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Abstract 

Organisational commitment is very important for employees of every organisation. The construct 
has been much researched because of its impact on performance. The objective of the current 
study was to find out the relationship between organizational commitment and demographic va-
riables (gender, age, qualification, experience and marital status) in Ghana. A descriptive correla-
tion survey was employed in the study. Questionnaire was the main instrument used to gather the 
data for the current study. A total of 206 employees were randomly selected from 10 branches of a 
commercial bank in Ghana. The results showed that majority of the employees were moderately 
and highly committed with male workers recording the highest level of commitment compared to 
their female counterparts. The study further indicated that, there is evidence of significant rela-
tionship between organizational commitment and demographic variables (gender, age, qualifica-
tion, experience and marital status). In conclusion, some of the organisational policies should be 
geared towards the improvement of employees’ commitment in order to enhance their perfor-
mance. 
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1. Introduction 

Organisational commitment has been regarded as one of the important constructs that aid employees’ perfor-
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mance. The success of an organization does not only be based on motivation, high pay or training but also how 

employees are committed to the organization. Commitment at workplace can take various forms and arguably 

has the potential to influence organizational effectiveness and employees’ well-being [1]. Organisational com-

mitment is a bond or linking of the individual to the organization [2] and it makes an individual to be identified 

with a particular organization [3]. This psychological link between the employee and his or her organization 

makes it less likely that the employee will voluntarily leave the organization [4]. The role of organizational 

commitment plays in healthy organizational climate and high productivity cannot be overemphasized. Recently, 

many employees in organisations are concern about companies’ policies of continuous job redesigning and 

downsizing [5]. Therefore, the need for researchers is to investigate the role of commitment playing in main-

taining good working environment for employees to ensure high performance. Research by [6] suggested four 

categories of variables that affect organizational commitment which included personal characteristics, job cha-

racteristics, work characteristics and structural characteristics. However, many researchers have linked organiza-

tional commitment to several variables such as job satisfaction [7] [8], emotional intelligence [9] [10], occupa-

tional stress [11] [12], achievement motivation [8], job performance [13], organizational citizenship behavior 

[14] and turnover intentions [15]-[17]. Indeed, some studies have also found a relationship between organiza-

tional commitment and some demographic characteristics [18]-[20]. But most of these researches have focused 

on the developed world and few of such studies have been conducted in sub-Saharan Africa [21]. This has ne-

cessitated the current study in Ghanaian context to provide empirical evidence in order to contribute to the 

commitment-demographic relationship literature. The current study will identify the level of organizational 

commitment of bank employees and also find out whether there is a significant evidence of relationship between 

orgnisational commitment and demographic variables including gender, age, experience, qualification and ma-

rital status. 

2. Review of Related Literature 

2.1. Organisational Commitment 

Commitment comes into being when a person by making a side bet, links extraneous interests with a consistent 

link of activity [22]. In his study, [23] defines commitment as one’s inclination to act in a given way toward a 

particular commitment target. Commitment is an obliging force which requires that the person honour the com-

mitment even in the face of fluctuating attitudes and whims [24]. According to [25] commitment is a stabilizing 

force, that force acts to maintain behavioural direction when expectancy/equity conditions are not met and do 

not function. Organisational commitment has also been defined as a psychological attachment of a person to the 

organization. Commitment is the relative strength of an individual’s identification with and involvement in a 

particular organization [3]. Organisational commitment is a bond or linking of the individual to the organization 

[2]. Organisational commitment can be defined generally as a psychological link between the employee and his 

or her organization that makes it less likely that the employee will voluntarily leave the organization [4]. Orga-

nisational commitment over the years has been defined and measured in many ways [6] [26]. The lack of con-

sensus in the definition of oganisational commitment contributed greatly to its treatment as a multidimensional 

construct [4]. Authors such as [22] viewed commitment as the common element linking different forms of 

commitment within multidimensional models. In their various studies on commitment [1] [23]-[25], believe that 

commitment has a core essence that distinguishes it from other constructs. All the definitions of commitment in 

general made reference to the fact that commitment a) stabilizing or obliging force, that b) gives directions to 

behaviour (restricts, freedom, binds the person to a course of action) [1]. 

