ifeel ithey ireceive, ithe ihigher itheir ilevels iof iorganizational icommitment 
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i(Porter iet ial., i1974; iDick i& iMetcalfe, i2001). iConversely, ilower ilevels iof imanagerial 

isupport ireduce iorganizational icommitment iand icause ilower ilevels iof iperformance iand 

ihigher ilevels iof iturnover, iabsenteeism, iand istress i(Shanock iand iEisenberger, i2006). 

iBureaucratic iorganizations, iin iwhich imanagerial isupport iis iby idefinition ilow, ihave 

irelatively ilow ilevels iof iemployee icommitment i(Dick iand iMetcalfe, i2001). 

 

2.3.1 iThe iEffect iof iPerceived iOrganizational iSupport ion iOrganizational 

iCommitment 

Perceived iorganizational isupport iis isomething iemployees iperceive ias iemotional-social 

ineeds, iand iit iindicates ithe ireadiness iof ithe iorganization ito iappreciate iemployees‘ iwork 

iimprovement iand ia itrend iin iproviding ihelp iwhen iemployees ineed ito ido ian ieffective ijob 

i(Fuller iet ial., i2003). iPerceived iorganizational isupport irefers ito iemployees' iperceptions 

iof ithe iextent ito iwhich iorganizations ivalue itheir iemployees‘ icontributions, isupport, iand 

iwell-being i(Rhoades i& iEisenberger, i2002).Ling iand iBhatti i(2014) ipropose ithat 

iemployees‘ iachievement iand ioutput irecognized ithe iorganization iwhere ithey iwork iand 

icharacterized iby iskills, ieffort iand inature iof ithe iwork icondition iare ithe icombination 

iexpressed ias ia ipart ithat irepresents ijob iperformance. 

 

A istrong ibelief iin iorganizational ivalues iand igoals, iwillingness ito ido ia ilot iof ieffort ion 

ibehalf iof ithe iorganization iand istrong idesire ito iremain ia imember iof ithe iorganization ican 

imotivate iemployees ito iwork ibetter i(Azeem, i2010; iAl iZeifeti i& iMohamad, i2017). 

 iVarious iresearchershave ifound ithat iin imost iorganizations, iemployees iwho ifeel ithat ithey 

ihave ithe isupport iof ithe iorganization iwill ihave ia isense iof imeaningfulness, iwhich iwill 

iincrease itheir icommitment. iIt iis ithis icommitment ithat iultimately iencourages iemployees 

ito itry ito ihelp ithe iorganization ito iachieve iits igoals, iand ithis iwill iincrease itheir 

iexpectation ithat iwork iperformance iwill ibe inoticed iand iappreciated iby ithe iorganization 

i(Rhoades i& iEisenberger, i2002). 

 

Manager isupport iis idescribed ias ithe idegree ito iwhich ithe ileaders iappreciate ithe 

icontributions iof iits iemployees iand icare iabout itheir iwelfare. iEmployees iare iprobably 

igoing ito iremain iin ithose iassociations iwhere ithey itrust ithat itheir icapacities, 

icommitments, iand ipositive iattitudes iare ivalued i(Terera i& iNgirande, i2014). iA ileader 

iwith iexcellent isupport iis iwhat imakes iemployees ifeel iheard, iappreciated, iand ifavored. 

iWith isupport, ipeople ican iface iadversity iand ioverawed ichallenges iand imore iwilling ito 
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isustain ia ipositive iimage iof icapable ilearning iand idevelopment iand idemonstrate iits 

isuccess. iA imanager iperforms imany ifunctions iin ian iorganization. iA ileader imakes ia iclear 

ivision iof ithe iorganization, imotivates iemployees, iguides iemployees ithrough ithe iwork 

iprocess, iand istrengthens ithe imoral i(Turk, i2007). iThe imost iperformance ienhancement 

iactivities, imanagers ican iuse, ihave ia inegligible iimpact ion ithe iperformance iof iindividual 

iemployees. iThe ioutcomes iindicate ithat imanagers ihave ian iexcellent iopportunity ito 

idramatically iimprove iemployees‘ iperformance iand ifocus itheir iefforts ion ia imuch 

ismaller ilist iof ibenefits. iThe imanagers iwho iset icriteria iof iperformance iappraisal iand 

iprovide ifair iand iaccurate iinformal ifeedback ifrom ithe imanagement ion iperformance ican 

isignificantly iincrease ithe iindividual iperformance i(Trinka, i2005). iEfficient ifluency iof 

iwork imeans imanagers iengage iin iwork iwith itheir iemployees iand isupport ithem iin iall ithe 

iproblems ithey ihave iencountered iduring ithe iwork. iMany imanagers irecognize 

ithemselves iat ihuman iskill ilevel i(Scase i& iGoffee, i1990), iand iin imany iorganizations, 

itraining ifor inontechnical iskills iis ivery ilow. i 

 

Many imanagers iare idistressed iwhen ithey iare irestrained iand irestricted iby itop 

imanagement, iand ithey iare inot iallowed ito igive iinnovative iideas ifor iovercoming ithe 

icurrent iproblematic isituation. iThose iwho ihave ireached itheir iposition ifrom ia itechnical 

ibackground ifear iuselessness iof itheir iold iskills iand iare inervous iabout itheir iability ito 

iacquire inew iskills. iIn ithis isituation, isenior imanagement ishould isupport inewly ipromoted 

iemployees iof ithe iorganization. iEmployees ihave ia istronger icommitment ito itheir 

iorganizations iwhen ithey iperceive ithat itheir isupervisors iare icommitted ito itheir 

iwellbeing i(Kwenin, iMuathe, i& iNzulwa, i2013). i―Energy iis ian iessential iidea iin imaterial 

iscience, iand icomparatively, ithe ipower iis ione iof ithe icentral iideas iin isocial iscience‖ 

i(Yilmaz i& iErgun, i2008). iPower iis ithe imost icritical iresource; imanagers iuse ito iensure 

ithat ithey iachieve iorganizational igoals iby iinspiring, imotivating, iand isupporting itheir 

iemployees. iAccording ito ithe iorganization isupport itheory, ithe iperceived iorganization 

isupport iwould iresult iin iperceived imanager isupport, iand iit iwould icreate ia isense iof 

iresponsibility iand icommitment iin iemployees itoward ithe iorganization ito iachieve ithe 

igoals iwhich iwould ihelp ito idecrease iemployee iturnover i(Eisenberger, iStinglhamber, 

iVandenberghe, iSucharski, i& iRhoades, i2002). 
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2.4 iSupervisor iSupport 

Supervisor isupport irefers ito ithe iperception iemployees iform iregarding ihow ivaluable 

itheir icontributions iare ifor itheir isupervisors iand ihow imuch itheir iwell-being iis itaken icare 

iof iby ithe isupervisors i(Kottke iand iSharafinski, i1988). iEmployee‘s iperformance iwill 

ihave ibeneficial ivalue ifor ian iorganization iif ithe iamount igiven iby ithe iorganization 

iexceeds ithe iamount ireceived iby ithe iorganization i(Kalay, i2016). iPlatis iet ial. i(2014) istate 

ithat iwork iachievement irelated ito iwork iperformance ican ibe ian iimportant iparameter iin 

ithe iorganization. iMulticultural icompetence iwhich iis iwell-allocated iwill iproduce inew 

iinnovations iand ican ibe iused ito iprovide iadditional ivalue ifor ithe iorganization 

 

Social iexchange itheory iperspective isays ithat iwhen iemployees ireceive isome isupport 

ifrom itheir isupervisors, ithey ialso ireciprocate iby iengaging iin ithe ibehaviors iwhich iare 

ibeneficial ifor ithe isupervisors. iSupervisor isupport iand icoworker isupport iare iessential 

imechanisms iwhich ienrich ithe iwork ienvironment iby ireducing istress i(Sloan, i2012). i 

 

Reduction iin istress isubsequently ienhances ijob isatisfaction, iperformance iand iintention 

iof istaying ion ithe ijob i(Cooper iet ial., i2001; iOtsuka iet ial., i2007). 

 

 iLloyd iet ial. i(2015) iargued ithat iperceived isupervisor ilistening iwas ilinked iwith 

iemployees‘ iTI. iThey iproposed ithat ihappier iemployees iwere iexpected ito ibe imore 

idevoted iand, ihence, iwere iless ilikely ito iquit itheir ijob. iJob isatisfaction ias iany 

icombination iof ipsychological, iphysiological iand ienvironmental icircumstances ithat 

icause ia iperson itruthfully ito isay iI iam isatisfied iwith imy ijob i(Anwar i& iAbdullah, i2021). 

Organizations irequire ia iwell idedicated iworkforce ito iattain itheir igoals iand iobjectives iin ia 

iwell-organized iand ieffectual imanner. iOrganizational iCommitment iinvolves iworker‘s 

ipsychosomatic istatus ithat imakes ithem imore idedicated ito itheir iwork iand itheir 

iorganization. iOrganizational iCommitment ihas ibeen ia ihighly iappreciated iresearch itopic 

iamong iorganizational iand ibehavioral iresearchers ifor idecades. iIt iis iall ibecause ithat 

iemployee icommitment iis iusually iregarded ias ione iof ithe ikey ideterminants iof 

iorganizational ieffectiveness iand ioutput i(Gopinath, i2020). iStrong iCommitment itowards 

ithe iorganization ienhances ithe iemployee‘s ilevel iof isatisfaction. 
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2.5. iJob iSupport 

Job isupport idescribes ithe isubject's irelations ito isuperiors iand ifellow iworkers. iGood 

irelations iare iassumed ito ibe iperceived ias igood isupport iat iwork. iThe iwork irelated isocial 

icontacts iindex idescribes ithe iquality iof ithe irelations iwith ifellow iworkers, isocial 

iintercourse iwith ifellow iworkers iin ileisure itime, iand iexperienced iinteraction iwith ifellow 

iworkers iduring iworking ihours. iIndices ifor idifferent iaspects iof inon-work irelated isocial 

inetwork iand isocial isupport iwere ialso iconstructed, imainly iin iaccordance iwith ia imodel 

ipresented iby iHanson iand iOstergren': 

 

2.6. iEmpirical iReview 

Kebede iMolla iMelkamu i(2023) ifinds ithat iExploring ithe iImpact iof iSocial iExchange 

iFactors ion iOrganizational iCommitment: iA iStudy iof iDevelopment iBank iof iEthiopian 

iAmhara iRegion iBranches iDespite ithe iextensive iresearch ion iorganizational 

icommitment, istudies ithat ispecifically iexamine ithe iimpact iof isocial iexchange ifactors ion 

iorganizational icommitment iare ineeded. iMore iempirical ievidence iof ithe ieffects iof isocial 

iexchange iis inecessary ibecause imost istudies ihave ibeen iconducted iin ideveloped 

icountries, iand iless iis idone iin ithe icontext iof idevelopment ibanks iin iEthiopia. 

iConsequently, ithis iresearch iaims ito iexamine ithe iimpact iof isocial iexchange ifactors ion 

iorganizational icommitment iamong iBank iemployees iby iinvestigating ithe iassociation 

ibetween iwork ienvironment, ijob isecurity, ipay isatisfaction, iand iinvolvement iin idecision-

making iwith iemployees' iorganizational icommitment. iUsing ia icensus isampling 

itechnique, i200 iemployees ifilled iout iLikert-scale iquestionnaires ito icollect icross-

sectional idata iand iutilized imultiple ilinear iregression ito itest ithe ihypothesis. iDescriptive 

iand iinferential istatistics iwere iemployed ito iexamine ithe idata iusing iSTATA i17. iThe 

ifindings iindicate ithat ithe imean ivalue ifor ijob isecurity, ipay isatisfaction, iParticipation iin 

idecision-making, iand iorganizational iCommitment iwas iabove iaverage. iWeighted ileast 

isquare iestimation iwas ifitted iwhere iPayment isatisfaction i(B=0.202, iP_value<0.06), ijob 

isecurity i(B=0.25, iP_value<0.001), iParticipation iin idecision imaking i(B=0.28, 

iP_value<0.001) iwere isignificant iand ihad ia ipositive ieffect ihowever iwork ienvironment 

i(B=0.05, iP_value<0.48) iis inot ieffective iat ia i5% ilevel iof isignificance. iThis iW.L.S. iresult 

isuggests ithat iemployees iare icommitted ito iD.B.E. iHowever, ithe iwork ienvironment iwas 

iinsignificantly irelated ito iorganizational icommitment. i 

In iconclusion, ithe iresults iindicate ithat ijob isecurity, ipay isatisfaction, iand iParticipation iin 

idecision-making iare isignificant ideterminants iof iorganizational icommitment. iHowever, 
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ithe iwork ienvironment ihas ilittle iimpact ion iemployees' icommitment ito ithe iorganization; 

ithese ihelp ithe iBank icontinue iits istrategy iwith imoderate ichanges ifor ithe ibest ioutcome 

iabove iaverage, idevelop istrategies ito ienhance iemployee icommitment iand iimprove 

iorganizational iperformance. iThe istudy ihighlights ithe iimportance iof ijob isecurity, ifair 

icompensation, iand ithe iopportunity ifor iemployees ito iparticipate iin idecision-making 

iprocesses ito iincrease icommitments. 

