
Advances in Environmental Biology, 7(14) December 2013, Pages: 4885-4894 

 

AENSI Journals 

Advances in Environmental Biology 
 

Journal home page: http://www.aensiweb.com/aeb.html 

 
 

Corresponding Author: Azar Eskandaricharati, Department of Sociology, Azadshahr Branch, Islamic Azad University, 
Iran. 

 
The Efficiency of Allen and Meyer’s Model of Organizational Commitment and Its 
Leading Role in Organizations Compared to Other Models 
 
Azar Eskandaricharati 
 
Department of Sociology, Azadshahr Branch, Islamic Azad University, Iran. 
 
A R T I C L E  I N F O   A B S T R A C T  
Article history: 
Received  25October 2013 
Received in revised form 14 
January 2014 
Accepted 20 January 2014 
Available online 25 February 2014 
 
Key words: 
Commitment 
Organizational Commitment 
Affective Commitment 
Continuance Commitment 
Normative Commitment. 

 Organizations, in a general sense, are the main foundation of today’s societies. This 
study purports to find out whether Allen and Meyer’s three-dimensional model of 
organizational commitment, compared to other existing models, can lead most 
efficiently to behaviors as obeying the organization, decreasing turnover, improving 
performance, and decreasing the possibility of transferability? Most part of this study is 
based on a library research, investigating the theoretical views of different scholars on 
the concept of organizational commitment and its different dimensions. The findings of 
the study maintain that compared to other models, Allen and Meyer’s model is 
practically more effective in increasing the organizational commitment. Finally, it has 
been suggested that the successful and competent managers in the organizations, 
attempt to improve the organization through developing continuance, and normative 
commitment. 
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INTRODUCTION 

 
 The desire for a well-ordered and disciplined world, though remote, is tempting.  To realize this old longing 
of humanity, scholars of behavioral sciences have executed many studies as human beings are the main 
constitutive part of organizations. When they are pressured by organizational abnormalities they will break all 
psychological conventions between the organization and themselves, and to attain power, discourage the other 
personnel directly or indirectly, and trigger the latent conflict between the management and other personnel. 
 Commitment has a unique status in creating order and balance in organizations. Studying its different 
dimensions and investigating different factors affecting it, is an attempt to increase the social order and 
organizational loyalty. Certainly, if the employees enjoy an internal motivating force, they will feel more 
interested in fulfilling their tasks. Kushman [11] holds that the employees’ spirit of sacrifice and dedication in 
achieving the goals of an organization is the result of the employees’ commitment to the organization and work 
place [11].  
 Along with the improvement in science and technology, the organizations are moving toward being more 
specialized, technical, and complicated; among its outcomes is a competitive world where a committed and 
well-motivated human force has a strategic role in the very existence and sustenance of the organization which 
in turn makes it more difficult for the organization to sustain in this highly competitive conditions.  
 In the last three decades, the approaches to organizational commitment have gone under some changes, the 
most significant of which has been its being uni-dimension or multi-dimension. However, due to downsizing 
and merging of organizations, some scholars understate the effect of organizational commitment on the 
variables including turnover, absence from work, and job performance; they consider the study of organizational 
commitment pointless. On the other hand, there are some scholars like Allen and Meyer who developed a three-
dimensional model of organizational commitment which analyzes different approaches to the concept of 
organizational commitment based on the latest achievements in the field.  
This study aims at finding answers to the following two questions:  
1. In analyzing variables as the concept of organizational commitment, antecedents of organizational 
commitment, and the dimensions of organizational commitment, which scholar, compared to Allen and Meyer’s 
model, has proposed the most comprehensive model in fulfilling the goals of organizations?  
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2. Has any similarity been noticed between the concept of “organizational commitment” in Allen and Meyer’s 
model and other experts’ models?  
Based on the questions, the study is to attain the two following objectives as well: 
1. The overall goal: Investigating the efficiency of the concept of organizational commitment and its role in 
organizations in Allen and Meyer’s three-dimensional model in comparison with the other models proposed by 
other scholars 
2. The partial goal: Studying the related variables, antecedents of organizational commitment, dimensions of 
organizational commitment, and the similarities and differences of different dimensions of organizational 
commitment in different models in search of the most efficient model for achieving the desirable improvement 
of organizations 
 
Methodology: 
 Considering the theoretical frameworks in the social sciences, based on the proposed objectives, and also 
the nature of the subject under study, the method which has been adopted in this study is a library and 
documentary study investigating and analyzing the relevant studies done by other scholars on the subject. 
 