2.2. Organisational Commitment and Demographic Characteristics 

Over the years, many researches have associated demographic factors with organisational commitment [2] [10] 

[27]-[30]. Previous works that have shown the relationship between organizational commitment and gender, age, 

qualification, experience and marital status have been reviewed. 

2.2.1. Gender and Organisational Commitment 

There is the need to include gender as a key variable in future research [31] because the interaction of values 

with gender was also found to be a significant predictor of commitment [19]. A study by [2] suggested that, al-
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though reported a weak relationship between gender and organisational commitment but suggested that, gender 

may affect employees’ attitude towards the organisation. In a study to finding out the level of commitment of 

family and non-family member of family businesses, [30] indicated that female employees were highly commit-

ted compared to their male counterparts. In a related study, [32] also found that, males were found to be more 

committed to their respective organization compared to females and the relationship between authority and the 

related attitude of work commitment is positive for men but negative for women [33] but this low level of com-

mitment among female employees may be attributed to high level of discrimination at work places [34]. In re-

lated study on demographic and psychological factors predicting organisational commitment among industrial 

workers [10], showed that gender was not significant predictor of organizational commitment. A work by [35] 

also found no difference in male and females overall commitment. Based on this theoretical background, we 

propose our first hypothesis in alternative form that: 

H1: There will be an evidence of significant relationship between gender and organisational commitment. 

2.2.2. Age and Organisational Commitment 

Demographic characteristic age has been found to be significant related with organizational commitment [10] 

[27] [36] [37]. In a study to investigate the nature of demographic factors (age and job tenure) and job satisfac-

tion facets with organizational commitment, [29] found out that the demographic factors (age and job tenure) 

predicted organizational commitment (see also 10). A study by [35] found that, affective commitment in 21 - 28 

years old group were higher than those 29 - 39 years old and 40 years and upper. In a similar study to find out 

the significant influence on organizational commitment in Saudi Arabia public sector organizations with demo-

graphic variables and job and work related variables [38] found out that age is positively related to organization-

al commitment and older employees tend to be more committed compared to younger employees. In a study to 

find out the relationship between a specific demographic variables and organisationsl commitment in a Nigeria 

sample, [21] find a positive relationship between age and organizational commitment. He argues that commit-

ment increase with age. However, [10] found no significant correlation between age and organizational com-

mitment. We therefore, offer the following proposition that: 

H2: There will be an evidence of significant relationship between age and organisational commitment.  

2.2.3. Qualification and Organisational Commitment 

Educational level has also been found to be related to organizational commitment [10] [27] [38] [39]. According 

to [2], there is a strong relationship between educational level and orgnaisational commitment. It is likely that 

workers with high educational qualifications occupy higher ranks and therefore have more responsibilities which 

invariably require more commitment to the organization [10] and that educational level may lead to high level of 

commitment [21]. On the contrary, [38] and [40] found that educational level is negatively related with organi-

zational commitment and that more educated people may have high expectations which the organization be una-

ble to meet them. According to [40] highly educated individuals may have less commitment since they may 

have other opportunities of employment. Again, [30] found that, employees who were having certificates from 

first degrees and below showed high committed compared to those with higher qualifications. Therefore, we 

propose that: 

H3: There will be an evidence of a significant relationship between qualification and organisational commit-

ment. 

2.2.4. Experience and Organisational Commitment 

Experience or long service in a particular sector may also lead to high level of commitment. For instance, job 

tenure is a significant predictor of organizational commitment [10] [29] [40] Research highlights the importance 

of work experiences that commitment that the organization is supportive of its employees treats them fairly and 

enhances their sense of personal importance and competence by appearing to value their contributions to the or-

ganization [41] (see also [42]).  