Afzal iAhmad i(2022) ifinds ithat iThe iRole iof iSocial iSupport, iAffective iCommitment, iand 

iPassion ifor iWork ion iTurnover iIntentions: iA iStudy ion iWomen iBankers iDrawing ion ithe 

iSocial iExchange iTheory i(SET), ithe ipresent istudy iaimed ito idetermine ithe ifactors 

iunderlying ithe iassociation ibetween iworkplace isocial isupport iand ifemale ibankers‘ 

iintention ito iquit. iTo ithis iend, ithe istudy iadopted ia imoderating-mediating imodel ito 

imeasure ithe iturnover iintentions iof i361 ifemale iemployees iof iprivate icommercial ibanks 

i(PCBs) iusing itime-lagged idata. iThe ifindings irevealed ithat iaffective icommitment ifully 

imediated ithe iassociation ibetween icoworker isupport iand iturnover iintentions, iwhile iit 

ipartially imediated ithe irelationship ibetween isupervisory isupport iand ithe iintention ito 

ileave. iFurther, ipassion ifor iwork imoderated ithe irelationship ibetween iaffective 

icommitment iand iturnover iintentions. iThis istudy icontributes ito ithe iliterature iby 

iexploring ithe irole iof iworkplace isocial isupport, iaffective icommitment, iand ipassion ifor 

iwork ion ithe iturnover iintentions iof ifemale ibankers. iThe iresults imay ihelp ipolicymakers 

iand ipractitioners iformulate ieffective ipolicies ito iretain iand ipromote iwomen iin ithe 

ibanking isector. 

Umme iKulsum i(2021) iFinds ithat iThe iImpact iof iTraining i& iDevelopment iand 

iCommunication ion iOrganizational iCommitment ion iBangladeshi iCommercial iBank 

iEmployees iare ithe iheart iof ian iorganization ias ithey iare ithe iweapons ithat ipropel ithe 

iorganization itowards iits igoal. iHowever, ito isuperintend iand ibuild ithem ias icompetent, 

icommitted iin ithe ilong irun, iit iis ichallenging ito iexperience isupportive icommunication, 

ifair ibonding, iand imore iclarity iregarding ithe iorganization's igoal iand iresponsibility. 

iThus, ithis iresearch iintends ito iexamine ithe iimpact iof itraining i& idevelopment iand 

icommunication ion iorganizational icommitment ibased ion ithe iprivate ibank iemployees iof 

iBangladesh, iespecially ion ithe iChattogram idivision.Through isimple irandom isampling 

imethod, ithe iquestionnaire iwas isent ito i200 ibank iemployees iand i ia itotal iof i153 iresponses 

iwere iperfectly iderived ias ithe isample isize i(Krejcie i& iMorgan, i1970). iThe istudy iis 

ianalyzed ithrough iquantitative ianalysis iand iwere itested iin ithe istatistical isoftware iSPSS 
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i(version i22) iFinds ithat iThe ifindings ishow ithe isignificant irelationship iof itraining i& 

idevelopment iand icommunication ithat iare ipositively irelated ito iorganizational 

icommitment. iThe istudy isuggests ithat icommercial ibanks ishould iintroduce iproper 

itraining i& idevelopment imeasurements ithat iwill iclarify iwork iactivities, iobjectives, iand ia 

isupportive icommunication isystem ithat ican idefend icritical iissues iand irelationships iin ithe 

iorganization. 

Muhammad iAli(2020) ifinds ithat ithe iImpact iof iEthical iLeadership ion iOrganizational 

iCommitment iand iOrganizational iCitizenship iBehavior iwith iMediating irole iof iIntrinsic 

iMotivation iEthical ileadership iin ithe ifield iof iorganizational ibehavior iand imanagement 

ihas iemerged ias ia isignificant iarea iof iinterest iin ithe irecent ileadership iliterature. iThere iare, 

ihowever, ifew istudies ithat iempirically iexamine ithe iimpact iof iethical ileadership ithrough 

imediation iprocesses ion iorganizational iengagement iand icitizenship iactions. iWe ihave 

ibuilt ia iconceptual imodel ito icheck iwhether iethical ileadership ieffects ithe iorganizational 

icitizenship ibehaviour iand icommitment iof iorganizational icitizenship ithrough ithe 

imediation iof iintrinsic imotivation. iFor idata icollection, isample isize iof i340 iwas 

idetermined ithrough iitem iresponse itheory. iData iwas icollected ithrough iself-

administrated iquestionnaire ifrom idifferent icommercial ibanks ilocated iin igeographical 

ipremises iof iLahore, iPakistan. iSPSS iand iAMOS isoftware iwere iused ito icarry iout ithe 

ianalysis, istructural iequation imodeling itechnique iwas iapplied ito itest ithe idirect iand 

iindirect irelationships. iThe iresults iindicated ithat iethical ileadership ihas ia ipositive ieffect 

ion ithe iassociation iof iorganizational icommitment iand icitizenship ibehaviour iwithin 

iorganizations. iIn ifact, iintrinsic imotivation imediates ibetween ithe irelationship iof iethical 

ileadership iand ithe iconduct iof iorganizational icitizenship. iNevertheless, iresults ialso 

ishow ithat iin ithe ibanking isector ithere iis ino imediating ieffect iof iintrinsic imotivation 

ibetween iethical ileadership iand iorganizational icitizenship ibehaviour. iLimitations ihave 

ibeen idiscussed, ias ihave ifuture iguidelines. 

Khalid i(2020) ifinds ithat iemployee‘s itask iperformance iis ipositively iassociated iwith 

iperceived isocial isupport, iaffective icommitment, iand icontinuance icommitment. iThe 

iprobability iof irising iemployee itask iperformance iis iincreasing iby i14% iwith ithe irise iin 

iperceived isocial isupport. iSimilarly, iperformance irises ithe iproability irise iin iETP 

iincreases iby i87% iwith ievery iincrease iin iaffective icommitment. iLikewise, ithe 

iperformance irises ithe iprobability irise iin i66% iwith ithe iETP iincreases ievery iincreases iin 

icontinuance icommitment. 
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Bulut iand iCulha i(2019)finds ithe iimpact iof iorganizational itraining ion iemployee 

icommitment ifocusing ion iemployees‘ iemotional iand iaffective iresponses itowards itheir 

iorganization. iThe isample iwas icomposed iwith i298 iparticipants iof ifour- iand ifive-star 

ihotels ioperating iin iIzmir, iTurkey. iOrganizational itraining iwas ianalyzed iin ifour 

ivariables: i(i) isupport ifor itraining; i(ii) imotivation ifor itraining; i(iii) iaccess ito itraining; iand 

i(iv) iBenefits ifrom itraining. iThe iempirical istudy, iconcluded ithat iall ithe ivariables iof 

iorganizational itraining iaffect ipositively ithe iorganizational icommitment, 

 

Lu iand iGilmour‘s i(2019) ifindings iindicated ithat iChinese iin iboth iTaiwan iand iMainland 

iChina iscored ihigher ion isocially ioriented iconceptions. iSocial isupport iin ithe iworkplace 

irepresents ithe iamount iof icare ithat iis ievident ibetween ithe isupervisor iand ico-workers, 

ithrough idemonstrations iof i―human-heartedness‖ i.Social isupport, iin ithis istudy, isupports 

ithe iview ithat iit ifunctions ias ia imeans iof icontrol iover isome iaspects iof iwork idemands, 

iwhich iin iturn iencourages ibehavioral isupport ifor ichange, ithrough iaffective icommitment 

ito ian iorganization iand ito ichange. iThat iis, ithis istudy isupports ithe iefficacy iof isocial 

isupport iin ideveloping iemployees‘ iattitudes iand ibehaviors itoward ichange. 

 

Chew iand iChan i(2018) ifinds ithat ithe irelationships ibetween icompensation, isupervisory 

isupport iwith iorganizational icommitment ithese itwo ivariables iimpact ion iorganizational 

icommitment iis inot istronger ias icompared ito iother istudies ibut ithe irelationship iis iclearly 

ivery istrong ibetween icommitment iand ijob isatisfaction. iThis ishows ithat igreat 

icommitment iof iemployee iwith ithe iorganization ihas istrong iimpact ion isatisfaction iand 

iboth ithese ivariables ilead ito iretention iof iemployees. 

 

Hunter iand iThatcher i(2017) iexamined ithe irelationship ibetween ibank ibranch 

iemployees‘ ijob istress, iorganizational icommitment, ijob iexperience, iand iperformance 

iusing idata ifrom i151 iemployees iworking iin idifferent ibranch iof iState iBank iusing 

istructured iquestionnaire. iThe istudy isuggested ithat iorganizational irestructuring ican 

icreate ia iparadox ifor imanager. iMultiple iregression ianalysis irevealed ithat iemployees 

iwith ihigher ilevel iof iaffective icommitment iand ihigher ilevel iof ijob iexperienced 

ichanneled ifelt istress imore ieffectively iinto isales iperformance. iFelt istress ihad ineutral ito 

inegative ieffect ion iperformance ifor iemployees iwith ilower ilevel iof icommitment iand ijob 

iexperience. iCommitment ilike istress iwas imore istrongly irelated ito iperformance iwhen 
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iemployees ihad imore ijob iexperience. iThe iresult isuggested ithat ia iconsideration iof 

imoderators iof ithe istress-performance irelationship iis iimportant iboth itheoretically iand 

ipractically. 

 

Upadhaya i(2017) istudied ion iexamining ithe ilevel iof iemployee isatisfaction ion itheir ijob 

iworking iat icommercial ibanks iof iNepal. iFrom ithe istudy, iit iis icame ito iknow ithat 

iemployees ionly ileave ithe iorganization iwhen ithey iget ibetter iopportunities isuch ias 

ihandsome isalary, igood iworking ienvironment, iintrinsic ibenefit, ifast icareer igrowth, ietc ito 

ithe inext iorganization ifrom ithe iexisting iorganization. iThe istudy ialso icompared ithe irate 

iof iturnover iin ipublic iand iprivate ibanks. iIt ishows ithat ithe irate iof iturnover iis ihigh iat 

iprivate ibank ithan ipublic ibank iit imeans ithat ijob iscope iof iprivate ibank iis ivery 

ilimited.Williams iand iSoane i(2015) ihave istarted icollecting iindividual iperceptions iof 

iemployees. iThis iresearch ialso itakes iinto iaccount iemployees‘ iperception. iEmployees 

ibecome imore iconnected ior idedicated ito itheir icompany iwhen ithey iget iorganizational 

isupport ibecause ithey ibelieve ithey imust irepay ithe iorganization's ifavor iby iexecuting itheir 

itask iwith iloyalty, ias iexplained iin ithe isocial iexchange itheory. 

 

Ahmad iet ial. i(2015) ifound ithat isupervisory isupport ihas ian iinsignificant ibut ia ipositive 

ieffect ion iemployees‘ iperformance iin iPakistan. iHowever, ithe iresults iof ithe iresearch 

ishow ithat imanagers‘ isupport idoes inot isignificantly iaffect ithe iperformance iof itextile 

iindustry iemployees. iThe iresearch ifindings isuggest ithat iemployee iretention ihas ia 

isignificant iimpact ion ithe irelationship ibetween imanager isupport iand iemployee 

iperformance iin ithe itextile isector iof iPakistan. iThe iretained iemployees iare imore 

iexperienced iand icapable iof ihandling iany isituation iin iorganizations, iso itheir ioverall 

iimpact iis ipositive ion ithe iemployees‘ iperformance, iwhich iprovides iopportunities ifor 

iorganizational igrowth. iEmployees‘ icapacity ibuilding iimproves ithe iperformance iof 

iemployees iis ijustified iby ithis istudy. iHowever, ithe imanagers‘ isupport icannot 

isignificantly iinfluence iemployee iperformance, ibut ithe imoderating irole iof iemployees‘ 

iretention imakes ithe irelationship isignificant iand ihas ia isignificant irole iin iemployee 

idevelopment. 