Definition of the Key Concepts: 
 Allen and Meyer define organizational commitment as a psychological status indicative of a kind of desire, 
need, and demand to continue working in the organization [20]. Allen and Meyer [1] distinguish three types of 
commitment: 
1. Affective Commitment: It refers to the emotional bonds, individuals’ identification with, and the 
personnel’s attachment to the organization. Affective commitment is defined as the feeling of involvement an 
employee has with its organization. Affective commitment entails the feeling of commitment of an individual to 
the organization, and is representative of the degree of the compatibility of the employees’ and the 
organization’s values [13]. 
2.  Continuance Commitment: It refers to the advantages and privileges employees lose, leaving an 
organization. With Continuance Commitment, the possibility of their leaving the organization will be less. 
Continuance commitment is the outcome of some social and economic factors, and the employee’s knowledge 
of the advantages of leaving an organization or the costs of leaving it [20]. 
3. Normative Commitment: It is the employees’ sense of obligation to stay in an organization.  In this type of 
commitment, the personnel figure their staying and working in the organization as their duty and responsibility. 
 To facilitate the process of comparison of Allen and Meyer’s model with other models and definitions 
available, the following chart is devised. 
 What is common in all the following definitions is that commitment is defined as a psychological status that 
indicates the relationship between organizations and their personnel, and implies the employees’ decision to stay 
in or leave an organization. 
 It must be also mentioned that the changes in the field of business, downsizing, and integration of 
companies called some experts to declare that the effect of organizational commitment on other influential 
variables in the field of management such as turnover, personnel’s absence, and personnel’s performance has 
been decreased, as a result of which some experts claim it pointless to analyze the concept of organizational 
commitment. 
 Figure 1 shows that the experts, in their definitions of the concept of organizational commitment, have 
referred to such variables as acceptance of values, interest in the organization, the need to the organization, faith 
in  the goals of the organization, membership in the organization, identity in the organization, attachment to the 
organization, tendency to continue the work, job security, the sense of commitment to the organization, and 
focused effort to help the organization which are all summarized in three dimensions of Affective, Continuance, 
and Normative commitment proposed by Allen and Meyer. It shows that there is an overlap between the other 
experts’ conception of commitment and Allen and Meyer’s. Considering all the ongoing discussions, it can be 
concluded that commitment attaches employees to the organization which in turn decreases the possibility of 
their turnover and increases their sense of obligation to stay with the organization as a member. Therefore, 
understanding the concept of organizational commitment will enhance the managers’ and employees’ 
knowledge of their levels of organizational commitment, and remove the communication gaps between them, 
and finally help to offer quality services to the customers. 
 
The Theoretical Framework of the Approaches and Models of Organizational Commitment: 
Kanter’s Model (1972):  
 Kanter [10] distinguishes three dimensions of commitment in terms of their actions, namely the 
Instrumental Commitment, the Affective Commitment, and the Moral Commitment. The Instrumental 
dimension of commitment is related to the advantages and benefits of the financial conditions of membership in 
a social group. The Affective dimension includes the feeling of attachment and bonds and the satisfaction of 
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interacting with others that attach the individuals to the group. In its Moral dimension, commitment implies 
those conditions that help the employees to enjoy a sense of self-esteem, self-confidence, social proud, and 
belief in the values and goals of the organization in which they are a member.  
 

 
 
Fig. 1: A comparative model for the concept of “Organizational Commitment”: Comparing Allen and Meyer’s 

definitions with other scholars’ definitions. 
 
