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1.Introduction 
Organizational commitment is the individual’s psychological attachment to the organization. It is defined as “a strong belief in 
and acceptance of the organization’s goals and values; a willingness to exert considerable effort on behalf of the organization; and 
a strong desire to maintain membership in the organization” (Mowday, Steers, & Porter (1979).  It is a person’s feeling with 
regard to continuing his or her association with the organization, acceptance of the values and goals of the organization, and 
willingness to help the organization achieve such goals and values (Pareek, 2004). 
Porter et al., (1974) defines the organizational commitment as believing and accepting the goals and values of the organization 
and possessing and showing a desire to be part of the organization. Committed employees show strong intentions to serve their 
organizations and are low at intentions to leave (Hunt and Morgan, 1994; Robbins and Coulter, 2003; Mowday, Steers, & Porter, 
1982). According to Madigan, Norton and Testa (1999), committed employees would work diligently, conscientiously, provide 
value, promote the organizations services or products and seek continuous improvement. In exchange, they expect a work 
environment that fosters growth and empowerment, allows for a better balance of personal and work life, provides the necessary 
resources to satisfy the needs of customers and provides for their education and training as well as that of their co-workers. 
Organizational Citizenship Behaviors (OCB) are defined as those extra work-related behaviors which go above and beyond the 
routine duties prescribed by their job descriptions or measured in formal evaluations (Bateman and Organ, 1983). It refers to 
anything that employees choose to do, spontaneously and of their own accord, which often lies outside of their specified 
contractual obligations. In other words, it is discretionary. OCB may not always be directly and formally recognized or rewarded 
by the company, through salary increments or promotions for example, though of course OCB may be reflected in favorable 
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Abstract: 
The purpose of the present study was to find out the difference between the managers of private and public banks on 
organizational commitment, organizational citizenship behavior, happiness and work motivation. Also study attempts to 
investigate the contribution of organizational citizenship behavior, happiness and work motivation in organizational 
commitment of managers of private and public banks. For this purpose a sample of 100 bank managers was taken from Delhi 
and NCR region. Among them 50 managers were taken from private banks and 50 were taken from public banks. 
Organizational Commitment Scale developed by Hyde and Roy, Organizational Citizenship Scale developed by Podsakoff, 
MacKenze, Mooreman and Fetter, Revised Oxford Happiness Scale developed by Argyle and Hills and Work Motivation 
Questionnaire developed by Agarwal were used. In order to find out the difference between means managers of private and 
public banks on all the variables, t-test was applied. Regression analysis was used to find out the contribution of percentage of 
variance of organizational citizenship behavior, happiness and work motivation in organizational commitment. On all the 
variables, managers of private sector banks excelled their counterparts of public sector banks. It was found that total 10% of 
variance was counted by three variables together in commitment of managers as a whole. However, only OCB individually 
contributed 34% variance to the organizational commitment of managers of private banks. However, three variables emerge as 
non-significant individual contributors of organizational commitment in public banks. 
 