 

Komal iKhalid iBhatti iet ial i(2011) ifinds ithat idirect iparticipation ihas ieffect ion 

iOrganization icommitment ihas isignificant iand ipositive iimpact iamong iBanking iSector 

iEmployees iof iU.S.A iand iPakistan. iFurthermore, iresearch ion ithe iImpact iof iHuman 
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iResource iManagement iPractices ion iOrganizational iCommitment iin ithe iBanking iSector 

iwas iconducted iacross ipermanent, ifull-time, iand ipart-time iemployees i(managers iand 

inon-managers) iof ifive ilarge iprivate ibanks iin iKuwait. iThe iHRM ipractices iwere 

imeasured ion ia iscale ifor irecognition, icompetence idevelopment, ifair irewards, iand 

iinformation isharing iand istudy ishowed ithat icompetence idevelopment, ifair irewards ihas 

iimpact iof iHRM ipractices ion iOrganizational icommitment iand iother ifactors idoesn‘t 

ishow ian iimpact ion iorganizational icommitment. 
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2.7 iResearch iGap 

Based ion ithe iliterature ireview, ithe iresearcher iidentified ivarious itypes iof isupport ifor 

iOrganizational iCommitment ii.e. iis iOrganization iSupport, iManagerial iSupport iand iJob 

iSupport. iHowever, iMany istudied ihave inot ilooked iat ithe iimpact iof iSocial iSupport, 

iManagerial iSupport iand ijob isupport ion iorganization icommitment iAs ithe i isupport iit iis 

ialso ivery icrucial iin ithe iorganization ilike ibanking isector. iSo, ithere iis istill ia igap iin 

iexisting iknowledge ias iliterature ireview icould inot ibe iestablished ithe iinfluence iof isupport 

ion iOrganization iCommitment. iMoreover, iprior iresearch ihas ifound iinconsistent ifinding 

iconcerning isocial isupport iand iorganizational icommitment. iSome iresearch ihas ifound 

idirect irelationship ibetween idifferent idimensions iof isocial isupport iand iorganizational 

icommitment. iHowever, isome iresearch ihas ifound ino ior iindirect irelationship ibetween 

isocial isupport idimensions iand iorganizational icommitment. iHence, ifurther iresearch iis 

irequired iparticularly iin ideveloping icountry ilike iNepal ito iestablish ithe irelationship 

ibetween idimensions iof isocial isupport iand iorganizational icommitment. iHerein iit ican ibe 

iassumed ithat ithe igap ion ithe iissue ican ibe ibridge iby idoing ia iresearch ion iwhat isort iof 

isupport ineeds ito iemployees ifor ipersonal idevelopment iand iwhat ieffect iit imay iexert iin 

itheir iorganization icommitment. iTherefore, ithe iaim iof ithis istudy iis ito iinvestigate ithe 

iinfluence iof iorganizational isupport, iManagerial iSupport iand iJob isupport ion 

iOrganizational iCommitment iin icommercial ibanks. 
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CHAPTER iIII i 

RESEARCH iMETHODOLOGY 

 

This ichapter ipresents iall ithe inecessary isteps ito ibe ifollowed ithroughout ithis iresearch 

iwork iin iorder ito iachieve iand iaccomplish ithe iobjective iof ithe istudy. iResearch 

imethodology idiscussed iin ithis ichapter ihelps ito iguide ithe iresearch istudy iproviding 

idifferent iissues iand iaspects. iIt isystematically isolves ithe ivarious isequential isteps ito 

iadopt iby ia iresearcher iin istudying iproblem iwith ithe iobjectives iin iview. i 

 

This ichapter ipresents ia idescription iof ithe iresearch idesign iand imethodology iused iin ithe 

istudy. iAlso, iit iprovides ian ioverview iof ithe iresearch istudy, ia idescription iof ithe 

iinstrument iused ifor idata igathering, itargeted ipopulation, isampling iprocedure, isources iof 

idata iused iand imethods iof idata ianalysis, ipresentation iand iinterpretation. 

 

3.1 iResearch iDesign 

Descriptive iand icausal iresearch idesign ihas ibeen iused iin ithis istudy. iResearch idesign iis 

ithe iconceptual istructure iwithin iwhich iresearch iis iperformed. iIt iserves ias ia iframework 

ifor ithe istudy, iguiding ithe icollection iand ianalysis iof ithe idata, ithe iresearch iinstruments ito 

ibe iutilized, iand ithe isampling iplan ito ibe. i iIt iis ithe iconceptual istructure iwithin iwhich 

iresearch iis iconducted; iit iconstitutes ithe iblueprint ifor ithe icollection, imeasurement iand 

ianalysis iof idata. 

 

The iquantitative imethod iof iresearch ihas ibeen iused iin ithis iresearch iin iorder ito icollect 

irealistic, iupdated iand ipractical iempirical idata. iThe iresearch idesign iundertaken iis 

idescriptive iin inature iand ispecifically icreated iquestionnaire iwas isent ito ithe itarget igroup 

iof ipeople ito icollect ithe ipertinent iinformation iDescriptive, iexperimental, icorrelational, 

icausal-comparative iand iexperimental iare ithe imajor itypes iof iresearch idesign i(Sileyew, 

i2019). iThis istudy iwas irelied ion idescriptive iresearch idesign. iIt iis itheory ibased iresearch 

idesign iwhich iemphasis ion iaddressing ihow, iwhat, iwhen, iand iwhere iof iresearch iqueries 

irather ithan iwhy iof ithe iresearch isubject i(da iSilva, i2017). iThere iare idifferent iviews 

iregarding iresearch idesign ibut ioverall iit icontains iwhole ireports icontents. iIt iis ithe ioverall 

iplan iof iproposed istudy ito ispecify ithe iappropriate iresearch imethod iand iprocedure ifor 

iobtaining ispecific ifinding ivalid iobjectively iaccurate iand ieconomically ias ipossible. iThe 
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ioverall iresearch iwork iis iconducted ithrough icollection iof iprimary idata. iSimilarly, 

iprimary idata iis icollected ithrough iquestionnaire ifilled iup iby iemployees iat idifferent ilevels 

iof icommercial ibanks iinside iKathmandu ivalley. 

 

3.2 iPopulation iand isample 

This istudy iwas ibased ion iprimary isource iof idata. iStructured iset iof i5 ipoint iLikert iscale 

iquestionnaire iwere iused ito iextract ithe iinformation ifrom ithe iemployees iworking iin 

icommercial ibanks. iRandom isampling imethod iwas iused ifor ithe istudy ias iit iwas 

iappropriate ifor ithis istudy ibecause ithis itechnique iis ione iof ithe ibest ito ireach ithe itarget 

irespondents. iThe isampling itechnique igenerally iassumes ia ihomogeneous ipopulation 

ithat imeans ithe imember iof ipopulation ihas isimilar icharacteristics. iDue ito ithe iresource, 

itime iand ifinancial iconstraint, ithis imethod iwas iappropriate iway ito ireach ithe irespondents. 

iThe itarget ipopulation ifor ithis istudy iwas ithe ientire iemployees iworking iin icommercial 

ibanks iinside iKathmandu ivalley. iThe istudy icovers iemployee iof idifferent iage igroup, 

iqualification ilevel, iworking iposition, iworking iperiod, ietc. 

 

3.3 iNature iand iSources iof iData 

This iresearch iis ibasically ibased ion iprimary isources iof idata icollected ithrough ithe iopinion 

isurvey icarried iout ito ithe iAssistant ito imanagerial ilevel iemployees iof ithe iselected 

iCommercial ibanks iin iKathmandu iValley. 

 

3.3.1 iPrimary iData 

Primary idata isource imainly iincludes iquestionnaire iin iorder ito icollect iinformation ifrom 

ithe irespondent iwho iare ithe iemployees iof ithe icommercial ibanks iof iNepal. iThe iprimary 

idata iwere icollected iby iself-administered imethods iof icollection. iFirst ipart iis iconcerned 

iwith ithe irespondent‘s idemographic ifeatures ilike iGender, iAge, iQualification, iPresent 

iposition, iYear iof ijoining ithe ipresent iorganization, iEarning iPer iMonths. iThe isecond ipart 

iis idivided iin ito i3 iparts ion ithe ibasis iof ithe istudy icarried iforward isuch ias iSocial iSupport, 

iJob iSupport, iManagerial isupport ifactors. iEach ithese i 

 

parts ihave idifferent iquestions ito iknow ithe iImpact iof iSocial iSupport ion iOrganizational 

iCommitment iin iCommercial iBanks iin iNepal. iResponse ion ieach iquestion iis icollected 

ithrough ithe idifferent iLikert iscale. iThe itotal isample isize itaken ifor ithe istudy iwas i202 

irespondents. i i 
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3.4 iInstrumentation iof iData iCollection 

Structured iquestionnaires iwere iself-administered ito ithe idifferent ilevel iemployees iin ithe 

iCommercial iBanks iof iKathmandu ivalley. iThe ientire iquestionnaires iwere idistributed ito 

ithe irespondents ithrough ithe iprinted isets. iThese iquestionnaires iwere idistributed ito ithe 

irespondents iwho iworked iin icommercial ibanks iinside ithe iKathmandu iValley. iWhen 

iphysical idistribution iof iquestionnaire itook ilonger itime, ithe iquestions iwere ialso 

ideveloped iin ionline iusing iGoogle iforms iand ithen ithe ilink iwas icirculated. iThe ipurpose 

iof ithe istudy iwas iproperly idefined ito ievery irespondent ion ithe iquestionnaire ipage iso ithat 

ithe irespondents iwould iunderstand iwhy ithis iresearch iwas ibeing idone. iThis ialso iavoided 

iany isuspicious, ibiases iand imotivated ithem ito iprovide itheir iindependent iopinions ion ithe 

iquestion iasked. 

 

Moreover, ito ihave ivalid iand ireliable idata, iquestions iwere iformulated iconsidering ithe 

ieasiness iand iunderstandability iand iavoiding iany ivague iand idouble imeaning iwords iso 

ithat ithe irespondents icould ieasily ianswer ithe igiven iquestion iwithout iany iconfusion iand 

ihelp iminimize iany ierror. 

 

3.5 iMethods iof ianalysis 

To iachieve ithe iobjectives iof ithe istudy, ivarious ifinancial, istatistical iand iaccounting itools 

ihave ibeen iused ithis istudy. iThe ianalysis iof idata iwill ibe imade iaccording ito ithe ipattern iof 

idata iavailable. iData ianalysis itask iwas idone ithrough iuse iof idescriptive istatistics ilike 

ifrequencies, ipercentage, imean istandard ideviation iand icoefficient iof ivariation. iApart, 

ipictorial ipresentation iof idata iis ialso ikept ithrough icharts iand igraphs. iData icollected ifrom 

ithe irespondent iwill ibe icoded ifirst iand ientered iin ithe iStatistical iPackage ifor iSocial 

iSciences i(SPSS), icomputer isoftware ifor idata ianalysis ipurpose. iAlso iMS- iExcel iwill ibe 

iused ito ipresent ithe ifinding iin iform iof itables, icharts iand ifigures. iThe iZ-test iwill ibe iused 

ianalyze ithe ihypothesis. iThe ivarious icalculated iresults iobtained ithrough ifinancial, 

iaccounting iand istatistic itools iare itabulated iunder idifferent iheadings. iThen ithey iare 

icompared iwith ieach iother ito iinterpret ithe iresults. 

3.6 iStatistical iTools 

Analysis iof idata ihere iis idone ithrough idifferent imeans. iFollowing istatistical imeasures 

iare iadopted ifor ithe ianalysis ipurpose. 

1. Frequencies 
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2. Percentage 

3. Mean 

4. Standard iDeviation 

5. Cronbach ialpha 

6. Correleation 

7. Regression 

 

3.7 iResearch iFrameworks 

Conceptual iframeworks iaid ithe iresearcher ito iprecisely idiscover ithe ivariables iof ithe 

istudy iand iexplains ithe irelationship iexist iamong ithem. i iIt iprovides ithe ifoundation ifor 

iestablishing iits icreditability i(Adom, iAdu-Gyamfi, iAgyekum, iAyarkwa, iDwumah, 

iAbass, iK, i& iOsei-Poku, i2016). iThe iconceptual iframework iof ithe istudy ishows ithe 

isources iof iimpact iof isocial isupport ion iorganization icommitment iin icommercial ibanks iin 

iNepal.A iconceptual iframework iis ithe iresearcher iunderstanding iof ihow ithe iparticular 

ivariables iin ithe istudy iconnect iwith ieach iother. iIn ithis istudy iconceptual iframework iis 

iderived ifrom ivarious iliterature ireviewed iand idifferent iinformation. 

 

This iconceptual imodel iidentifies ivarious ifactors iof isupport ithat iisSocial iSupport, 

iManagerial iSupport, iJob isupport ias iindependent ivariables iinfluencing iOrganizational 

iCommitment ii.e. idependent ivariable. iAn iindependent ivariable istands ialone iand iis inot 

ichanged iby iother ivariable iwhich iare isubject iof imeasure iwhereas idependent ivariable 

idepend iupon iindependent ivariables iand ichange iwith ichanges iin iindependent i ivariables. 