According to [21], years worked (i.e. tenure) have an overwhelming influence on commitment. In a study to 

the extent, to which faculty members are committed to their University, [40] showed that length of service is 

highly significant and positively associated with organizational commitment. He argues that, the longer an em-

ployee stays in the organization and the older they become the feelings of responsibilities for outcomes relevant 

to him also increases. In a related study, [35] found that, employees who had 1 - 4 years job tenure obtained high 

mean scores on total scores of organizational commitment in comparison with those who had 9 years and upper 
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job tenure. Consequently, we offer the following proposition that: 

H4: There will be an evidence of a significant relationship between experience and Organizational Commit-

ment. 

2.2.5. Marital Status and Organisational Commitment 

Many researches have shown that employees who are married show much more commitment to their organisa-

tions compared to single employees [36]. In a study on demographic and psychological factors predicting orga-

nizational commitment, [10] found that marital status of employees significantly predicted organizational com-

mitment. He suggested that individual workers who are married are much committed than individuals who are 

single. We propose the following alternative hypothesis that: 

H5: There will be an evidence of a significant relationship between Marital Status and Organisational Com-

mitment. 

3. Methodology 

In the current research, quantitative research method was used as data were presented in the form of numbers [43]. 

Quantitative research emphasizes the measurement and analysis of causal relationships between variables [44] and 

aims at drawing representative sample for the population [45]. The population for the study comprised employees of a 

commercial bank in Ghana. The banking sector is very lucrative in Ghana and many young graduates aim at working 

for the banks. It is interesting to identify whether the employees working in the banks are committed or because of the 

lucrative nature of the sector that attracts many young people to the banking sector. Letters were sent to the various 

banks to inform them about the study as well as seeking consent from the participants to voluntarily take part in the 

study. The purpose of the study was well explained to the participants and permission was granted by the bank author-

ity before the questionnaires were distributed to the sample. It is almost impossible to study all the workers of the bank. 

Therefore, the researchers sampled twenty (20) branches of the commercial banks for the study. Ten (10) branches 

were selected from Greater Accra Region and ten (10) from the Central Region of Ghana. Stratified random sampling 

which is a variant of random sampling, which allows subgroups to be studied in greater detail [45] was used for this 

study. Based on this background, two regions were sample from the ten regions in Ghana. The branches of commer-

cial banks from the regions were group into strata. Ten branches were randomly selected from each subgroup 

(branches). In all, twenty branches were selected and twenty five (25) questionnaires were sent to each branch making 

a total five hundred employees to answer the questionnaire. However, out of the five hundred questionnaires sent to 

the banks, 104 were received from the strata in Greater Accra Region and 102 from the branches in the Central Region. 

This means that a total of two hundred and six (206) sample representing 41.2% were retrieved and used for the study. 

The response rate was due to the busy schedule of the bank employees. Someone of the respondents failed to return 

the questionnaires citing inadequate time to complete the questionnaires. In measuring organisational commitment, the 

commitment scale developed by [4], also [1] was used in the study. The internal consistency of the original scale has 

been estimated using coefficient alpha. The median reliabilities, across both versions of the ACS, CCS, and NCS are 

0.85, 0.79, and 0.73 respectively, and with very few exceptions, all reliability estimates exceed 0.70 [4]. The Cron-

bach’s Alpha for this study ranges from 0.91 to 0.93 with a total alpha of 0.96 for 24 items. Nevertheless, research us-

ing the ACS, CCS and NCS has consistently yielded non-zero correlation between the scales [7]. This is the same for 

the current study as all the subscales of the OCS showed high internal consistency. The Statistical Package for Social 

Sciences (SPSS 22.0) was used to conduct the analysis of the collected data. The completed questionnaires were se-

rially numbered for easy identification and were finally scored. Items on the five point-likert scale were scored 1, 2, 3, 

4 and 5 for items with the response strongly disagree, disagree, neither agree nor disagree, agree and strongly agree 

respectively. Cross-tabulation was run to generate the counts of the level of stress of the participants in percentages. 

Chi-square test of independence was used to test the hypotheses of the study in order to determine whether there is 

significant association between the variables under study. 