Key words: Organizational citizenship behavior, happiness, work motivation, organizational commitment, public banks, private 
banks. 
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supervisor and co-worker ratings, or better performance appraisals. In this way it can facilitate future reward gain indirectly. 
Finally, and critically, OCB must ‘promote the effective functioning of the organization’ (Organ, 1988).  
The importance of Organizational citizenship behavior (OCB) for organizational effective functioning has been well rehearsed in 
recent years and empirical research suggests that OCB accounts for at least as great as an effect as that of in role performance in 
evaluation rating ( Podsakoff, Mackenzie, Paine, Bachrach, 2000).  
Managers value OCB that creates a work environment conducive to cooperation. It helps to reduce the amount of time a manager 
spends on an issue and enables focusing on other opportunities for improving organizational performances (Turnipseed and 
Rassuli, 2005). 
Happiness is considered as mental or emotional state of well-being characterized by positive or pleasant emotions ranging 
from contentment to intense joy. The pursuit of happiness is an important determinant of human behavior: ‘‘How to gain, how to 
keep, how to recover happiness is in fact for most men at all times is the secret motive for all they do’’ (James 1902). Boehm and 
Lyubomirsky (2008) preliminarily define a happy person as someone who frequently experiences positive emotions like joy, 
satisfaction, contentment, enthusiasm and interest. Then, by drawing on both longitudinal and experimental studies, they show 
that people of this kind are more likely to be successful in their careers. Amabile et al. (2005) uncovers evidence that happiness 
provokes greater creativity. It is generally believed that a happy worker is a productive worker. It has been observed that 
psychological well-being is related to a variety of organizational outcomes, such as enhanced job performance, job satisfaction 
and work involvement, increased profitability and competitiveness of the organization, and reduced employee turnover (Grawitch 
Gottschalk & Munz, 2006; Keyes, Hysom, &Lupo, 2000; Russell, 2008; Spector, 1997; Warr, 2005; Wright & Bonnet, 2007).  
In addition happiness has been found to foster the development of organizational commitment among employees. Research 
indicates that a high level of well-being leads to enhanced employee commitment to the organization (Grawitch Trares & Kohler, 
2007; Jain, Giga, & Cooper, 2009). The relationship of employee well-being with work performance and various other 
organizational outcomes has been investigated by many researchers. Some researchers argued that psychological well-being 
causes higher work performance and organizational commitment (Grawitch Trares & Kohler, 2007; Warr, 2005; Wright & 
Cropanzano, 2004) whereas others argued that work performance and organizational commitment lead to well-being (Begley & 
Czajka, 1993; Meyer & Allen, 1997), but in both ways they are interrelated. 
Work motivation is a process to energize employee to the work goal through a specific path. Motivation by definition refers to 
what activates, directs human behavior and how this behavior is sustained to achieve a particular goal. Jones (1955) argues that” 
Motivation is concerned with how behavior gets started, is energized, is sustained, is directed, is stopped and what kind of 
subjective reaction is present in the organization while all this is going on.  It is a method or technique for developing an inner 
urge to put effort on successful performance into the person who is employed to exchange his cognitive, affective and conative 
domains for the achievement of organizational goal for a salary which lead him towards the achievement of the specific measures, 
well defined and achievable goal. According to Antomioni (1999) “the amount of effort people is willing to put in their work 
depends on the degree to which they feel their motivational needs will be satisfied. On the other hand, individuals become de-
motivated if they feel something in the organization prevents them from attaining good outcomes. 
Deci, Koestner, & Ryan, (1999) observed, “Intrinsic motivation energizes and sustains activities through the spontaneous 
satisfactions inherent in effective volitional action. Researchers often contrast intrinsic motivation with extrinsic motivation, 
which is motivation governed by reinforcement contingencies. Traditionally, educators consider intrinsic motivation to be more 
desirable and to result in better learning outcomes than extrinsic motivation (Deci, Koestner, & Ryan, 1999).  
In organizational psychology, the commitment and motivation literatures have usually evolved independently to a certain extent 
(Meyer et al., 2004). On the contrary, they  Meyer et al. (2004) remarked that commitment is one component of motivation and, is 
important that they gain a better understanding of two processes themselves and of workplace behavior by integrating theories of 
commitment and motivation. Commitment scholars have also begun to become more concerned with motivation based variables 
since they report that commitment is a motivational phenomenon (Johnson et al, 2010). In addition, researchers suppose that 
committed workers make a contribution to the organization in terms of motivation (Eby et al., 1999; De Silva and Yamao, 2006; 
Pool and Pool, 2007; Johnson et al., 2010). Also companies that paid attention high commitment to improve the employees ‘job 
satisfaction, motivation and morale may recognize the long term benefits of corporate success, loyalty, productivity, and employee 
retention (Kim et al., 2005). In other word retention, attendance, motivation and job productivity are the consequences of 
organizational commitment (Mowday et al., 1979; Kim et al., 2005; Eby et al., 1999; De Silva and Yamao, 2006; Meyer et al., 
2004; McCabe and Garavan, 2008). Likewise, some researchers emphasize that commitment levels (High or low organizational 
commitment) are in relation to such many criteria as performance (Shaw et al., 2003; Chong and Eggleton, 2007; Wong and Law, 
2002) satisfaction (Mathieu andZajac, 1990; Pool andPool,2007; Yang and Chang, 2008),and work motivation (Meyer et al., 
2004; Johnson et al., 2010; Curtis et al.,2009; Eby et al., 1999).For instance, according to Wong and Law (2002), what determines 
and changes the employees’ performance of emotional work is their organizational commitment. It is also stated by De Silva and 
Yamao (2006) that organizational commitment improves the motivation, creativity of the employees. Meyer et al. (2004) are of 
the opinion that commitment is considered as one of several energizing forces for motivated behavior. Higher and higher work 
motivation that is beneficial to the organization (Chang et al., 2007). So employees’ productivity is largely related to their 
motivation levels and a higher level of organizational commitment. Therefore, it is important for an organization to examine the 
relationships between these two variables. The above discussion reveals that organizational commitment, OCB, happiness and 
work motivation as positive sides of the work may differ in the manager of public and private banks as they provide different 
work culture and environment with different provisions of facilities extended to their employees and such differences will lead to 
differential contributions of OCB, happiness and work motivation in the organizational commitment of managers of two types of 
banks. The present study is an attempt to find out empirical evidences in this direction. 
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2.Method 
 