 

 i i i i iIndependent iVariable     i i i i i i i i i i i i i i i iDependent iVariable 

 

 

 

 

 

 

 

Sources i: i(Osei-Poku, i2016) 

Figure i2: iConceptual iFramework 

 

Organization 

iSupport 

 Managerial iSupport 

 

C Job iSupport 

Organizational 

iCommitment 
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Organizational iCommitment: iOrganizational icommitment iis idefined ias ia iview iof ian 

iorganizations imember‘s ipsychology itowards ihis/her iattachment ito ithe iorganization ithat 

ihe/she iis iworking. iOrganizational icommitment iplays ia ipivotal irole iin idetermining 

iwhether ian iemployee iwill istay iwith ithe iorganization ifor ia ilonger iperiod iof itime iand 

iwork ipassionately itowards iachieving ithe igoal. iStudies ihave ihighlighted ithat 

icommitment ihas igreater iimpact ion ithe isuccessful iperformance iof ian iorganization. iThis 

iis ibecause ia ihighly icommitted iemployees iwill iidentify ithe igoal iand ivalues iof 

iorganization, ihas istrong idesire ito ibelong ito ithe iorganization iand iis iwilling ito idisplay 

igreater iorganizational icitizenship ibehavior. iOrganizational icommitment iis ithe isocial 

iactors‘ iwillingness ito iprovide itheir ieffort iand iloyalty ito ithe isocial isystem i.The 

iattachment ito ithe ipersonality isystem iof isocial irelations ican ibe iself-expression, iso iit ican 

iincrease iemployees‘ imorale iand ibehavior ito iwork ibetter iand iproduce itheir iwork 

iachievement. iWork iachievement iis iconsidered ias ian iimportant iparameter iin ithe 

iorganization iand iit irecognized ias ia iprofession ito ifind iinnovative iways ifor iorganizational 

iprogress i.Based ion ithis idescription, iit ican ibe iassumed ithat iorganizational icommitment 

ipositively iinfluences ijob iperformance. iCommitment ito iorganization iis irelated 

ipositively ito ia ivariety iof idesirable iwork ioutcomes iincluding iemployee ijob isatisfaction, 

imotivation iand iperformance, iand irelated inegatively ito iabsenteeism iand iturnover 

i.Performance iimprovement iin ian iorganization igoes ibeyond ithe icommonly iaccepted 

iprinciples iof igood imanagement iand ieffective ileadership iby iengaging ithe iemotional 

icommitment iof ithe iemployee i. 

 

Organization isupport: 

Organization isupport irefers ito iemployees‘ iperception iof ibeing ivalued iand icared iabout 

iby itheir iorganization. iThis iconcept iis itheoretically ibased ion ireciprocity iin ithe isocial 

iexchange irelationship. iIn isituations iof iperceived iorganization isupport, iemployees‘ itrust 

ithat itheir iincreased ieffort itoward ireaching iorganization igoals iwill ibe inoticed iand 

irewarded i iAlthough ian iorganization imay iencourage isupport iin ia inumber iof iareas, ithis 

istudy ifocuses ispecifically ion iorganization isupport ifor icreativity, iwhich irefers ito ithe 

iextent ito iwhich ian iemployee iperceives ithat ithe iorganization iencourages, irespects, 

irewards iand irecognizes iemployees iwho iexhibit icreativity. iThe imore iemployees ifeel 

ithey iare isupported iby ithe iorganization ithe ihigher itheir icommitment ito ithe iorganization 

ibecomes. iOrganizational isupport ienhances iemployees' ipositive iview itoward itheir ijob. 

iIn iaddition ito ithat, iorganizational isupport ialso ieffects ithe icommitment iand ijob 
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iinvolvement. iIt imeans iinvolvement iwith iinterests irelating ito ijob. iThe ihigher ithe 

ipersonnel isupport, ithe ihigher itheir icommitment ito itheir ijobs. i iIncrease iof iperception iof 

iorganizational isupport iof iemployees ileads ito ihigher iperformance iand itendency iof 

iemployees ito iremain iin iorganization iand ireduces iwork ipressures iand ifeedback 

ibehaviors i(such ias ithe itendency ito ileave iwork iand ileaving iwork). 

 

Managerial iSupport: 

Managerial isupport iinvolves ithe iprocess iof iinfluencing iemployees ito iwork ifor ithe 

iachievement iof iorganizational igoals iA imanager‘s ileadership ican ihave idirect iimpact ion 

ithe isatisfaction iof iemployees ithrough ipersonal icontact iand iindirect iimpact ithrough 

ishaping isupporting ipolicies iManagerial isupport iis idescribed ias ithe idegree ito iwhich ithe 

ileaders iappreciate ithe icontributions iof iits iemployees iand icare iabout itheir iwelfare. 

iEmployees iare iprobably igoing ito iremain iin ithose iassociations iwhere ithey itrust ithat itheir 

icapacities, icommitments, iand ipositive iattitudes iare ivalued i(Terera i& iNgirande, i2014). 

iA ileader iwith iexcellent isupport iis iwhat imakes iemployees ifeel iheard, iappreciated, iand 

ifavored. iWith isupport, ipeople ican iface iadversity iand ioverawed ichallenges iand imore 

iwilling ito isustain ia ipositive iimage iof icapable ilearning iand idevelopment iand 

idemonstrate iits isuccess. iA imanager iperforms imany ifunctions iin ian iorganization. iA 

ileader imakes ia iclear ivision iof ithe iorganization, imotivates iemployees, iguides iemployees 

ithrough ithe iwork iprocess, iand istrengthens ithe imoral i(Turk, i2007). iThe imost 

iperformance ienhancement iactivities, imanagers ican iuse, ihave ia inegligible iimpact ion ithe 

iperformance iof iindividual iemployees. iThe ioutcomes iindicate ithat imanagers ihave ian 

iexcellent iopportunity ito idramatically iimprove iemployees‘ iperformance iand ifocus itheir 

iefforts ion ia imuch ismaller ilist iof ibenefits. iThe imanagers iwho iset icriteria iof iperformance 

iappraisal iand iprovide ifair iand iaccurate iinformal ifeedback ifrom ithe imanagement ion 

iperformance ican isignificantly iincrease ithe iindividual iperformance i(Trinka, i2005). 

iEfficient ifluency iof iwork imeans imanagers iengage iin iwork iwith itheir iemployees iand 

isupport ithem iin iall ithe iproblems ithey ihave iencountered iduring ithe iwork. 

 

Job iSupport: 

It iis ilikely ithat ithere iis irelationship ibetween ihow imuch ian iemployee iperceives isupport 

ifrom isupervisors iand ico-workers iand ithe ilevel iof icommitment ithey ihave itowards ithe 

iorganization.. iBenson i(1998) ifound ithat icontract iworkers icould iperceive ithat ithey iwere 

isimultaneously isupported iby itheir iagency iand iby ico-workers iin itheir ihost iorganization 
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ialthough ithe ilevels iwere ihigher ifor ithe ilatter. iBecause iof ithe iabsence iof iany iresearch 

iinto ithe inotion iof idual isupport i(from isupervisors iand ico-workers) ifrom itwo 

iorganizations i(agency iand ihost ifirm) ithe ifollowing iis ihypothesised iin iorder ito iexplore 

ithis iaspect iof icommitment imore ifully. iJob isupport igenerally iprovides ihelp ifor istaff iin 

idealing iwith ithe idemands iof iworking iin iinstitutional icorrections iand ifor iideas iof ihow ito 

iovercome iproblems, ias iwell ias imaking ithem ifeel ipart iof ithe igroup iand iorganization. iIn 

ithe iend, ithe iorganization ibenefits iwith ia istronger ivoluntary iconnection ifrom istaff. 

iManagement iand isupervisor isupport ican ibe iimproved iby iefforts ion ithe ipart iof ithe 

iorganization. iTraining iand irewards ican ibe iinstituted ito iincrease ithe isupport iof istaff iby 

imanagers iand isupervisors i(Lambert iet ial., i2016). 
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CHAPTER- iIV i 

RESULTS iAND iDISCUSSION 

 

This ichapter iincludes ithe ipresentation iand iinterpretation iof irelevant idata iin iorder ito 

iachieve iobjectives iof ithe istudy. iIt iprovides isystematic ipresentation iand ianalysis iof 

iprimary idata. iThe iresult iis imainly ibased ion iresponses iof iquestionnaire iadministered ito 

iemployees iof iNepalese icommercial ibanks. iVarious istatistical imodels iare idescribed. 

iThis ichapter ialso icovers ithe itext iof ihypotheses, iwhich iwere iformulated iin ithe iprevious 

ichapter. iThe iresults iare idiscussed iin iterms iof itheir irelation ito ieach iof ithe irelevant 

iresearch iobjectives. iSPSS iversion i23.0 iwas iused ito iperform ithe ianalysis ito iexplain 

iresults. iThis isection ideals iwith ianalysis irespondents‘ iprofile. iThe icorrelation ianalysis ias 

iwell ias iregression ianalysis iis idone. 

 

4.1 iRespondent iProfile 

This isection igives ithe isummary iof ithe iprimary idata icollected ithrough ithe iquestionnaire 

idistribution. iIn itotal i202 irespondents iwere isurveyed iand ianalyzed iin iaccordance iwith 

ithe iobjective iof istudy. iThe ianalysis iof idemographic iprofile iis idone iby ithe iinterpretation 

iof ithe iresponses icollected. iThis isection ideals iwith ithe iprofile iof itheir irespondents 

icharacterized iby igender, iage, iqualification, iposition, iyear iof ijoining iin ithe iorganization 

iand iearning iincome. 

 

4.1.1 iGender iof ithe iRespondent 

The igender iof ithe irespondent ishows ithe inumber iof imale iand ifemale iemployees iworking 

iin ithe icommercial ibank iin iKathmandu iValley. 

Table i10:Gender 

  

Frequency Percent 

Valid Male 96 47.5 

 

Female 106 52.5 

 

Total 202 100 

Source. iSurvey, i2024 

  

Table i1 ishows ithat iout iof i202 irespondents ichosen ifrom iemployees iworking ion 

icommercial ibank iinside iKathmandu ivalley, i47.5% iare imale iand i52.5% iare ifemale. iAs 
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iper ithe isurvey, iit iseems icommercial ibanks iconsist iof imore inumber iof ifemale iemployees 

iinside iKathmandu ivalley. 

 

4.1.2Age iGroup iof ithe iRespondents 

Table i11 i:Age iGroup 

 i  i 
Frequency Percent 

Valid Under i25 40 19.8 

 

25 i– i35 152 75.2 

 

36 i– i45 10 5 

 i 
Total 202 100 

Source. iSurvey, i2024 

  

 iTable i2 ishows ithat imajority iof ithe irespondents ifall iunder iage igroup iof i25-35 iyears ii.e. 

i75.2%. iSimilarly i5% iof ithe irespondents ifall iunder iage igroup i36-45, iapproximately 

i19.8% irespondents iare iof iage igroup ibelow i25 iyrs. iFrom ithe isurvey iresults, iit iseems ilike 

imajority iof ithe iemployees iin icommercial ibanks iare iof iage igroup i25-35 iyears. 

 

4.1.3 iAcademic iQualification iof ithe iRespondents 

Table i12 i:Academic iQualification 

 i  i 
Frequency Percent 

Valid Higher iSecondary 4 2 

 

Bachelor 87 43.1 

 

Masters 109 54 

 

Above iMasters 2 1 

 i 
Total 202 100 

Source. iSurvey, i2024 

  

The itable ishows ithat iout iof i202 irespondents i2% ihold iintermediate idegree iand i43.1% iof 

ithe irespondents ihas ibachelor‘s idegree. iSimilarly, i54% ihave imaster idegree iand ionly i1% 

iof ithe iemployees ihold iabove imaster idegree. iAs iper ithe istudy iit iseems, imajority iof ithe 

iemployees ihold imaster idegree iin icommercial ibanks iin iKathmandu ivalley. 
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4.1.4 iPresent iPosition iat iBank 

Table i13:Present iPosition 

 i  i 
Frequency Percent 

Valid Manager 12 5.9 

 

Officer 41 20.3 

 

Senior iAssistant 26 12.9 

 

Assistant 94 46.5 

 

Others 29 14.4 

 i 
Total 202 100 

Source.Survey,2024 

   

Above itable ipresents, ithe idesignation iof iemployees iworking iin icommercial ibank iin 

iKathmandu ivalley. i5.9% iof ithe irespondents iare iinvolved iin imanagerial ilevel iand i20.3% 

iof ithem iare iin iOfficer iLevel. iAlso, i12.9% iof ithe irespondents iwork ias isenior iassistant. 

iWhereas, i46.5% iof ithe irespondents iwork iin iassistant ilevel iand iremaining i14.4% iof ithe 

irespondents iwork iin iothers iposition. iIt ican ibe iclearly iobserved ifrom ithe itable ithat imost 

iof ithe irespondents iwork iin iassistant ilevel. 