4. Results and Discussion 

4.1. Demographic Characteristics of the Respondents 

In research of such nature the background statistical information of the respondents is very important. Table 1 

provide the background statistical information of the respondents. 



E. Affum-Osei et al. 

 

 
773 

Table 1. Demographic distribution of respondents.                                                             

Items  Frequency (n) Percentage (%) 

Gender Male 92 44.7 

 Female 114 55.3 

Total  206 100 

Age 20 - 30 46 22.3 

 31 - 40 91 44.2 

 41 and above 69 33.5 

Total  206 100 

Qualification Bachelor 132 64.1 

 Master 68 33 

 Above Master’s 6 2.9 

Total  206 100 

Experience 1 - 3 yrs 50 24.3 

 4 - 7 yrs 84 40.8 

 8 yrs and above 72 35 

Total  206 100 

Marital Status Single 125 60.7 

 Married 69 33.5 

 Divorced 12 5.8 

Total  206 100 

Source: field data. 

 

Table 1 represents the demographic characteristics of the respondents. The results show that out of a sample 

of 206, 92 (44.7%) were males and 114 (55.3%) were females. This result shows that majority of the employees 

were females. In terms of age, out of the three categories given, 46 (22.3%) fall within the 20 - 30 years category, 

91 (44.2%) were within 31 - 40 years category and 69 representing 33.5% falls within 41 and above age range. 

Majority of the employers were within the ages of 30 - 40. Approximately 64.1% of the respondents hold ba-

chelor’s degrees, 33% hold postgraduate degree and 2.9% holds research degrees. In reference to experience, 

24.3% of the respondents had 1 - 3 years experience on the banking job 40.8% had 4 - 7 years’ experience and a 

total of 72 representing 35% had 8 years and above experience. With regard to marital status of the respondents, 

three categories namely married, single and divorced, 60.7%, were single, 33.5% were married and 5.8% were 

divorced. 

4.2. The Level of Organisational Commitment on Demographic Variables 

One of the aims of the study is to identify the level of organizational commitment of the participants of the study. 

Table 2 provides the level of commitment of the demographic characteristics (gender, age, qualification expe-

rience and marital status). 

There were 206 participants in the study, out of these 92 representing 44.7% were males of which 25 (27.2%) 

recorded low commitment, 35 (38%) were moderately committed and 32 (34.8%) were highly committed. There 

were 114 (55.3%) females out of these, 28 (24.6%) had low commitment, 55 (48.2%) had moderate commitment 

and 31 (27.2%) had high commitment level. The current results shows that, majority of the employees were 

moderately committed 90 (43.7%).  
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Table 2. The level of organisational commitment of bank employees on demographic variables.                          

 

Variables Low Moderate High Total 

N (%) N (%) N (%) N (%) N (%) 

Gender: Male 25 (27.2) 35 (38) 32 (34.8) 92 (100) 

 
Female 28 (24.6) 55 (48.2) 31 (27.2) 114 (100) 

Total 
 

53 (25.7) 90 (43.7) 63 (30.6) 206 (100) 

Age: 20 - 30 10 (21.8) 18 (39.1) 18 (39.1) 46 (100) 

 
31 - 40 29 (31.9) 44 (48.4) 18 (19.7) 91 (100) 

 
41 and above 14 (20.3) 27 (39.1) 28 (40.6) 69 (100) 

Total 
 

53 (25.7) 89 (43.2) 64 (31.1) 206 (100) 

Qualification: Bachelor 27 (20.4) 53 (40.2) 52 (39.4) 132 (100) 

 
Master 27 (39.7) 33 (48.5) 8 (11.8) 68 (100) 

 
Above Master 1 (16.7) 2 (33.3) 3 (50.0) 6 (100) 

Total 
 

55 (26.7) 88 (42.7) 63 (30.6) 206 (100) 

Experience: 1 - 3 yrs 15 (30.0) 18 (36.0) 17 (34.0) 50 (100) 