Steers’ Model (1977):  
 This model states that organizational commitment can be simultaneously an independent and a dependent 
variable. As an independent variable, organizational commitment can influence other dependent variables such 
as the employees’ presence, turnover, tendency to turnover, and their job performance while as a dependent 
variable it can be affected by other independent variables such as personal characteristics, professional 
characteristics, and professional experiences.  This model is explained in more details in Figure 2, below.  
 
Angle and Perry’s Model (1981): 
 Angel and Perry introduce two types of commitment; Value commitment shows a positive tendency toward 
the organization. This type of commitment alludes to the psychological and affective commitment. The 
Continuance Commitment, the commitment to stay with the organization, indicates the importance of 
interactions, rewards, and the inseparable interactions in an economic exchange [18].      
 
O’reilly and Chatman’s Model (1986): 
 O’reilly and Chatman’s multi-dimensional model presupposes that commitment gives a special approach 
and attitude toward the organization, and has a mechanism through which this approach can be shaped. O’reilly 
and Chatman, Based on Kelaman (1958)’s view, believe that the relationship between the individual and the 
organization can take the three forms of Compliance, Identification and Internalization. Compliance 
(Instrumental Commitment) is rather an expectation to obtain specific rewards from organizations than 
emotional engagement. Identification takes place when the individual accepts this influence to establish or 
maintain a satisfying relationship [20] and finally, Internalization is a behavior reflecting the values and goals 
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when personal and organizational values are similar [23]. O’reilly and Chatman later merge Identification and 
Internalization into one type of commitment, namely Normative Commitment. They notice that Compliance is 
in direct positive relationship with turnover. 
 

 
 
Fig. 2: Steer’s Organizational commitment model [30]. 
 
Penley and Gould’s Model (1988): 
 Penley and Gould propose a multi-dimensional framework. They distinguish three types of commitments, 
namely, Moral Commitment, Calculative Commitment, and Alienative Commitment. The definition they 
suggest for Moral commitment is very much similar to Allen and Meyer’s Affective commitment, and Angle 
and Perry and Mayer and Schoorman’s Value Commitment. 
 Their use of Calculative Commitment is congruent with Compliance introduced in O’reilly and Chatman’s 
model, and can be even considered as a form of motivation instead of commitment. Finally, Alienative 
Commitment is to some extent consistent with Continuance Commitment proposed by Allen and Meyer [20].  
 
Mathieu and Zajac’s Model (1990):   
 Mathieu and Zajac analyze the variables affecting organizational commitment, and those variables which 
are affected by organizational commitment. They also study the relationship of organizational variables with 
some other variables. The model is shown in Figure 3.  
 

 
 
Fig. 3: Mathieu and Zajac’s Organizational commitment model [16]. 
 
Jaros et al.’s Model (1993): 
 Jaros et al. [9] consider three types of commitment; Affective Commitment is based on the concrete 
experienced feeling of the personnel. Moral Commitment is almost congruous with the Affective Commitment 
in Allen and Meyer’s model. Jaros et al. and Allen and Meyer’s concept of Continuance Commitment are 
completely identical. 
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The Three-Dimensional Model of Allen and Meyer [1]: 
 Allen and Meyer base their three-dimensional model of organizational commitment on observation they 
made of the similarities and differences present in uni-dimensional concepts of organizational commitment. 
Totally, their argument suggests that commitment attaches the individual to the organization and therefore, this 
attachment decreases the possibility of turnover. In this model, organizational commitment is constructed based 
on the three dimensions of Affective, Continuance, and Normative commitment. This model is shown in Figure 
4, below.  

 
 
Fig. 4: Allen and Meyer’s three-dimensional model of organizational commitment [1]. 
 
Mayer and Schoorman’s Model (1998): 
 According to Mayer and Schoorman, organizational commitment has two dimensions; they call these two 
dimensions Continuance Commitment (the tendency to stay with the organization), and Value Commitment (the 
tendency to double-effort). Although there are some similarities between the models proposed by Mayer and 
Schoorman and Angle and Perry on one hand and the one suggested by Allen and Meyer on the other hand, 
there is one fundamental difference between them. The three dimensions of Allen and Meyer’s organizational 
commitment model are basically different based on the employees’ mind state which attaches them to the 
organization; all the three commitments in Allen and Meyer’s model lead to the behavioral outcome of staying 
in the organization and continuing the work. Contrarily, in Angle and Perry’s and Mayer and Schoorman’s 
models, it is hypothesized that Continuance Commitment relates to the decision and intention to stay with or 
leave the organization, while Value Commitment is associated with double effort to achieve the organizational 
goals. 
 