 

4.1.5 iYear iof iJoining iin ithe ipresent iOrganization 

Table i14:Year iof iJoining 

 i  i 
Frequency Percent 

Valid Before i2014 4 2 

 

2015 i– i2019 24 11.9 

 

2020– i2024 174 86.1 

 i 
Total 202 100 

Source. iSurvey,2024 

   

The itable ishows ithat ionly i2% iof ithe irespondents ijoined ibefore i2014 iand i11.9% iof ithe 

irespondents ifrom i2015-2019 iwhere ias i86.1% iof ithe irespondents iwere ienrolled ifrom 

i2020-2024. iFrom ithe isurvey iresults, iit iseems ilike imajority iof ithe iemployees iin 

icommercial ibanks iwere ienrolled iin i2020-2024. 
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4.1.6 iEarning iper imonth 

Table i15:Earning iIncome 

 i  i 
Frequency Percent 

Valid Up ito i25000 37 18.3 

 

25001 i– i50000 124 61.4 

 

50000 i– i75000 25 12.4 

 

Above i75000 16 7.9 

 i 
Total 202 100 

Source. iSurvey,2024 

   

The itable ishows ithat i18.3% iof ithe irespondents iearn iup ito iRs. i25000, i61.4 iof ithe 

irespondents iearn ibetween iRs i25001-50000. iWhere, i12.4% iof ithe irespondent iearns 

ibetween iRs i50001-75000 iand i7.9% iof ithe irespondents iearn iabove iRs i75000.From, ithe 

isurvey iit ishows ithat imajority iof ithe iemployees iin icommercial ibanks iearn iRs i25001-

50000. 

 

4.2 iReliability iAnalysis 

Reliability ican ibe ithought iof ias iconsistency iin imeasurement. iReliability i iprocedure 

icalculates ia inumber iof icommonly iused imeasures iof iscale ireliability iand ialso iprovides 

iinformation iabout ithe irelationships ibetween iindividual iitems iin ithe iscale.The 

iCronbach‘s ialphas imeasure ithe imodel iof iinternal iconsistency, ibased ion ithe iaverage 

iinter-item icorrelation iAfter ithe idata icollection ifrom ithe irespondents, iCronbach's ialpha 

icoefficient iwas ialso icalculated ito iidentify ithe ireliability iof ithe iinstruments iused. iFurther 

ithe iCronbach‘s ialpha iof iall ithe isample isize iwas itested iand iit iwas ifound ithat ithe ivalues 

iare iwell iwithin ithe irange iof igood ito iexcellent ireliability. iThe iCronbach‘s ialphas i() 

iwere icalculated iand iare imentioned iin itable. 
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Table i16:Reliability iAnalysis 

    
 i 

No. iof iItems Alpha iValue i(α) 

Managerial iSupport 5 0.584 

 Job iSupport 5 0.674 

 Organization iSupport 4 0.748 

 Organizational iCommitment 15 0.924 
 i 

Source. iSurvey, i2024 

 

Shows ithe iquestionnaire iinstruments ifor ithe ifurther idata ireliability itest, ithe idifferent 

iinstruments iused icontain idifferent iset iof iquestions ilike i5 iin iManagerial isupport iand iJob 

isupport. iSimilarly, iOrganization isupport icontains i4 iand iOrganizational icommitment 

iconsist i15 iquestions. iThe iinstruments iused ihere ifor iindependent ivariable iconsists ithe 

irange ifrom i0.584 ito i0.924. iThe ihighest iCronbach‘s iAlpha iwas ifor iOrganizational 

iCommitment i(0.924) iand ithe ilowest iis iof iManagerial isupport i(0.584). iThis ireliability iof 

ithe istudy iis iconfirmed ibecause iall ithe ivariables‘ iCronbach‘s iAlpha iwas iat ithe idesired 

ilevel iof i0.50 iand iabove. iThis ishows ithe iincrease iinter icorrelation iamong ithe itest iitem 

ipossessing ihigher iinternal iconsistency iand ivalidity iof ithe istudy. 

 

4.3 iDescriptive ianalysis 

This isection ideals iwith ithe idescriptive ianalysis iof ithe idata, icollected ithrough ithe 

iquestionnaire iduring ithe iresearch iprocess. iThese ivalues ihelp iresearcher ito ianalyze ithe 

idata iwith irespect ito ifrequencies iand iaggregation irelating ito iresearch iquestions iand 

ivariables. iFor ithis ipurpose ifive ipoint iLikert iscale iquestions iasked ito ithe irespondents iin 

ipart iII iwhich iscale ifrom i1(strongly idisagree), i2 i(disagree), i3 i(neutral) i4 i(agree) i5 

i(strongly iagree). iSimilarly, iin ipart iIII i iseven ipoint ilikert iscale iquestions iasked ito ithe 

irespondents iwhich iscale ifrom i1(strongly idisagree), i2(moderately idisagree),3(slightly 

idisagree), i4(undecided),5(slightly iagree),6(moderately iagree),7(strongly iagree). 
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Table i17: iDescriptive iAnalysis i 

       
 i 

Minimum Maximum Mean SD Skewness Kurtosis 

Managerial iSupport 1 5 3.87 0.50 -0.90 2.88 

Job iSupport 1 5 3.88 0.56 -0.84 1.01 

Organizational iSupport 1 5 3.36 0.75 -0.30 0.10 

Organizational 

iCommitment 1 7 5.08 1.13 -0.79 1.03 

Source.Survey,2024 

       

Table i8 ishows ithat ishows isummary iof idescriptive istatistics iof idependent ior iindependent 

ivariables. iThe iindependent ivariables iare imanagerial isupport, ijob isupport, iorganization 

isupport iwhereas, iorganizational icommitment iis idependent ivariable. iFrom ithe itable ithe 

imean iof ithe ientire ivariable iwhich irange iin ibetween i3.87 ito i5.08. iIt ishows ithat 

iOrganizational icommitment ihas ithe ihighest imean ii.e i5.08 iwhereas imanagerial isupport, 

ijob isupport iand iorganizational isupport ihave imeans iof i3.87, i3.88 iand i3.66 irespectively. 

iThe iminimum inumber iof ithe iquestion iitem iis i1 iand imaximum iis i7.To itest ithe inormaility 

iof idata iskewness iand ikurtosis itest iwere iexamined. iSkewness iand ikurtosis iare ithe 

iindicators ito isee ithe ivariable iis inormally idistributed. iManagerial isupport ihas i-0.90 

iskewness iand i2088 ikurtosis. iSimilarly ithe ivalue iof iskewness iand ikurtosis iof iother 

ivariable i(job isupport, iorganization isupport iand iorganization icommitment) iare 

imentioned iin ithe itable. iWe ican isee ithat ithe idistribution ifor imanagerial isupport, ijob 

isupport iand iorganization icommitment iis imoderately iskewed iwhile ithe iorganization 

isupport ihas ia ifairly isymmetric idistribution. iSince ithe istandard irange iof ithe iskewness iis 

i± i-3 iwhich iis ifully isatisfied iby ithe igenerated ivalue ithat irange i- i0.30 ito i-0.90. iAgain ithe 

istandard ikurtosis irange ibetween i± i10. iSince, iall ithe ivariable iof ithe ikurtosis irange ifrom 

i0.10 ito i2.88 iwhich ishows iboth iskewness iand ikurtosis iare iacceptable isuggesting ithe 

inormality iand iuniformity iof ithe idata. 

 

4.4 iCorrelation iAnalysis 

Pearson's icorrelation ianalysis iis icarried iout iin iorder ito iknow ito iwhat iextent ivariables 

iunder istudy iare icorrelated ito ieach iother. iIt iis idone ifor ithe idetermination iof ithe istrength 

ibetween ithe ivariables iand iconcludes ithe irelation iestablished ibetween ithe iall iof ithe 
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icomponent iof ithe iindependent iand idependent ivariable.A ipositive icorrelation ireveals 

ithat ithe idirection iof ithe irelationship iis ipositive iwith ione iincreasing iin ireaction ito ithe 

iother's iincrease. iMeanwhile ia inegative icorrelation ireveals ithat ian iinverse iof ithe iabove 

iwhich iis iincrease iin ione ivariable iwhen ithere idecrease iin iother. iPearson icoefficient iof 

icorrelation ibetween iantecedents iand ioutcomes ivariables iare ishown iin ithe itable. iThe 

icoefficient iof icorrelation iindicates ithat iall ithe iindependent ivariables i(Managerial 

isupport, ijob isupport, iand iorganization isupport) iwere ipositively irelated ito ithe idependent 

ivariable i(Organization icommitment) 

 

Table i18: iCorrelations iAnalysis 

    
 i 

1 2 3 

Managerial iSupport 

 

 i  i 

Job iSupport .452** 

  Organizational iSupport .357** .567** 

 Organizational iCommitment .363** .445** .572** 

** iCorrelation iis isignificant iat ithe i0.01 ilevel i(2-tailed). 

 

Source. iSurvey, i2024 

 

Table i9 ishows ithe iresult iof iPearson icorrelation ianalysis ibetween iindependent ivariables 

i(i.e. iManagerial isupport, ijob isupport iand iorganization isupport) iand idependent ivariable 

i(i.e. iOrganization iCommitment).Based ion ithe iresult iof i202 irespondents, ithe icorrelation 

ibetween imanagerial isupport iand iorganizational icommitment ihas ia istrong irelation i(r i= 

i.363, ip<0.01). iSimilarly, ithe istrong icorrelation ibetween ithe irelationship iwith ijob 

isupport iand iorganizational icommitment, iis ishown iin ithe itable i(r i=.445, ip<0.01). iLastly, 

iorganization isupport ialso ishows ithe istrong irelation iwith iorganization icommitment i(r= 

i.572, ip<0.01). iSince, iall ithe ivalues igenerated ifrom ithe itable iclarifies ithat ithere iis ia 

isignificantly istrong irelation iwith ithe ientire idimension ifrom ithe isupport ifactors ion 

iorganizational icommitment iin icommercial ibanking isectors. 
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4.5 iMulticollinearitity 

Table i10:Test iof iMulticollinearitity 

Models 
 i 

Collineraity iStatistics 
 i 

  

Tolerance VIF 

Managerial isupport 

 

0.781 1.281 

Job isupport 

 

0.607 1.648 

Organization isupport 
 i 

0.665 1.503 

Source. iSurvey,2024 

 

Table i10 ishows ithe itolerance ifactors iand iVIF itest iconforming ithe isignificant ipositive 

irelationship ibetween ithe irelated ivariables.VIF ivalue ishows ithe icoefficient iof imultiple 

ico-linearity, iwhich imeans ithat ithe ivariables iare ivery imuch iconnected iwith ieach iother. 

iWhen itwo ivariables iare ihighly icorrelated iit imeans iboth ivariable iare ishowing isame 

ioccurrence iand iboth iare ishowing isame iinformation. iThis iprovides ithe isufficient ifor ithe 

ino imulticollinearity. iMulticollinearity iis idetected iwith ithe ihelp iof itolerance iand iits 

ireciprocal, iknown ias i(VIF). iIf ithe ivalue iof itolerance iis iless ithan i0.2 ior i0.1 iand 

isimultaneously ithe ivalue iof iVIF i10 iand iabove, ithen ithe imulticollineraity iis iproblematic. 

iSince, ithe ivalue igenerated ifrom ithe iresearch iwhich iis ipresented iin itable i4.6.2 itolerance 

ilevel iof imanagerial isupport iis i0.781 iwith i1.281 iVIF iand iin iJob isupport iis i0.607 iwith 

i1.648 iVIF. iLastly, iin iorganization isupport ihas ithe ivalue iof itolerance iis i0.665 iwith i1.503 

iVIF.All ithe ivariables iVIF iis iless ithan i2 iand itolerance ifactor iis igreater ithan i0.60, ithe iVIF 

iless ithan i10 iand ithe itolerance ivalue iis igreater ithan i0.2 iconcluding ithat ithere iis ino 

imulticollinaerity ideducting ithe iproblem iof ithe idependency iin iindependent ivariable. 

 

4.6 iModel iSummary 

Table i11: iModel iSummary 

 

   

Model R R iSquare Adjusted iR iSquare S.E. 