2.1.Participants 
The participants of the present study consisted of 100 managers from the banks of delhi, out of which 50 belonged to a public 
sector banks and 50 belonged to private sector banks. The private bank chosen was Axis Bank and public bank was State Bank of 
India. These managers were taken on accidental basis. All of them were branch managers. 
 
2.2.Measures  
Organizational Commitment Scale: The Organizational Commitment Scale was developed by Hyde and Roy (2006). This scale 
consists of 30 items and was used to measure the organizational commitment of managers. The scale has a five point response 
mode which ranges from ‘strongly agree’ to ‘strongly disagree’. The split half reliability was found to be 0.89. The scale has high 
content validity. In order to find out the validity from the coefficient of reliability, the reliability index was calculated, which 
indicates high validity on the account of being 0.94 
Organizational Citizenship Behavior Scale: The organizational citizenship behavior scale developed by Podsakoff, MacKenze, 
Mooreman and Fetter (1990) based on conceptual work of Organ (1988) was used.This scale consist 24 items. Responses are 
given on 7 point scale ranging from ‘strongly disagree’ to ‘strongly agree’. There are five reversed scored items and these item 
numbers are: 11, 12.13,14 and 15.The rest are positively scored. The internal consistency was obtained average .85 (Altruism = 
.85, Courtesy = .85, Conscientiousness = .85, Civic virtue =.85, Sportsmanship = .85). The content validity of the scale is pretty 
good. 
Work Motivation Scale: This scale was developed by Agarwal (1988) and is used to measure the work motivation in different 
work settings. This scale consist 26 items having the response format on a five point scale. All the items are Likert types which 
were rated on five point scale. Since the items were Likert type, summated scoring is done by assigning 5 to the most positive 
response and 1 to the extreme negative response. So in this way scores 5, 4, 3, 2, 1 were given to each item. Internal consistency 
of the instrument was found by split half method. The reliability co- efficient by spearman brown formula was very high .99.This 
tool holds good face, content and item validity. 
Revised Oxford Happiness Scale : Revised Oxford happiness questionnaire consist 15 items was used and each item has six point 
response criteria. Among the 15 items six items are reversed scored which are 1, 5, 6,10,13,14 and the remaining are positively 
scored items. The reliability of the Oxford happiness scale is .91. Happiness scale has good validity. 
 
2.3.Procedure 
Mean and S.D of scores on different scales were calculated. T-test was used to find out the difference between managers of 
private and public banks on different variables. Regression analysis was used to ascertain the contribution of variance of predictor 
variables in the criterion variable.  
 
 
3.Results 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Table 1: Mean, S.D, T Values And Level Of Significance Of Comparisons Of Private And Public Banks On Different Variables: 
 
 
A look at the above table reveals that mean organizational commitment scores of managers of private and public banks were 
132.88 and 103.12 respectively and their S.Ds were 7.04 and 9.71 respectively. The t-value obtained between the two means was 
17.53 which was significant at .01 levels. The same table shows that mean organizational citizenship behavior scores of managers 
of private and public banks were 146.98 and 114.84 respectively and their S.Ds were 7.72 and 7.56 respectively. The t-value 
obtained between the two means was 20.97, which was significant at .01 levels. The table also reveals that mean work motivation 

 

 
Variables Types of 

Banks N Mean Std. Deviation T 

Level of 
significance 

OC Private banks 50 132.888 7.04400 17.53 < .01 

Public  banks 50 103.122 9.71353   
OCB Private  banks 50 146.988 7.72615 20.97 < .01 