Different Scholars’ Opinions On The Antecedents Of Organizational Commitment: 
Antecedents of Commitment in Allen and Meyer’s View: 
 Allen and Meyer (1990) define the antecedents of commitment for each three dimensions.  
 Antecedents of Affective Commitment includes (a) participation, (b) job challenge, (c) role clarity, (d) 
goals clarity, (e) goals difficulty, (f) management receptiveness, (g) peer cohesion, (h) dependability, (i) equity, 
(j) personal importance, and (k) feedback. 
All the above variables are embedded in work experience and are divided into: 
1. Those variables which provide the employees’ need to the feeling of physical and psychological comfort; 
these variables are correlated with commitment and include confirmation of expectations, equity in reward 
distribution, organizational dependability, organizational support, role clarity, leadership style, and getting rid of 
conflict. 
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2. The variables that help the employees’ feeling of competency are autonomy, fairness of performance-based-
rewards, job challenge, job scope, opportunity for advancement, and job promotion, participation in decision-
making, and personal importance to the organization. 
 According to Allen and Meyer, the antecedents of Continuance Commitment includes  (a) the amount of the 
investment of the employee in the organization which includes skill, training, changing location of the domicile, 
and personal investment and (b) Conceiving the possibility of other job alternatives [1] 
 The amount of the employees’ personal investment refers to that energy and time the employees spend to 
learn the particular approaches and skills which are not transferable to other organizations. The employees’ 
conceiving the lack of job opportunities outside the organization has the most significant relationship with 
Organizational Commitment.  
 The antecedents of Normative Commitment in Allen and Meyer’s view includes (a) The employees’ 
experiences before entering the organization (Familial/Cultural Socialization) and (b) The Employees’ 
experiences after entering  the organization (Organizational Socialization) 
 Religious beliefs, job consciousness, intimate inter-group relationship lead to psychological attachment, the 
employees’ feeling of involvement with the organization, and also their socialization. On the other hand, 
Normative Commitment may also develop when the organization gives the employees rewards in advance. 
Recognizing these investments of the organization may cause an unbalanced situation in the employee-
organization relationship which forces the employees to reciprocate through being committed to the 
organization till the debt is repaid [19]. 
 
Antecedents of Organizational Commitment in Mowday et al.’s View (1982): 
 They classify the antecedents of Affective Organizational Commitment into following four groups: 
1. Personal characteristics: Personal characteristics include age, gender, tenure, and other personal features. 
Their study shows that there is a significant direct relationship between the two features of age and tenure on 
one hand and commitment on the other hand.  
2. Role-related characteristics: The second group of the effective factors on Organizational Commitment is the 
role of the employees and their job characteristics. There are three aspects of   job-role that has potential effects 
on the employees’ commitment: job scope or job challenge; role ambiguity; and role conflict. 
3. Structural characteristics: The first study on this concept has been done by Steers [33]. He analyzes four 
structural variables which determine the structural characteristics. The variables include the size of the 
organization, the scope of supervision, centralization, and job cohesion. 
4. Work Experience: An employee earns job experience during his or her professional life. This experience is 
considered as a fundamental factor in the process of socialization, and this socialization is in turn influencing the 
affective attachment of the employee to the organization. Buchanan [4] claims when employees feel they are 
necessary for the organizations or the organizational goals or commissions, they will feel more committed to the 
organization. 
 