 
4 - 7 yrs 20 (23.8) 40 (47.6) 24 (28.6) 84 (100) 

 
8yrs and above 20 (27.8) 31 (43.0) 21 (29.2) 72 (100) 

Total 
 

55 (26.7) 89 (43.2) 62 (30.1) 206 (100) 

Marital Status: Single 30 (24.0) 54 (43.0) 41 (33.0) 125 (100) 

 
Married 21(30.4) 29 (42.1) 19 (27.5) 69 (100) 

 
Divorce 3 (25.0) 6 (50.0) 3 (25.0) 12 (100) 

Total 
 

54 (26.2) 89 (43.2) 63 (30.6) 206 (100) 

Source: field data. 

 

There were 46 (22.3%) of employees within the age of 20 - 30 years of which 10 (21.8%) had low commit-

ment 18 (39.1%) had moderate commitment and 18 (39.1%) had high commitment level. 31 - 40 year category 

were 91 (44.2%) out of which 29 (31.9%) had low commitment level, 44 (48.4%) were moderately committed 

and 18 (19.7%) were highly committed. There were 69 (33.5%) employees who fall within the 41 years and 

above age range, out of this total 14 (20.3%) had low commitment level, 27 (39.1%) had moderate commitment 

and 28 (40.6%) were highly committed. 

Data on qualification show that, out of a total of 132 (64.1%) bachelor’s degree employees 27 (20.4%) had 

low commitment, 53 (40.2%) were moderately committed and 52 (39.4%) were highly committed. 68 (33%) 

were master’s degree holders out of these, 27 (39.7%) had low commitment, 33 (48.5%) had moderate commit-

ment and 8 (11.8%) were highly committed. Employees who holds degrees above master’s level were 6 (2.9%), 

out of this total, 1 (16.7%) had low commitment 2 (33.3%) were moderately committed and 3 (50%) were high-

ly committed.  

There were 50 (24.3) employees with 1 - 3 years experience out of the total, 15 (30%) had low commitment, 

18 (36%) were moderately committed and 17 (34%) had high commitment levels. Employees who had 4 - 7 

years job experience were 84 (40.8%) of which 20 (23.8%) had low commitment, 40 (47.6%) were moderately 

stressed and 24 (28.6%) were highly committed. 72 employees had 8 years and above of experience out of this, 

20 (27.8%) had low commitment, 31 (43%) were moderately commitment and 21 (29.2%) were highly commit-

ted. 

Data collected on marital status shows that, single employees were 125 (60.7%) of which 30 (24%) had low 

commitment level 54 (43%) were moderately committed and 41 (33%) had high commitment. Married em-
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ployees were 69 (33.5%) out of which 21 (30.4%) had low commitment 29 (42.1%) recorded moderate com-

mitment and 19 (27.5%) were highly commitment. 12 employees were divorced employees out of which 3 (25%) 

had low commitment, 6 (50%) were moderately commitment and 3 (25%) were moderately committed. 

4.3. Chi-Square Results of Organisational Commitment 

The level of stress on demographic variables have been ascertain in Table 2. In order to find out whether there is 

a significant relationship between demographic characteristics and organisational commitment, the Chi-square 

test was applied. 

Table 3 shows the results of Chi-Square. It shows that there is an evidence of relationship between demo-

graphic variables (gender, age, qualification, experience and marital status) and organisational commitment. The 

results further indicate that experience has the greatest evidence of association with organizational commitment 

(Chi-Square = 381.136, p < 0.01) and gender having the lowest evidence of relationship with organisationl 

commitment (Chi-Square = 60.601). Therefore, it may be concluded that, there is very strong evidence of a rela-

tionship between demographic characteristic and organisational commitment. 

5. Discussion 

The results on the level of commitment showed that, majority of the employees were moderately committed. 