Public  banks 50 114.844 7.59796   
WM Private  banks 50 107.566 7.86405 22.51 < .01 

Public  banks 50 74.3800 6.83595   
HAPPINESS Private  banks 50 77.1600 4.11746 31.46 < .01 

Public  banks 50 47.0000 5.38327   
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of managers of private and public banks was 107.56 and 74.38 respectively and their S.Ds were 7.86 and 6.83. The value of t 
between the two means was 22.51 which was significant at .01 levels. The same table shows that mean happiness scores of 
mangers of private and public banks were 77.16 and 47.00 respectively. The t-ratio between the two means was 31.46 which was 
significant at .01 level. On all the variables managers of private banks excelled their counterpart of public banks. 
 
 

Model Unstandardized 
coefficients 

 Standardized 
Coefficients 

  

 B Std. Error Beta T Sig. 
 

Constant 
 

OCB 
 

WM 
 

HAPPINESS 
 
 

 
121.795 

 
.314 

 
-.004 

 
-.447 

 
25.731 

 
.126 

 
.122 

 
.238 

 
 
 

.344 
 

-.005 
 

-.261 

 
4.733 

 
2.480 

 
-.036 

 
-1.878 

 
.000 

 
<.01 

 
>.05 

 
>.05 

Table 2: Results Of Multiple Regression For Managers Of Private Banks 
R2 =.096, Df = (1,48) , P =0.05, N =50 

 

 The above tables showed organizational commitment as the criterion variable while happiness, work motivation and 
organizational citizenship behavior as the predictors in the managers of private banks. The value of R was .389 indicating a strong 
relationship between predictor and criterion variables. Adjusted R2 was .096 indicating that almost 10 % of the variance in 
organizational commitment is explained by happiness, work motivation and organizational citizenship behavior together. F was 
2.73 which was significant at .05 level. It means that 10 % variance in organizational commitment was explained by work 
motivation. Beta table showed only OCB emerged as the significant predictor of organizational commitment in the managers of 
private banks. The other two predictors i.e. work motivation and happiness were influencing the organizational commitment in the 
negative direction but Beta values for them were not significant. 
 

Model 

 
R 
 R2 Adjusted R2 

Std. Error of 
the Estimate F 

Level of 
significance 

1 .220 .048 .014 9.78033 .778 >.05 

Table 3: Multiple Regression Table For Managers Of Public Sector Banks 
 

 Predictors: (Constant), organizational citizenship behavior, work motivation 
and  Happiness 

 Criterion : organizational commitment  
 
The above table shows that values of R2 and adjusted R2 were .048 and .014 respectively. The F ratio was .778 which was not 
significant at .05 level. It means that happiness, organizational citizenship behavior and work motivation did not emerge as 
significant predictors of organizational commitment.   
 