1 .604a 0.365 0.355 0.90358 

F 37.928*** 
 i  i 

Source. iSurvey, i2024 
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The itable irepresents ia imultiple ilinear iregression imodel iwith iorganizational icommitment 

ias ithe idependent ivariable iand iManagerial isupport, ijob isupport iand iorganizational 

isupport ias ithe iindependent ivariable. iThis ishows ithat ithe ioverall isignificance iof imodel iis 

iconfirmed iby isignificant iF istatistics. iWhere ithe iF ivalue ishows ithat ithe imodel iis 

isignificant iwith iSE i0.90358. iThe iadjusted iR isquare ivalue iof i0.355 ishows ithat iaround i35 

ipercent iof ithe ivariation iin ithe idependent ivariable iis iexplained iby ithis imodel iand 

iremaining i65 ipercent iis iattributed ito iunexplained ivariation. i 

 

4.7 iRegression 

Table12:Regression 

 

 i 

Unstandardized 

iCoefficients 
 i 

Standardized 

iCoefficients 

t Sig. 

 i 
B 

Std. 

iError Beta 
 i  i 

Constant 0.578 0.554 

 

1.043 0.298 

Managerial iSupport 0.331 0.144 0.147 2.29 0.023 

Job iSupport 0.247 0.146 0.123 1.699 0.091 

Organizational 

iSupport 0.672 0.104 0.449 6.47 0 
 

      Source. iSurvey,2024 

     
 

 

Table i12 idescribes irelation ibetween ivariables idependent iand iindependent ivariables iwith 

itheir ibeta ivalue.VIF ivalue ishows ithe icoefficient iof imultiple ico-linearity, iwhich imeans 

ithat ithe ivariables iare ivery imuch iconnected iwith ieach iother. iWhen itwo ivariables iare 

ihighly icorrelated iit imeans iboth ivariable iare ishowing isame ioccurrence iand iboth iare 

ishowing isame iinformation iand isignificant ivalue. iThe ivalue iof iβ ishows ius ithe inature iof 

irelationship ibetween idependent iand iindependent ivariables. iIf ithe iβ ivalue iis ipositive 

imeans ithat ithere iis ipositive irelationship ibetween iindependent iand idependent ivariable 

iand ithe inegative ivalue iof iβ imeans ithere iis inegative irelationship ibetween iindependent 

iand idependent ivariable. iThe itable ishows ithat ithe ilevel iof isignificance iand iimpact iof 

isocial ifactors ion iorganizational icommitment. iThe ibeta icoefficient ifor imanagerial 

isupport iis ipositive i(0.331) iwhich ishows ithat imanagerial isupport ihas ipositive 
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irelationship iwith iorganizational icommitment. iBased ion ithe istudy iit iwas ifound ithat ithere 

iis i isignificant irelationship ibetween imanagerial isupport iand iorganizational icommitment 

iat i5% ilevel iof isignificance ias iits ip ivalue ii.e. i0.023 iis ismaller ithan i0.05. 

 

Since, iemployees iseem ito ibe isatisfied iwith ijob isupport iwhich iis iprovided iby 

iorganization. iThe ibeta icoefficient ifor ijob isupport iis ipositive i(0.247) iwhich ishows ithat 

ithere iis ia ipositive irelationship iwith iorganizational icommitment, iBased ion ithe istudy iit 

iwas ifound ithat ithere iis ino isignificant irelationship ibetween ijob isupport iand 

iorganizational icommitment iat i5% ilevel iof isignificance. iThe ip ivalue ii.e. i0.091 iis igreater 

ithan i0.05. 

 

Similarly, iorganizational isupport ihas ipositive iimpact ion iorganizational icommitment ias 

iits ibeta icoefficient iis ipositive ii.e. i(0.672).Based ion ithis istudy imost iof ithe iemployees 

iresponded ithat isupervisor iand icoworkers ilisten, isuggest iand icooperate. iMost iof ithem 

ifeel isatisfied iwith ithe iorganizational iculture iand isupport. iThe irespondents ifeel ithey iare 

iclear iabout ithe igoal iand iresponsibility iat iworkplace. iLikewise, iit iis isignificant iat i5% 

ilevel iof isignificance ias ip ivalue ii.e. i0000 iis iless ithan i0.05. i 

H1: iOrganizational isupport ipositively iaffects iorganizational icommitment. 

As ia iresult, iemployees iperceive ithe isupport ifrom itheir imanagers ias iorganizational 

isupport i.The irelationship ibetween iorganizational isupport iand iorganizational 

icommitment iwas ipositively isignificant. iIt iis isignificant iat i5% ilevel iof isignificance ias ip 

ivalue ii.e. i0000 iis iless ithan i0.05.Hence, iH1 iis iaccepted.In ian iorganizational icontext, 

iorganizations itreat iemployees iwell ivia iopportunities ifor ireward, ikind iof itreatment; 

iemployees iwill iincreasingly ifeel ia isense iof ipraise, isupport, ior iapproval ifrom itheir 

iorganization ithen ihave ihigher ijob isatisfaction iand imay ireciprocate ithrough ieffort 

iexerted itowards iperforming iwell ion ithe ijob ior iserving ithe iorganization. iThe istudy 

iconfirms ithat iif iemployees iwho ibelieve ithat itheir iorganization isupports ithem iand icares 

ifor itheir iwell-being iare imore ilikely ito ifeel ia isense iof iobligation itoward ithe iorganization 

iand itherefore, ito ireciprocate ithe ifavorable itreatment iwith iincreased iloyalty iand 

icommitment i.The iresults iindicate ithat iif iemployee iwho iperceived iorganizational 

isupport, ithey iare imore isatisfied iwith itheir ijob. iA igood iwork iresult iwill ibe iobtained iwhen 

iemployees ihave istrong icommitment ito ithe iorganization iand ia ipsychological iattachment 

ito ithe iorganization. iThis iresult iis irelevant iwith ithe iresearch iby iSharma iand iSinha 

i(2015), iand iAl iZeifeti iand iMohamad i(2017). 
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H2: iManagerial isupport ipositively iaffects iorganizational icommitment. 

Research ishows ithat ithere iis ia isignificant irelationship ibetween imanagerial isupport iand 

iorganizational icommitment. iThe istudy iit iwas ifound ithat ithere iis isignificant irelationship 

ibetween imanagerial isupport iand iorganizational icommitment iat i5% ilevel iof isignificance 

ias iits ip ivalue ii.e. i0.023 iis ismaller ithan i0.05.Hence, iH2 iis iaccepted. iManagerial isupport 

ifor iemployees iplays ian iimportant irole iin iorganizational ieffectiveness. iEmployees 

iseethe imanagers iwho ievaluate itheir iperformance iand ireport ito ihigher ilevel imanagement 

ias irepresentatives iof ithe iorganization. iEmployees iwho iconsider itheir imanager ito ibe 

iqualified, itrustworthy, iand iwhose imanagerial istyle ithey ilike iare imore iinclined ito ishare 

ithe iorganization‘s ivalues iand iobjectives, iand ito ivalue ithe iorganization. i 

H3: iJob isupport ipositively iaffects iorganizational icommitment. 

Managers ishould ifocus ion iincreasing ithe iemployees‘ ijob isupport iin ifactors isuch ias ithe 

iwork iitself, ibenefit iprograms, irewards, iwork iconditions, iand ipromotions. iThese ican 

iinfluence ithe iway ia iperson iwould ifeel iand iperceive iabout itheir ijobs. iIndeed, imanagers 

imay ialso iapply ijob irotation iso ieach iemployee iwill ihave ian iopportunity ito iperform 

idifferent itasks iusing ivarious iskills iand italents. iBy iusing ithis imethod, iit imay ibe iable ito 

ifurther iincrease ithe iinterests ithe iemployees iwould ihave iin itheir ijob. iFurthermore, 

imanagers imight ialso idecide ito imake iuse iof ia irewarding isystem ito irecognize ithose 

iemployees iwho iperform itheir ijob iwell. iThe iresults ishow ithat ithe irelationship ibetween 

ijob isupport iand iorganizational icommitment idid inot ireach ithe isignificant ilevel. iit iwas 

ifound ithat ithere iis ino isignificant irelationship ibetween ijob isupport iand iorganizational 

icommitment iat i5% ilevel iof isignificance. iThe ip ivalue ii.e. i0.091 iis igreater ithan 

i0.05.Hence, iH3 iis irejected. 

 

4.8 iResults 

As isuch ithis istudy iwas icarried iout iwith ithe iprimary iobjective iof iunderstanding ithe 

ideterminants iof isuccess ifactors iand iits irelationship iwith iorganizational icommitments 

iamong ithe iemployees iworking iin icommercial ibanks iinside iKathmandu ivalley. iThe 

istudy iis ibased ion iprimary isource iof idata. iThe iopinion iof i202 irespondents iwas ianalyzed 

iin iorder ito iknow ithe iview iof iemployees itowards iimpact iof isocial isupport ion 

iorganizational icommitment iin ibanking isector. iCorrelation ianalysis iand iregression 

ianalysis iwas iconducted iin iorder ito ianalyze ithe irelationship iand isignificance ibetween 

iindependent iand idependent ivariables. iSimilarly idescriptive istatistics ihas ibeen 

iconducted ito ifind ifact iof ieach ivariable iand iunderstand ieach ivariable. i 



49 
 

Based ion ithe ianalysis iof idata, ithe imajor ifindings iof ithis istudy iare isummarized ias ifollow: 

 Out iof i202 irespondents, imajority iof ithem iwere ifemale ii.e. i52.5% iand iremaining 

iwere imale ii.e. i47.5%. 

 Among ithe idata icollected, i19.8 i% iof irespondent ifall iunder iage igroup ibelow i25 

iyears, i75.2% iof ithem ifall iunder iage igroup iof i25-35, iand i5% iof ithem ifall iunder 

iage igroup i36-45. 

 Educated ihuman iresource irepresents istrong ihuman iassets iof iorganization. 

iMajority iof ithe irespondents ii.e. i54% ihold imaster idegree. i43.1% iof ithe 

irespondents ihold ibachelor‘s idegree.10% iof ithem iholds iintermediate idegree iand 

i1% iof ithem ihold iabove imaster idegree. 

 Based ion istudy, imost iof ithe irespondents iwork ion iassistant ilevel ii.e. i46.5% iand 

i5.9% iof ithe irespondents iare iinvolved iin imanagerial ilevel iand i20.3% iof ithem iare 

iin iOfficer iLevel. iAlso, i12.9% iof ithe irespondents iwork ias isenior iassistant, iand 

iremaining i14.4% iof ithe irespondents iwork iin iothers iposition. 

 On isurveying iabout ithe ijoining iin iorganization, i2% iof ithe irespondents ijoined 

ibefore i2014 iand i11.9% iof ithe irespondents ifrom i2015-2019 iwhere ias i86.1% iof 

ithe irespondents iwere ienrolled ifrom i2020-2024. 

  iBased ion istudy, i18.3% iof ithe irespondents iearn iup ito iRs. i25000, i61.4 iof ithe 

irespondents iearn ibetween iRs i25001-50000. iWhere, i12.4% iof ithe irespondent 

iearns ibetween iRs i50001-75000 iand i7.9% iof ithe irespondents iearn iabove iRs 

i75000. 

 The ireliability itest ipresents ithe iacceptable idata ion ithe iorganization icommitment 

i(dependent ivariable) iwhereas imanagerial isupport, ijob isupport iand iorganization 

icommitment i(independent ivariable) iincluding iall iof iquestion iitems ithe ivalue 

iwas iacceptable ifor ithe ifurther ianalysis. 

 Among ithe idata icollected iin ithe istudy, iorganization icommitments ihas ithe 

ihighest imean ii.e. i5.08 iwhereas imanagerial isupport, ijob isupport, iand 

iorganization isupport ihave imeans iof i3.87,3.88and i3.36 irespectively. 

 The idescriptive ianalysis iof ithe iskewness iand ikurtosis iresults ion ithe iacceptable 

idata ifor ithe iboth iof ithe idependent iand iindependent ivariable. 

 To itest ithe inormality, ithe ivalue iof iskewness iand ikurtosis ishows ithat ithey iare 

iacceptable iwithin ithe iacceptable irange i±3 iand i± irespectively. 
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 Correlation ianalysis iregression ishows ithat iall ithe idimensions iof isuccess ifactors 

i(managerial isupport, ijob isupport, iorganizational isupport) ihave ipositive irelation 

iwith iorganizational icommitment. 

 The icoefficient iof ithe icorrelation ishows ithe istrong isignificant irelationship 

ibetween iall ithe ivariables iamong ithe isocial isupport iand iorganization 

icommitment. 

 The iregression ianalysis ishowed isignificant irelationship ibetween imanagerial 

isupport iand iorganizational isupport iwith iorganizational icommitment. iBased ion 

istudy, ithere iwas ino isignificant irelationship ibetween ijob isupport iand 

iorganizational icommitment iat i5% ilevel iof isignificance. 