The Antecedents of Organizational Commitment in Mathieu’s View (1991): 
 Mathieu [17] differentiates four different categories as the antecedents to Organizational Commitment and 
job satisfaction, as follows: 
1. Job characteristics 
2. Role state (role ambiguity, role conflict, and role overload)  
3. Personal variables (success motivation, competence) 
4. Group Attributes (performance standard, coherence)                                    
 
The Antecedents of Organizational Commitment in Mayer and Schoorman and March and Simon’s Views: 
 Mayer and Schoorman [19] and March and Simon [15] studied the antecedents of Organizational 
Commitment. Their studies show that: 
1. Tenure has more significant positive correlation with Continuance Commitment rather than value 
Commitment. 
2. Retirement allowance has more significant positive correlation with Continuance Commitment rather than 
Value Commitment. 
3. Age has more significant correlation with Continuance Commitment rather than Value Commitment. 
4. Education has more negative correlation with Continuance Commitment rather than Value Commitment. 
5. Participation has more significant positive correlation with Value Commitment rather than Continuance 
Commitment. 
6. Job prestige has more significant positive correlation with Value Commitment rather than Continuance 
Commitment. 
7. Job involvement has more significant positive correlation with Value Commitment rather than Continuance 
Commitment. 
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8. Role ambiguity has more significant positive correlation with Value Commitment rather than Continuance 
Commitment. 
 
