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Abstract
This paper takes a plunge into the fathomless academic literature, 
and reviews the two concepts that are pivotal to the research 
study undertaken on Organisational Culture (OC) and Employee 
Commitment (EC). The purpose of this endeavor is to base the 
discussion on the key issues that have triggered off divergent views 
on the two concepts, and to arrive at some degree of integration. 
It first burrows into the Organisational culture literature, and then, 
into the literature concerning employee commitment.
Organisational theorists and corporate leaders have produced 
voluminous materials on Organisational culture and its offspring 
– symbol, language, ideology, belief, ritual, and myth (Pettigrew, 
1978). As Smircich (1983) observes, the concept of culture has 
been liberally borrowed from anthropology, where there is 
no consensus on its meaning and the concept is fuzzy, if not 
enigmatic and elusive. Therefore, it calls for indepth study of 
culture concept.

A. Culture Concept
Culture has become a sine qua non of modern thought, 
notwithstanding its ambiguities. In the English language, the term 
‘Culture’ is derived from the original Latin word ‘cultura’- the 
‘cultivation of soil’. As human beings, we are continually activating 
the process of culturing, that is, producing and reproducing social 
realities in the ways that are liberating, inhibiting, puzzling, boring 
or exciting (Smircich, 1983). Kroeber and kluckhohn (1963) 
identified 164 different meanings of the term ‘culture’ that have 
been used in anthropology, and sociology. We realize that the 
holistic view of culture synthesized by them is very diffuse. The 
challenge in recent years has been to cut down the culture concept 
to size into a narrowed, and theoretically more powerful concept 
(Geertz, 1973). Thus the historical evaluation of the term culture 
look into two major schools of thought – the Adaptationist system, 
and the Ideational system – in ‘cultural theory’.

1. ADAPTATIONIST SYSTEM
The adaptationist school conceives culture as a system of 
socially transmitted behaviour patterns that serve to relate human 
communities to their ecological settings. Culture is seen as a pattern 
of life within a community – the regularly recurring activities, 
and material, and social arrangements (Goodenough, 1961). A 
number of scholars such as Leslie White, Sahlins, Rappaport, 
Vayda, Harris, Carneiro, Binford, Flannery, Longacre, Sanders, 
Price, and Meggers, working in the adaptationist tradition agree 
on some broad assumptions (Keesing, 1974):

II. Research Methodology
This section describes the methodology used in the research.
 The structure of this section is as follows:
1. Selection of the topic 
2.  Objectives of the study
3.  Hypothesis of the study
4.  Operational definitions of key concepts
5.  Scope of study
6.  Sampling procedure and a description of sample 

characteristics.
7.  Tools used in research
 - Methods of data collection
 - Pre-testing
 - Statistical analysis
8. Limitations 
9. Section Scheme

A. Selection of Topic 
The two terms, culture and commitment, are related to each other 
very closely. In fact, commitment is the willingness of an employee 
to exert high level of efforts on behalf of the organizations, strong 
desire to stay with organization, the degree of belongingness or 
loyalty to the evaluation.

B. Objectives Of The Study
As evident from the title, the present study is an attempt to ascertain 
relationship between organizational culture and employees’ 
commitment in public and private sector organizations in India. 
However the specific objectives of the study have been as under : - 

To study the variations in employees’ perception with regard 1. 
to their organizational culture.
To examine the variations among the employees with 2. 
regard to their levels of commitment in their respective 
organizations.

C. Hypotheses
Based upon the objectives of the study, the following hypotheses 
have been framed and tested statistically-
Hypothesis 1: There is no variation in the perception of 
organizational culture between:

Workers and Supervisors1. 
Workers and Managers2. 
Supervisors and Managers3. 

D. Key Concepts
The key concepts included in the study are organizational 
culture, organizational philosophy, group norms, team work, 
management support, organization of work, reward system, 
decision making, conflict management, employee commitment, 
affective commitment, continuance commitment and normative 
commitment.

1. Independent Variable
‘Organizational Culture’ refers to the perception of employees, 
based on their beliefs and assumptions regarding the organizational 
practices within their plant. These organizational practices are 
observed and judged by employees in terms of such dimensions as 
organizational philosophy, group norms, team work, management 
support, organization of work , reward system, decision making, 
conflict management. By appraising the organization on the 
above-mentioned eight dimensions, a composite picture of the 
organizational culture is formed.
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III. Perception of Organisational Culture
This section examines the variations in the perceptions of employee 
across the three strata of sixteen organizations—Workers, 
Supervisors and Managers, regarding their organizational culture. 
Organizational culture, the independent variable of the study, 
refers to the perception of the employees, based upon their beliefs 
and assumptions regarding the organizational practices within 
their organization. These organizational practices are observed 
and judged by the employees in terms of eight dimensions viz. 
organizational philosophy, group norms, team work, management 
support, organization of work, reward system, decision making 
and conflict management. By appraising the organization on these 
eight dimensions a composite picture of the organizational culture 
is formed. 
Null hypothesis have been framed, as follows :
There is no variation in the perception of OC between 

Workers and Managers• 
Workers and Supervisors • 
Supervisors and Managers.• 

A. The Scoring Procedure
Each of these eight components of organizational culture was 
measured with the help of 3-5 statements and the response to each 
statement was measured on a five point scale with true to a very 
little extent on one end and true to a very greater extent on the 
other. The score ranged from 1 to 5 with 3 (as the median).
The score of the employees responses to each of the statements 
added and then divided by the number of statements to get the 
average dimensional score.
The sum of all these dimensional score provided the aggregate 
score, which divided by eight gave us the aggregate average score 
for a particular organization. 
If this aggregate average was more than three, the organization had 
a culture that ranged towards ‘open’ while if it was less than three, 
then it tended towards the ‘closed’ side of the continum. Thus, the 
continum ranged from ‘open’ on one end with a score of five and 
closed on the other end with a score of one. The aggregate average 
score of different organizations determined their position on this 
continum. The various dimensions of Organisational Culture the 
pattern formed in relation to each other are studied next.
High score on any dimension denote a positive aspect of that 
dimension, while low scores denote a negative aspect.