 

4.9 iDiscussions 

The iabove idiscussion ipresents ius idetailed ianalysis iof ihow ivarious ifactors iare icorrelated 

iwith iorganizational icommitment iand ican iaffect ithe isame. iThe iresults iof ianalysis 

isupplement ithe iearlier istudies. iIt ihas ibeen iobserved ithat ivarious iindependent ivariables 

ihave ia ipositive ieffect ion ithe idependent ivariable iof iorganizational icommitment. iThe 

ifindings iof imy istudy ireveal ithat isocial isupport icontributes ithe iorganizational 

icommitment. iLikewise, iKhalid i(2020) ialso ifinds ithat isocial isupport ialso icontribute ithe 

iorganizational icommitment. iThe iresults iof ianalysis isupplement ithe iearlier istudies. iIt 

ihas ibeen iobserved ithat ivarious iindependent ivariables ihave ia ipositive ieffect ion ithe 

idependent ivariable iof iorganizational icommitment..The icoefficient iof ithe icorrelation 

ishows ithe istrong isignificant irelationship ibetween iall ithe ivariables iamong ithe isocial 

isupport iand iorganization icommitment. iThe iregression ianalysis ishowed isignificant 

irelationship ibetween imanagerial isupport iand iorganizational isupport iwith 

iorganizational icommitment. iBased ion istudy, ithere iwas ino isignificant irelationship 

ibetween ijob isupport iand iorganizational icommitment iat i5% ilevel iof isignificance. iThe 

itheoretical iunderpinnings iof iour istudy ihold ithat ias ia iresult iof iprovision iof idifferent 

ikinds iof isupport ifrom ithe iorganization ito ithe iemployee, iit iis ilikely ithat ithe icommitment 

iof iemployee ito itheir iemployer iwill iincrease ias iexplained iby ithe inorm iof ireciprocity 

itheory. iWhereas, iWilliams iand iSoane i(2015) iwhich iis iconfirmed iby istudy ithrough 

iestablishing ia isignificant irelationship ibetween ihuman iresource imanagement iand 

iemployee icommitment iwhen ia icompany isupports iits iemployees iby ioffering inumerous 

iamenities itheir ilevel iof icommitment irises. iMany iother iinvestigations iincluding iChew 
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iand iChan i(2018) ifound isimilar iresults. iFurthermore, ithe itheory iof isocial iexchange 

irefers ithat ithose iwho iare itreated ifairly iby iothers iwill irepay ias ia iphenomenon iof 

iexchange ibetween ithe itwo iparties ientering iinto ian iexchange irelationship. iThus ithe inorm 

iof ireciprocity icomes ias ia iresult iof ithe iexchange. iOrganizational isettings iare ialso 

icharacterized iby isuch iexchanges. iWhile ithese iexchanges ioccur iin ithe iorganizational 

ienvironment, ithe iemployees iidentify itheir igoals iwith ithe igoals iof ithe iorganization; ithey 

iexert iextra ieffort, iand ikeep iattached ito ithe iemployer iwho isupports ithem. iThe iwhole 

idiscussion iabove ishows ithat ithe iemployees iof ithe ibank ibecome imore icommitted ias ia 

iresult iof isupport iwhile iendorsing ithe itheory iof isocial iexchange iand ithe inorm iof 

ireciprocity. 
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CHAPTER iV 

SUMMARY iAND iCONCLUSION 

 

This ichapter igives ia isummary iof ikey ifindings iof ithe istudy ipresented iaccording ito ithe 

iobjectives iof ithe istudy. iConclusions iare idrawn ifrom ithe ifindings iof ithe istudy. 

 

5.1 iSummary 

Banking isector iis ioften iregarded ias ione iof ithe irisky ias iwell ias ilucrative ibusiness. iIt iis 

ioften idriven iby iresult- ioriented iapproach, imeeting itargets iin istipulated itime ito iexpand 

ithe ihorizon iof ithe ibusiness iand iremain ihighly iprofitable. iDue ito ithis, iemployees iare 

isupposed ito igive imore itime iand ieffort ito ifulfill ithe ipre-determined igoals iand itargets iof 

ithe iorganization. iThough ithere iis ipre-fixed ioffice itime, iemployees iare isupposed ito iwork 

ibeyond ithe ioffice ihours idue ito ithe inature iof iwork iand itransactions iin ibanking ibusiness. 

iEmployee icommitment iis ihighly inecessary iin ibanking isector iwithout iwhich ithe 

iorganization icouldn‘t imeet ithe itargeted igoals. iIt iis ioften isaid ithat ibankers ihave ia ihectic 

ilife ias ithey iare ilikely ito ispend imost iof itheir itime iin ioffice. i iWorking ipersistently ifor 

ilonger ihours imay idecrease ithe iemployee imorale iand icommitment. iMutual isupport, ico-

operation, ihealthy irelations, iharmonious iworking ienvironment, iphysical iand iemotional 

icomfort ietc. iis ihighly isignificant ito ienhance iworking iefficiency iand ihave isynergic 

ioutput. iHence, iit iis ivery ivital ito iassure ithat ievery iemployee ifeel isocially isupported iin 

itheir iorganization iso ithat ithey iwould ihave ihigh idegree iof icommitment itowards itheir 

iwork iand ientire iorganization. iSocial isupport iinduces ian iemployee ito ihave ibetter iwork 

iperformance ias iit iprovides ihigher icommitment iand imotivation ito ithe iemployees 

inavigating ithe iorganization itowards iachieving ithe iultimate igoal. 

 

Organization iCommitments iare ithe iactivities iwhich iare ivoluntary, iwhich igoes ibeyond 

ithe iformal iobligations iof iemployees. iOrganization iCommitment ican isignificantly iaffect 

ithe iefficiency iof ithe ientire iorganization. iThus ithe imix iof iJob iSupport, iOrganization 

iSupport iand iManagement iSupport ican ibe ipositively iused iin iorder ito ienhance ithe 

iposition iof ifinancial iinstitution iand iincrease iits idimension iin ithe imarket iplace. iCurrently 

ithe iNepalese iBanking isector ifaces imany ichallenges ilike iIncreasing iCompetition, 

iCultural iShift, iRegulatory iCompliance, iChanging iBusiness iModels, iRising iExpectation 

iof iCustomer iand iCustomer iRetention, iSecurity iBreaches iand iEmployee iTurnover 
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iRatios. iWith iso imany ibanking iindustry ichallenges ito icontend iwith, icharting ia iclear 

ipath iforward ican iseem ilike ian ioverwhelming itask ibut iwith ithe iright iteam ito isupport 

iall ithe iefforts iit iis iattainable. iBy iembracing ithe iconcept iof ijob isupport, iorganization 

isupport iand imanagement iSupport ia ibank ican itackle ibanking iindustry ichallenges iand 

iembrace idigital itransformation. 

 

The imain ipurpose iof ithe istudy iis ito iexamine ithe iimpact iof iorganization isupport ion 

iorganizational icommitment iin icommercial ibanks iof iNepal. iIt ialso ianalyzes ithe 

irelationship ibetween imanagerial isupports ion iorganizational icommitment. iFinally, iit 

ialso iexamines ithe iimpact iof ijob isupport iof iemployees ion iorganizational icommitment iin 

icommercial ibanks iof iNepal. 

 

After ireviewing ithe iliterature iavailable, iit imay ibe iconcluded ithat imost iof ithe iapproaches 

ito iorganizational icommitment ideveloped iso ifar ihave ithe ipotential ito icontribute ito ia 

ibetter iunderstanding iof iorganizational icommitment iand ithus icannot ibe iignored iin iany 

ire-conceptualization iof icommitment. iThe icriticism ileveled iagainst ithese iapproaches 

ican ibe iused ias ia ibasis ifor ifurthering ithe iscope iof iresearch iin iorganizational 

icommitment. iFrom ireview iof ithe iexisting itheories, iit ialso iemerges ithat ia 

imultidimensional iapproach itowards iOC ineeds ito ibe iadopted. iIt iis imulti-faceted iand 

ihence ineeds ito itake iinto icognizance ithe iorganization iand ialso ian iindividual‘s 

iperspective. iSince icommitment ihas iboth iattitudinal iand ibehavioral iimplications, iit iis 

iparamount ito icome iout iwith ia iproposition iwhich itries ito idelve ideeper iinto ithe ipsyche iof 

ithe iindividual iand itheir iinteractions iwith itheir iorganization. 

 

All ifactors ithat iaffect iEmployees iBehaviour ishould ibe ianalyzed isimultaneously. iNot 

ionly iorganizational icommitment ishould ibe istudied, ibut ialso ijob isatisfaction, iperception 

iof ifairness iand itask ivariables iand ileadership ibehaviors. i, imanagers iof ipublic 

iorganizations ishould ifocus ion istrengthening itheir iemployees‘ iloyalty ito ithe 

iorganization. iBoth iGovernment isector iand iPrivate isector imanagers iand iCommercial 

iBank ishould ifocus ion ibuilding istrong irelationships iand isocial ities ibetween iemployees. 

iNowadays, iBank i ineed i imore icapable iand i icommitted iemployees i iin i iorder i ito i ipromote 

itheir i iperformance, iproductivity i iand i ieffectiveness. 

This istudy iis ibased ion ithe iprimary idata, ibut ithe istudy iused iboth iqualitative iand 

iquantitative iapproach. iThe iquestionnaire isurvey iwas iconducted ito ianalyze ithe iimpact iof 
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isocial isupport ion iorganizational icommitments iof icommercial ibanks iof iNepal. iIn itotal 

i202 irespondents iare isurveyed iand ianalyzed iin iaccordance iwith ithe iobjective iof istudy. 

iThe iresearch idesigns iused iin ithis istudy iare idescriptive iresearch idesign iand icasual 

icomparative iresearch idesign. 

 

There iwere ithree idifferent ivariables ithat ihave ibeen iused iin ithe istudy ito igeneralize ithe 

ifinding. iThe ireliability iof ithe iquestionnaire iregarding ithe imanagerial isupport, ijob 

isupport iand iorganization isupport iwas ievaluated iusing iCronbach‘s ialpha. iThe ioverall 

iCronbach‘s ialpha ivalue ifor ithe istudy iwas iabove i0.5 iwhich imeans ithe idata icould ifurther 

ibe iused ifor ianalysis. iThe idescriptive istatistics, icorrelation ianalysis iand iregression 

ianalysis iwere idone ito ianalyze ithe idata. iThe isurvey iwas icarried iout iusing irandom 

isampling itechniques ito iselect isample iand ifor idata icollection. 

 

The ipositive ico-relation ibetween imanagerial isupport, iJob isupport, iand iorganization 

isupport iwith iorganizational icommitment. iManagement iSupport iis iessential ias iin 

itoday‘s iextremely ifast-growing, ibut ialso ivery icomplex, ibanking iindustry iit iis iimportant 

ithat ias imany iemployees ias ipossible iexhibit ibehaviors ithat igo ibeyond ithe iformal iscope iof 

itasks. iWith isuch ia icompetitive iand iglobal imarket, ithis ipositive ico-relation ican ihave ia 

ihuge iimpact ion ithe isuccess iof ithe iorganization. iEmployees iwho ifeel isupported iby itheir 

iorganization ifeel ithe ineed ito i―pay iit iback‖ ito ithe iorganization, iand itherefore iwant ito 

iidentify iwith iit. iThus, ithe ientire iorganization iand ievery imanager ishould isupport ieach 

iemployee. iIf ithe iemployee ifeels ithis isupport, iS/he iwill ibecome iincreasingly iattached ito 

ithe iorganization iand iwill itransfer imore iof iits isocial iresources ito iit, ieven iin ithe iform iof 

icitizenship ibehavior. iManagement ishould itherefore ido iall iit ican ito iincrease iemployee 

iengagement iand iensure ithat isuch ipeople iremain iwithin ithe iorganization. iThe iregression 

ianalysis ibetween idependent ivariable iorganizational icommitment iand iindependent 

ivariables ishows ithat ivariables imanagerial isupport iand iorganization isupport iare 

ipositively isignificant iwith iorganizational icommitment. iThere iwas ino isignificant 

irelationship ibetween ijob isupport iand iorganizational icommitment iat i5% ilevel iof 

isignificance. 

 

5.2 iConclusions 

Employees iwho ifeel isupported iby itheir iorganization iare ilikely ito idevelop igreater 

iaffective icommitment ito ithe iorganization; ithis istudy isuggests ithat iexpected ichanges iin 
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iorganizational isupport ialso icontribute iuniquely ito ithe idevelopment iof icommitment. 

iWorkers iwho isense ihigh ilevels iof isupport i– icoupled iwith iexpectations ithat ithe 

iorganization iwill iincrease iits isupport iin ithe ifuture i– iare ilikely ito iexperience ithe 

istrongest icommitment ito ithe iorganization. iCompanies ican itherefore ifoster istrong ibonds 

iwith itheir iemployees iboth iby iensuring ithat iworkers ifeel isupported, ias iwell ias iby 

iconveying ithat ithey iare icommitted ito iincreasing ithis isupport iin ithe ifuture. iFor 

iestablishing ia igood iworking iclimate iin iorganizations, iimproving iquality iof ilife iand 

iincreasing iindividual iand iorganizational iproductivity iit iis iimportant ito iraise ithe ilevel iof 

iacceptable ilevels iof iperceived isocial isupport. iThe istudy igoing iby ithe istrength iof ithe 

iresults iobtained ifrom ithe ianalysis iconclude ithat iPerceived iOrganizational iSupport ihas ia 

isignificant ipositive irelationship iwith iemployee iperformance iin ithe iselected icommercial 

ibanks. iThis iis icontingent ion ithe ifact ithat iManagement iSupport ihas ia istatistically 

isignificant irelationship iwith iFelt iObligation ias imade ievident iby ithe ianalysis icarried iout. 

iThat iis, ithe imore iemployees ifeel ithat ithey iare ibeing isupported iand iencouraged iby ithe 

iorganization iand iher iofficials ilike ithe imanagement, isuch iemployees iwill ihave ibetter ifelt 

iobligation, iwhich iwill iin iturn iimprove ithe iperformance iof ithe iemployees. iIn ithis iregard, 

iadequate isupport ifrom isupervisors ican ienhance ithe ipositivity iin iemployees, ithe isupport 

ifrom iorganization iitself iprovided ialongside isupervisor isupport iis imore ivital. iThat iis, 

iwhen iemployees ifeel ithat itheir isupervisors iactually icare iabout itheir iwell-being, 

iseriously iconsider itheir igoals iand ivalues iand ishow igreat iconcern ifor itheir ibetterment, 

ionly ithen iemployees ifeel ia isense iof ibelonging ito itheir iorganization. iMoreover, ithese 

iactions itaken iby isupervisors iare iconsidered ias ithe iactions itaken iby ithe iorganization iand 

ithis isupport ifrom isupervisors ileads ito ithe iestablishment iof ia ipositive iperception iabout 

ithe iorganization. 