Similarities and Differences In Different Dimensions of Organizational Commitment: 
 In Angle and Perry’s model [2], there are two commitments, namely Continuance Commitment 
(commitment to stay with the organization), and Value Commitment (tendency to focused efforts) which are 
contiguous with the variables in the antecedents of the Normative Commitment introduced by Allen and Meyer, 
but the former are not referring to affective commitment.  
 In O’reilly and Chatman’s model, the proposed Instrumental Commitment that means being in compliance 
with the organization, overlaps with the antecedents of Affective Commitment in Allen and Meyer’s model, and 
their Normative Commitment which relates to the process of Internalization and Identification is compatible 
with Allen and Meyer’s Normative Commitment.  
 In the model presented by Jaros et al. [9], they refer to three dimensions in which there are some similarities 
with Allen and Meyer’s model. The difference is that they proposed Moral Commitment instead of Allen and 
Meyer’s Normative Commitment; however, concerning the antecedents of Normative Commitment proposed by 
Allen and Meyer wherein they refer to religious beliefs, the similarities between the two models are observable, 
but in Allen and Meyer’s definition of Normative Commitment, the employees must stay with the organization 
observing the existing norms. The employees’ sense of attachment to the organization is high. They have been 
socialized in the organization. Because of the reward the company is giving, they feel to be in a debt which must 
be repaid.  
 Kanter [10] discusses Instrumental Commitment, Compliance to the organization, which can be also 
implied from Allen and Meyer’s Affective Commitment. There is also an overlap between Kanter’s Affective 
and Moral Commitments and the antecedents of Allen and Meyer’s Normative Commitment. 
 Mayer and Schoorman’s Continuance Commitment (the tendency to stay in the organization), and Value 
Commitment (a version of Allen and Meyer’s Normative Commitment) are similar to Allen and Meyer’s 
Normative Commitment because according to Allen and Meyer’s Normative Commitment employees have a 
feeling of bond and attachment toward the organization, and receiving the organization’s rewards will increase 
their feeling of being in debt, and will lead to their double effort; however, Mayer and Schoorman have not 
mentioned Affective Commitment (which is an emotive attachment along role clarity, management 
receptiveness, peer cohesion, equity, personal importance, participation, etc.). 
 In Penley and Gould’s Model [29], Moral Commitment is in line with Allen andMeyer’s Normative 
Commitment, and Calculative Commitment is related to Allen and Meyer’s Continuance Commitment in which 
employees have to pay a cost for leaving the organization, and it is a type of investment, while their Alienative 
commitment does not have any counterpart in others’ models. Penley and Gould have not taken any note of 
Affective Commitment.  
 In Steers’ model [32] there are dependent and independent variables; there is a relative overlap between 
these variables and the antecedents of Allen and Meyer’s Affective Commitment and Work Experience; and the 
antecedents of Continuance Commitment in learning skills. 
 Finally, the role - state introduced in Mathieu and Zajac’s model [17] is related to the role-clarity, personal 
characteristics, and antecedents of Continuance Commitment (the cost of turnover) in Allen and Meyer’s model.   
Studying the different approaches and views of different experts has revealed that:  
 There is an obvious overlap between the way Porter et al. [30] define commitment and how O’reilly and 
Chatman and Meyer and Allen do. Porter et al.’s approach to the concept of commitment is very much similar to 
the concept of “Internalization” in O’reilly and Chatman’s model, and the concept of Affective Commitment in 
Allen and Meyer’s three-dimensional model. In fact, Allen and Meyer had hypothesized that Porter’s 
questionnaire for organizational commitment can be interpreted according to Affective Commitment [23]. Later, 
new studies by Allen and Meyer confirmed the accuracy of this hypothesis, but still there are some 
disagreements.  
 There are some concepts common between the dimensions of organizational commitment identified by 
Angle and Perry [2] and Mayer and Schoorman [19] on one hand and those described by Allen and Meyer [1], 
but there is one main difference between their models; the three dimensions of organizational commitment 
(Affective Commitment, Continuance Commitment, and Normative Commitment) in Allen and Meyer’s model 
are differentiated  based on the mind state that attaches the employees to the organization, but the behavioral 
outcome of all the  three dimensions of commitment is the same and that is staying with the organization.  
 In Angle and Perry, Mayer and Schoorman and some other models, Continuance Commitment has been 
supposed to be related to the decision to leave or stay with an organization, and Value Commitment been related 
to a more focused effort to achieve the goals of the organization [20]. 
 Interpreting Penley and Gould’s model [29], Meyer and Herscovitch conclude that Moral commitment is 
very much close to Affective Commitment suggested by Meyer and Allen and Value Commitment suggested by 
Angle and Perry and Mayer and Schoorman. Calculative Commitment is constructed based on Compliance 
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introduced in O’reilly and Chatman’s model [28] in which a kind of motivation may be considered as 
commitment. Alienative Commitment is to some extent similar to Allen and Meyer’s Continuance Commitment 
[20]. 
 Totally, considering the related studies and analyzing the similarities and differences in different 
approaches to the concept of organizational commitment, it has been observed that the views of all experts and 
scholars have some overlaps with one or two dimensions of the variables of Organizational Commitment 
identified by Allen and Meyer; the most match being found between Allen and Meyer’s [1] and  Jaros et al.’s 
[9] model, despite  the existing difference that Jaros et al. use Moral Commitment instead of Normative 
Commitment.  
 Apparently, this is Penley and Gould’s model [29], referring to Calculative and Alienative Commitment, 
which has the least similarities with other models.  
 In spite of all the discussed approaches verifying the importance of Organizational Commitment, there are 
some models and approaches which argue that Organizational Commitment is irrelevant; a summary of the 
approaches is presented below:       
 Baruch [3] and Drucker [5] argue that Organizational Commitment is irrelevant in today’s world and 
studying it is pointless. Due to downsizing and integration of companies; the process of re-engineering; and the 
nature of work relations, organizational commitment, although still an important antecedent, is no more the most 
important. Although, Baruch and Drucker’s view cannot be generalized to all organizations, it can definitely be 
relevant to those organizations or the improper behaviors of those managers who don’t consider the output of 
the organization. Management, in today’s age of technology and science, is founded on wisdom, ration, 
knowledge, and experience, and ignoring them will divert management from its right direction. Today, 
organizations are among the main bases of societies, and management as the main factor in growth or 
destruction of the organizations. These are managers who direct the move from the existing situation toward a 
desired one, and attempt in search of making a better and more prosperous future. 
 Finally, comparing different scholars’ views on different dimensions of organizational commitment, it has 
been concluded that Allen and Meyer’s three-dimensional model of Organizational Commitment is the one and 
only approach, which, considering and identifying all dimensions of Organizational Commitment, can be duely 
effective in improving and developing an organization. 
 