4.Discussion 
The results of the study showed that private sector managers were better than public sector managers on all the variables. Other 
studies have also found similar results. Laurel and Margaret, (2009) after administration of the organizational commitment 
questionnaire on 375 employees concluded that Organizational commitment was the highest among private sector employees, 
followed by those with public sector. Public sector workers were observed to have the lowest average organizational commitment 
scores. Studies conducted in the field reveal that work motivation among public sector employees and managers is very different 
from that of their private sector counterparts (Ambrose and Kulik 1999; Rainey and Bozeman 2000; Wittmer 1991; Wright 2001). 
In comparing public sector and private sector employee motivation, strong interaction effects have been found between work 
motivation and management level (Baldwin 1987; Jurkiewicz and Massey 1997; Karl and Sutton 1998; Moon 2000; Rainey and 
Bozeman 2000). 
There is evidence that public servants are less motivated by financial rewards than private sector employees (Khojasteh, 1993). It 
is presumed that people who give high importance to pay will seek employment in the private sector, which is generally perceived 
to pay more than the public or para-public sectors for comparable jobs (Lewis & Frank 2002). 
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It was found that the total variance counted by all the predictors was significant and it was 10%. However, when the stepwise 
regression analysis was performed beta value of only organizational citizenship behavior emerged as significant predictor of 
organizational commitment in managers of private sector bank where it contribute 34% significant variance in the commitment 
while another two predictors i.e. work motivation and happiness emerged as non-significant negative predictors of managers of 
private banks.    
There are many studies which revealed a positive relationship between organizational commitment and organizational citizenship 
behavior (Chen & Francesco 2003; Chughtai 2008; Cohen 2006; Kuehn & Al-Busaidi 2002; Kwantes 2003; Van Dyne & Ang 
1998). Chen and Francesco (2003) found a significant positive effect of affective organizational commitment on altruism and 
general compliance, using a sample of Chinese employees. Chughtai (2008) also confirmed the positive relationship between 
affective organizational commitment and the composite measure of OCB, using data collected from Pakistani faculty members. 
Van Dyne and Ang (1998) demonstrated the positive effect of affective organizational commitment on the helping measure, using 
a Singaporean sample. A similar positive relationship between affective organizational commitment and OCB was found by 
Cohen(2006), who used samples from the following western Asian countries: Israel (Cohen 2006), Omen (Kuehn and Al-Busaidi 
2002), and India (Kwantes 2003). Although it was not limited to Asian research, the meta-analysis by Organ and Ryan (1995) on 
the effects of the two organizational commitments revealed that affective organizational commitment had a positive effect on 
altruism and general compliance.  
Citizenship behavior as helping, accommodating and caring for others seem to have a positive relationship with organizational 
commitment, which is a strong desire, willingness and positive attitude towards the organization and the goals of organizations. 
There are studies which show results in conjunction with the present findings. Bonaparte (2008) investigated how organizational 
citizenship behavior can be affected by an organizational commitment within the service industry. Organizational commitment has 
been found to be significantly associated with the organizational citizenship behavior (Gautam, Dick, Wagner, Upadhayay & 
Devis, 2004). It has also been found subordinate with high level of OCB are more likely to be committed to the organization 
(William & Anderson, 1991; Smith, Organ & Near, 1983) 
Drucker (2009) found that organizational commitment is highly valuable. Studies have highlighted that commitment has the 
greatest impact on the successful performance of an organization. This is because a highly committed employee identifies with the 
goals and values of the organization, has a stronger desire to belong to the organization and is willing to display greater 
organizational citizenship behavior, i.e. willingness to go over and beyond their required job duties. And if commitment is taken 
as a human resource, then it can be said that it is an organization’s greatest asset and committed managers would be regarded as an 
organization’s competitive advantage.     
Private sector Banks seem to have satisfied its customers with best services and they have been successful in retaining their 
customers by providing better facilities than Public sector Banks. But, still Private Banks need to go a long way to become the 
customers’ first preference. In an economy of innovative technologies and changing markets, each and every service quality 
variable has become important. New financial products and services have to be continuously introduced in order to stay competent 
and Private Banks need to concentrate more on their credit facilities and insurance services since customers do not have a very 
good opinion about these facilities being offered by Private Banks also Public sector banks enjoy the trust of the customers, which 
they have been leveraging to stay in the race however they need to improve their service quality by improving their physical 
facility, infrastructure and giving proper soft skill trainings to their employees(Puja et, al). 
Results of regression analysis given in the table 3 it becomes clear that organizational citizenship behavior, work motivation and 
happiness emerged as non-significant predictors of organizational commitment of managers of public sector banks. Thus, third 
hypothesis of the study was rejected by the findings of the study. 
It is strange to note that happiness, organizational citizenship behavior and work motivation together emerged as significant 
predictors of organizational commitment in managers of private sector banks but they together emerged as non-significant 
predictors of commitment in managers of public sector banks. It seems tight hierarchical position, lack of freedom to take 
decisions and above all organizational culture of public banks perhaps work as de-motivators and do not appreciate behaviors 
which are not covered in the rules. If this is the condition, it needs a serious attention to initiate proper intervention programs. It 
has become a need of the hour as public banks can sustain progress and compete with private banks only if proper organizational 
culture and freedom to take decision are given and steps for enhancing the motivation are taken.  
Researchers, management practitioners, psychologists and social scientist must understand the very credentials of an individual, 
his background, social framework, educational update, impact of social group and other situational factors on behavior. Managers 
under whom many individual work should have knowledge, skill and experience of handling large group of people in diverse 
situations in order to utilize the resources of work force to the maximum. Organizational commitment, organizational citizenship 
behavior, work motivation and happiness are important factors related to the achievement of organizational goals. For this an 
appropriate organizational culture, organizational values fostering a team spirit, motivation and intense feeling of welfare of 
individual working under him are necessary. 
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