 

5.3 iImplications i 

This iintends ito iimplicit ithat ithe imanagement iof ithe icommunity ior ian iorganization ishall 

iformulate ithe itraditional iframe iof ihuman iresources ipractices. iNepalese ibank ishall idraw 

ithe iconcept iof igrowth iof iemployees ibefore idrawing iits ipolicies iand iguidelines. iPlanned 

iand iperformance ihuman iresource iact imust ibe imajored iin iorder ito imaintain 

iorganizational icommitment. iThere iare iseveral ipositive isocial ichange iimplications iat ithe 

iindividual, iorganizational, iand isocietal ilevels ibased ion ithe ifindings ifrom ithis istudy. i i 
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 The ifindings ican ibe iused ito iimprove ithe itraining iand ijob iexperiences iof 

iindividual iemployees, iparticularly ithose iwho iare inew iin itheir iposition. iThis 

iimplies ithat imanagement iof ithe iorganizations imust iwork iout iof ithe itraditional 

iframe iof iHR ipractices. iBanks imust ibe icareful ion icareer igrowth iassurance iof 

iemployees ion iits ipolicies iand iaction iplan. iStrategic ihuman iresource 

imanagement imust ibe ipracticed ito imaintain iorganizational icommitment. 

iNepalese ibanks ihave ithus, imaintain igood iworking ienvironment iwith iemployee 

iparticipation. i 

 They iare ifocused ion iworkplace irelations. iEmployees iare isatisfied iwith itraining 

iand idevelopment ipractices ias ibanks ihave ito iNRB icompliance iof iinvesting iin 

itraining iand idevelopment iactivities. iNepalese ibanks ihave ithus, imaintain igood 

iworking ienvironment iwith iemployee iparticipation. i 

 Social isupport iplays ian iimportant irole iin iNepalese icommercial ibank. iTherefore, 

ipersonnel ipractitioners ineed ito irecognize ithat ithey ican iuse isocial isupport, 

iespecially iworkplace isocial isupport, isuch ias isupervisor iand icoworker isupport, 

ito imanage ijob isatisfaction, iorganizational icommitment, iand iturnover iintention. 

iIt imay ibe ieasier iand imore irealistic ito iuse isocial isupport ito iretain iworkers 

ibecause ihuman iresource imanagers ican ilearn ito icultivate isocial isupport, isuch ias 

iactivities iand ievents iin iorganizations ithat ihelp ithem ito ibuild ia isupportive 

inetwork iin ithe iworkplace. iFor iinstance, iorganizations ishould iestablish iinformal 

iforums iwhere iworkers ican italk iabout iwork ipractice i(e.g., ilunchtime imeetings) 

iand ialso iarrange iformal ischeduled isupport isessions iwith icoworkers ior imanagers 

iand isupervisors ior iboth i(Pidd iet ial., i2004). i 

 Scheduled isessions iare ione istrategy ito iensure ithat iworkers ihave ithe iopportunity 

ito iaccess isupport, iguidance, iand idirection—especially ifrom isupervisors 

i(Maslach, i1982). iFurthermore, iorganizations ishould iinvest iin itraining i(e.g., 

ileadership iand icommunication) ifor itheir isupervisors ibecause ithe istudy ifound 

ithat isupervisor isupport ihad ithe igreatest ieffect ion iorganization icommittment. 

iNote ithat, ialthough ithis istudy ireported ithat inon-workplace isupport i(family iand 

ifriends) ihad ia ismall ieffect ionsocial isupport; iit ihad ithe ismallest iindirect ieffect ion 

iorganizational icommitment i.so ithat inon-workplace isupport imight ibe ia 

isupplement ito ia iretention iplan. iFor iinstance, ihuman iresource imanagers ican 

iincrease ijob isatisfaction iand iintention ito istay iof itheir iworkers iby imanaging 
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iworking ihours iand icreating ievents iin iwhich iworkers ican iparticipate iwith itheir 

ifamily ito ireduce iwork-family iconflict iand irole istressor. i 

  iThe ifindings iof ithe istudy isuggest ithat iorganizations ishould iimprove ijob 

isatisfaction iif ihuman iresource ipractitioners iand imanagers iwant ito iincrease 

iorganizational icommitment iand iretain itheir iworkers iby iconducting ijob 

isatisfaction isurveys ior isatisfactory iassessment iat ileast ionce ievery iyear iso ithat 

ithe iorganizations ican ibe iaware iof iemployee iattitudes itoward iwork-related 

ioutcomes. iAs ithe idate iand isources icollected iwe iget ito iknow ithat icommitment 

itaken ican ibe iused ias ia iladder iof isuccess ior istrategy iof isurvival. iThe iguidelines iof 

icertain iorganization iimprovise istructure iof imanagement ias iwell ias ienvironment. 

iThese idata iand iimplicates iare ibased ion idata. iProvision iof itraining iprograms iand 

ideveloping itheir iskill ishall ibe iprioritized ito ienhance iwork iskill iand iinvolvement 

ias irise ior idown ifall iof iany ienterprises idepend ion iworkforce. 
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APPENDIX 

Date: iApril, i2024 

Dear irespondent, 

I iam iconducting ithis iquestionnaire isurvey ifor ian iacademic iresearch ias irequired iby ithe 

iMBS iprogram. iThe ititle iof imy iresearch iis i―Impact iof iSocial iSupport ion 

iOrganizational iCommitment iin iCommercial iBanks iin iNepal‖. iI iwould ilike ito istate 

ithat ithis iresearch iis ipurely ifor ian iacademic ipurpose iand iI iam isimply iinterested iin iyour 

icandid iand ihonest iopinion. iI iassure iyou ithat istrict iconfidentiality iwill ibe imaintained iand 

ithe iinformation ifurnished iby iyou iwill ibe iused ionly ifor ithe iacademic ipurpose. 

Thanking iyou ifor iyour icooperation. 

Keyur i iLama 

MBS istudent i 

Shanker iDev iCampus 

Part iI 

Organization i 

 

 

Gender a)Male i i i i i i i i i i i i ib)Female 

Age 

 

a)Under i25 i i i i i i i i i i ib)25-35 i i i i i i i i i i i i ic)36-45 

d)46-55 i i i i i i i i i i i i i i i i i ie)Over i55 

Qualification(Highest iDegree) 

 

a) Higher iSecondary ior iBelow 

b) Bachelors 

c) Masters 

d) Above iMaster 

Present iPositionplease itick) 

 

 

 

a)Manager i i i i i i i i i i ib)Officer 

c)Assistant i i i i i i i i i i id) iFaculty i i ie)Other iif iany 

i(please ispecify)…………………….. 

Year iof ijoining ithe ipresent iorganization 

 

a)Before i2010 i ib) i2011 i– i2015 i i ic) i2016-2021 

Earning iper imonth a)up ito i25000 i i ib)25001-50000 i i i i 

c)50001-75000d)above i75000 i i 
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Part iII 

Strongly 

idisagree 

Disagree Neutral Agree Strongly iagree 

1 2 3 4 5 

MS_1 Supervisors igive irecognition iand icredit ito ithose iwho iapply 

inew iknowledge iand iskills ito itheir iwork. 

1 2 3 4 5 

MS_2 Supervisor imatches iassociates‘ ineeds ifor ipersonal iand 

iprofessional idevelopment iwith iopportunities ito iattend 

itraining. 

1 2 3 4 5 

MS_3 Independent iand iinnovative ithinking iare iencouraged iby 

isupervisors. 

1 2 3 4 5 

MS_4 Top imanagement iexpects ihigh ilevels iof iperformance iat iall 

itimes. 

1 2 3 4 5 

MS_5 Top imanagement iexpects icontinuing itechnical iexcellence iand 

icompetence. 

1 2 3 4 5 

JS_1 Gaining inew iinformation iabout iways ito iperform iwork 

ieffectively iis iimportant iin ithis iorganization. 

1 2 3 4 5 

JS_2 Job iassignments iare idesigned ito ipromote ipersonal 

idevelopment. 

1 2 3 4 5 

JS_3 Learning inew iways iof iperforming iwork iis ivalued iin ithis 

iorganization. 

1 2 3 4 5 

JS_4 Work iassignments iinclude iopportunities ito ilearn inew 

itechniques iand iprocedures ifor iimproving iperformance. 

1 2 3 4 5 

JS_5 There iis istrong ibelief ithat icontinuous ilearning iis iimportant ito 

isuccessful ijob iperformance. 

1 2 3 4 5 

OS_1 There iis ia iperformance iappraisal isystem ithat ities ifinancial 

irewards ito iuse iof inewly iacquired iknowledge iand iskills 

1 2 3 4 5 

OS_2 This iorganization ioffers iexcellent itraining iprograms 1 2 3 4 5 

OS_3 Employees iare iprovided iwith iresources inecessary ito iacquire 

iand iuse inew iknowledge iand iskills. 

1 2 3 4 5 

OS_4 There iare irewards iand iincentives ifor iacquiring iand iusing inew 

iknowledge iand iskills iin ione‘s ijob. 

1 2 3 4 5 

OS_5 This iorganization irewards iemployees ifor iusing inewly iacquired 

iknowledge iand iskills ion ithe ijob. 

1 2 3 4 5 
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Below iare istatements ithat idescribe ihow iyou imay ibehave iat iyour iworkplace. iUse ithe 

ifollowing iscale ito iindicate ihow ioften iyou ihave idone ieach iof ithe ifollowing ithings iin 

iyour ipresent ijob. 

 

Strongly 

iDisagree 

i 

Moderately 

idisagree 

Slightly i 

Disagree 

Undecided Slightly 

iAgree 

Moderately 

iAgree 

Strongly 

iAgree 

1 2 3 4 5 6 7 

 

OC1 I iam iwilling ito iput iin ia igreat ideal iof ieffort ibeyond ithat inormally 

iexpected iin iorder ito ihelp ithis iorganization ibe isuccessful. 

1 2 3 4 5 6 7 

OC2 I italk iup ithis iorganization ito imy ifriends ias ia igreat iorganization ito 

iwork ifor. 

1 2 3 4 5 6 7 

 

OC3 I ifeel ivery iloyalty ito ithis iorganization. 1 2 3 4 5 6 7 

 

OC4 I iwould iaccept ialmost iany itype iof ijob iassignment iin iorder ito ikeep 

iworking ifor ithis iorganization 

1 2 3 4 5 6 7 

OC5 I ifind ithat imy ivalues iand ithe iorganization‘s ivalues iare ivery isimilar. 1 2 3 4 5 6 7 

 

OC6 I iam iproud ito itell iothers ithat iI iam ipart iof ithis iorganization. 1 2 3 4 5 6 7 

 

OC7 I icould inot ijust ias iwell ibe iworking ifor ia idifferent iorganization ieven ias 

ilong ias ithe itype iof iwork iwas isimilar. 

1 2 3 4 5 6 7 

 

OC8 This iorganization ireally iinspires ithe ivery ibest iin ime iin ithe iway iof ijob 

iperformance. 

1 2 3 4 5 6 7 

 

OC9 It iwould itake ivery ilittle ichange iin imy ipresent icircumstance ito icause 

ime ito ileave ithis iorganization. 

1 2 3 4 5 6 7 

 

OC10 I iam iextremely iglad ithat iI ichose ithis iorganization ito iwork ifor iover 

iothers iI iwas iconsidering iat ithe itime iI ijoined. 

1 2 3 4 5 6 7 

OC11 There‘s itoo imuch ito ibe igained iby isticking iwith ithis iorganization 

iindefinitely. 

1 2 3 4 5 6 7 

 

OC12 Often, iI ifind iit ieasy ito iagree iwith ithis iorganization‘s ipolicies ion 1 2 3 4 5 6 7 



65 
 

iimportant imatters irelating ito iits iemployees.  

OC13 I ireally icare iabout ithe ifate iof ithis iorganization. 1 2 3 4 5 6 7 

OC14 For ime ithis iis ithe ibest iof iall ipossible iorganizations ifor iwhich ito iwork. 1 2 3 4 5 6 7 

 

OC15 Deciding ito iwork ifor ithis iorganization iwas ia idefinite iright idecision ion 

imy ipart. 

1 2 3 4 5 6 7 

Thank iyou ifor iyour iparticipation. iHave ia igood iday! 
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