Discussion and Conclusion: 
 This study is the result of a library research, investigating the studies of other scholars on the concept, 
Organizational Commitment; in light of these studies, a broad and clear perspective has been created to the 
subject under study.  
 To start, different scholars’ and theorists’ definitions of Organizational Commitment and its different 
dimensions were reviewed, the process of Organizational Commitment’s formation was studied and finally 
Allen & Meyer’s model was selected as the best model in defining the concept of Organizational Commitment.  
 To implement a comprehensive study, different definitions of Organizational Commitment, their 
differences and similarities, the antecedents of Organizational Commitment, and different dimensions of 
Organizational Commitment have been investigated and analyzed. Based on the theoretical frameworks of 
different models under study, different dimensions of organizational commitment have been compared in search 
of the concluding answers to the research questions of the study.  
 In answering the first question, it has been found that Allen and Meyer’s three-dimensional model is much 
more comprehensive compared to other models introduces by the scholars of behavioral and organizational 
sciences such as O’reilly and Chatman [28], Jaros et al. [9], Angle and Perry [2] , Kanter [10], Steers [32], 
Mayer and Schoorman [19], Penley and Gould [29], Mathieu and Zajack [17], and even those who adopted the 
concept of “Foci of Commitment” in their approach such as Reichers, Becker and Bilings. Allen and Meyer 
considered all the three Affective, Continuance and Normative dimensions of commitment which totally show 
the highest frequency of usage in different models; Organizational Commitment, in their definition, entails a 
feeling of attachment to the organization; a cost for leaving the organization; and a moral obligation stay with 
the organization.    
 For the second question, a comparative analysis has been done through a comparative model. Centering 
Allen and Meyer’s model, other models have been compared with their model. It has been observed that in 
Allen and Meyer’s approach to Organizational Commitment, regarding the three Affective, Continuance, and 
Normative dimensions, a kind of psychological status has been introduced which expresses a tendency and 
obligation to stay with the organization. On the other hand, in different definitions of Organizational 
Commitment provided by other scholars as Porter et al. [30]; Saruqi [31]; Luthans [13]; Motahari [24];  Liou 
[12]; Farzad et al. [6]; Moorhead and Griffin [23]; Manion [14]; Swailes [34] and Hall [8], these variables 
(tendency to stay with the organization, a need to organization, and the sense of obligation) have been explicitly 
or implicitly mentioned which relates these models’ conceptual similarities with Allen and Meyer’s model and 
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attests the high reliability and validity of the concept of Organizational Commitment in Allen and Meyer’s 
model. 
 Ultimately, the experiences of the modern industrial world in the present competitive global scenario 
reveals that human resources are the main factor that accelerates and facilitates the productive and economic 
forces of the organizations and accordingly the societies. Mcgregore [20] states the biggest challenge for a 
manager is to match the organizational needs with the personal needs of the employees. Pascal and Athos  
investigating the reason of Japan’s success, found that Japanese have constructed strong organizational cultures 
in their organizations which has been feasible through the existence of common shared values between the 
managers and employees. Managers must know that employees’ participation in the process of decision-making 
increases the employees’ sense of responsibility, and encourages them to try harder.  When the use of a self-
managing team extends the job scope, it is a witness to the employees’ Affective Commitment, and the 
influence of the organizations’ values and goals on the employees’ identity; when the relationship between the 
organization and the employees is based on a Continuance Commitment, it makes them to stay with the 
organization because they conceive it as an obligation and need, and finally because of this sense of obligation 
they feel they are indebted to the organization and must stay to reciprocate; it leads to observing the norms and 
values of the organization because by leaving the organization, they will lose the value of the independency in 
work.  
 Based on Allen & Meyer’s three-dimensional model, competent managers should always try to increase the 
sense of Organizational Commitment within the employees as it is a prerequisite of improvement. 
Organizational Commitment reinforces the employees’ positive attitude toward the organization. 
 Investigations and observations show Affective commitment, among all dimensions of commitment, is the 
most desired, and if an organization wants its employees to be affectively committed, it must also prove its 
commitment to them through providing a supportive environment and appropriate working conditions. 
Managers should treat the employees fairly [18], observe equity in distributing organizational rewards, and 
guarantee the employees’ professional promotions and security. 
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