Male employees were found to be highly committed compared to their female counterparts. The finding is con-

sistent with the findings of [32], who reported that, males were found to be more committed to their respective 

organization compared to females in service sector in Ghana. The results further show that gender has a signifi-

cant relationship with organisational commitment. Other researchers have found that gender was no significant 

predictor of overall commitment [10] [35]. The findings may be due to the position of males in the hierarchy of 

the organisations. As is suggested by [8], that males have higher organisational commitment than female but this 

may be due to their position in the hierarchy. The study also revealed that older employees were more commit-

ted to the organization compared to the younger employees. This research confirmed the findings of [38] and 

[29] who found out that age is positively related to organizational commitment and older employees tend to be 

more committed compared to younger employees (10). This result may due to the fact that younger employees 

have more job opportunities compared to older employees on the other hand, older employees perceived to have 

invested much in the organization and their turnover intension reduces as the years go by. As [21], argues 

“commitment increase with age and there is a positive relationship between age and organisational commit-

ment”. The results further showed that high qualification employees had high level of commitment. Employees 

who hold above master’s degree showed high of commitment. The result was consistent with the finding of [21] 

who suggests that highly educational qualification may lead to high commitment level. This result may be as a 

result that, in Ghanaian society people with higher qualification occupy higher positions in the workplaces and 

are entrusted with high level of commitment. As [10] argues “It is likely that workers with high educational qua-

lifications occupy higher ranks and therefore have more responsibilities which invariably require more commit-

ment to the organization”. However, [40] also argued that, highly educated individuals may have less commit-

ment since they may have other opportunities of employment. Again, [30] found that, employees who had first 

degrees and below showed high committed compared to those with higher qualifications. This finding contra- 

dicts the current because the responded were employees of family businesses. The employees with less level of 

 
Table 3. Chi-square results of commitment and demographic variables.                                               

Variables Chi-square values Significance 

Gender 60.601 0.000 

Age 358.986 0.000 

Qualification 364.071 0.000 

Experience 381.136 0.000 

Marital status 239.516 0.000 

**
p < 0.01. 
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experience tend to report the highest level of commitment. Employees who had 1 - 3 years job experience tend 

to report high level of commitment. This finding suggest that employees who have low level of experience have 

less job opportunities because high level of experience is required for graduates to be employed in the banking 

sector in Ghana and are therefore committed to stay. According to [41], one is committed to stay with an orga-

nisation because they need the financial security. The finding of the current study is in support of [35] whose 

results show that, employees who had 1 - 4 years job tenure obtained high mean scores on total scores of orga-

nizational commitment in comparison with those who had 9 years and upper job tenure. The finding is in con-

trast with the result obtained by [40] who argues that, the longer an employee stays with the organization and the 

older they become the feelings of responsibilities for outcomes relevant to him also increases. [10] also argued 

that, workers who had higher job tenure had more commitment than newly employed and that workers who ex-

pected to stay longer in the department were more committed [8]. These contradictions may be attributed to the 

type of job settings and the geographical location of the researches. The results further suggested that single em-

ployees were more committed to their job compared with married and divorced employees. This may be due to 

the fact that, married individuals may face the family-work balance and their commitment levels may be divided. 

They may tend to be committed to their families. However, single employees may not have such marriage or 

family commitments and tend to show overall commitment to the organisation. [10] suggested that individual 

workers who are married are much committed than individuals who are single. This accession contradicts with 

the current research findings. The Chi-Square was applied and the results showed a statistically significant rela-

tionship between the demographic variables (Gender, age, qualification, experience and marital status) and or-

ganisational commitment. The researchers therefore conclude that, there is a strong evidence of association be-

tween demographic variables and organisational commitment. 

6. Conclusion 

The study has provided information on demographic variables since individuals differ in terms of their commit-

ment levels to organisations. Therefore, employers should take note and take the necessary measures to enhance 

commitment based on individual differences. Some of the organisational policies should be geared towards the 

improvement of employees’ commitment in order to enhance performance. Despite the positive impact of this 

study, the study has some limitations which should be considered when the results are being interpreted. The 

study was a descriptive correlation and this implies that causal relationship cannot be made. Again, the study 

used relatively small sample (N = 206) and therefore, the findings cannot be generalized to all other institutions. 
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