B. The Analysis and Presentation of Data

1. Organisational Philosophy
Table 3.1 shows the average score on OP for all 16 organizations. 
In the Punjab Tractors Limited, it is the highest with 3.73 out of 
a possible of 5 and it is the lowest in Kharar Textile Mills where 
it is 3.02.
The details of the scores of the different categories of the 16 
different organizations are shown in Table 3.2. This table reveals 
that the supervisors of Oriental Insurance, New India Assurance 
Co. Ltd. and Panipat Woolen Mills, and the workers of Oriental 
Insurance and Jindal Strips are two categories that have scored 
comparatively low on the dimension of OP. In the rest of the 
groups, all the scores are above the median 3.

IV. Perception of Employee Commitment
This section examines the high level of commitment and low level 
of commitment and also examines the variations in the perception 
of level of employee commitment across the employee strata in 

the sixteen organizations. Employee commitment is the dependent 
variable of the present study. The term “employee” includes all 
the organizational members belonging to the workers, supervisors 
and managers strata.
Employee commitment refers to the degree to which employees 
identified themselves with their organization and want to continue 
actively participating in it. Following the three component 
commitment model of Allen and Mayer (1980) – affective 
commitment, continuance commitment and normative commitment 
– employee commitment has been operationally defined as the 
perception of employees regarding their affective commitment, 
continuance tendency and obligation to their organization. 

A. The Scoring Procedure
Each of these three components of employee commitment has 
been measured with the help of 2-4 statements and the response 
to each statement has been measured on a five point scale with 
strongly disagree on one end and strongly agree on the other. The 
score ranged from 1 to 5 with 3 as the median.
The score of the employee’s responses to each of the statements 
added and then divided by the number of statements to get the 
average dimensional score. The sum of all these dimensional score 
provided the aggregate score, which divided by three gave us the 
aggregate average score for a particular organization. 
If this aggregate average was more than three, the employees of 
the organization have a commitment that ranged towards ‘high 
level of commitment’ while if it was less than 3 then it tended 
towards the ‘low level’ of the continum. Thus, the continum ranged 
from ‘high’ on one end with a score of five and ‘low’ on the 
other end with a score of one. The aggregate average score of 
different organizations determined their position on this continum. 
The various dimensions of employee commitment, the pattern 
formed in relation to each other are studied next. High score on 
any dimension denote a positive aspect of that dimension, while 
low scores denote a negative aspect.

V. Organisational Culture & Employee  

A. Commitment: A Relational Analysis
The present section i.e. Relational Analysis attempts to 
examine the relationship between Background Variables and 
Employee Commitment; Organizational Culture and Employee 
Commitment, and comparative analysis of Public and Private 
Sector on the dimensions of Organizational Culture and Employee 
Commitment.

B. Relationship Between Background Variables and 
Employee Commitment 
This part endeavors to examine the relationship between 
background variables, and employee commitment, for all the 
employees belonging to the workers, supervisors, and managers’ 
strata of the sixteen organizations.
The age, marital status, education, work experience in present 
organization, work experience in present position and total work 
experience have been taken as background variables.
Chi-square statistic is used to test the relationship between the 
independent variables (background variables) and the dependent 
variables (EC), and Pearson’s Product-Moment Correlation 
Coefficient is applied to ascertain the extent of the relationship. 
In this part, the formulated hypothesis i.e. there is relationship 
between background variables, and employee commitment, has 
been tested.
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The Table 5.1 seeks to examine the relationship between 
background variables and employee commitment. As can be 
examined from the table that chi-square values obtained for the six 
background variables is significant at 0.01 level meaning thereby 
showing an association between Employee Commitment and 
background variables. But to gauge the intensity of relationship 
between Employee Commitment and background variables, the 
Pearson’s Correlation Coefficient has been applied, which reveals 
that only low or moderately low relationship exists between the 
independent background variables and the dependent variables 
(employee commitment).
The inverse relationship of education (r = -.20) to Employee 
Commitment may be due to the difficulty encountered by the 
organization in providing adequate rewards to equalize the 
exchange, when the employees have higher level of education. 
Hence, more highly educated employees tend to be less committed 
to their organization. They are more likely to be committed to 
their career, and profession.
The inverse relationship of work experience in present organization 
(r = -0.33) with employee commitment means that the longer the 
job tenure of the employees within the organization the lower the 
level of employee commitment. As the employees stay on job 
within the same organization, they seems to loose their firepower 
to work committed for the organization. Work experience is closely 
related to age, and hence, the employees become older, they tend 
to develop negative commitment. The prosperity in terms of tenure 
on the part of employees towards negative commitment during 
their long work experience could have been influenced by their 
perception of unequal and unfair treatment in the work situation 
could negatively impact employee commitment.
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