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ABSTRACT 

Commitment is an expression that can be used both in the personal arena and 

professional domain of an individual’s life. Career commitment helps individuals to achieve 

long-term mission as well as help them to build a longitudinal relationship with the institution/ 

organization which in return will help the institute to achieve the long-term vision. Studies 

reflect that women are always less satisfied than their male counterparts in terms of job 

satisfaction. The study concentrates on married women faculty in private higher education 

institutes. Hence this area has been taken as the research gap and an effort has been made to 

investigate the present topic to cater to the need and advancement of married women faculty.  

Self-discovery is a kind of authority that helps individuals to lead a moral life. 

Concentration on self-management along with adjustments, prioritizations are the need of the 

hour. At this juncture, it can be mentioned that managing self is more challenging than 

balancing commitments. When we discover our true selves, our attitudes toward work and play 

will change. We will not feel the urge to run away from every work or mistake we may have 

made and neither will we rest on our laurels. Instead, we will realize that we relate to others 

and all beings in the universe in a much more meaningful and committed way. 
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1. INTRODUCTION 

Conferring to Peter F. Drucker, an Austrian-born American Influential Management Thinker 

(1909- 2005), believed “Management is doing things right; leadership is doing right things. 

The most important thing in communication is to hear what is not being said. Commitment is 

an expression that can be used both in the personal arena and professional domain of an 

individual’s life. It involves dedication, constant involvement, a positive approach and 

consistency. An individual is committed to their families more than their friends. They can 

change their friends but they cannot change their parents, children, and relatives because the 

relationship is unconditional. But the workplace situation is different as everything is 

‘Condition Apply’. If the organization comprehends situations and supports employees through 

welfare measures commitment becomes robust. Unless commitment is made, there are only 

promises and hopes; no plans” (Shiv Khera). Studies reflect that women are always less 

satisfied than their male counterparts in terms of job satisfaction. Hence concentration for this 

study is on women. But there is limited work performed among married women faculty in the 

diversified discipline. Thus, this area has been taken as the research gap and an effort has been 

made to investigate the present topic to cater to the need and advancement of married women 

faculty. Career commitment helps individuals to achieve long-term mission as well as help 

them to build a longitudinal relationship with the institution/ organisation which in return will 

help the institute to achieve the long-term vision. Hence, the present study is an attempt to 

identify the association between career commitment among married women faculty in 

diversified field and various demographic variable. 

 

There are lot of studies which reflects on various types of outcome. Islam, M. U. (1997) 

highlights home and work differ significantly among gender. Hence responsibilities of work 

and life are shouldered inversely by men and women. Also, Tausig, M., and Fenwick. R. (2001) 

reports that married couples without children reported higher levels of work-life balance and 

vice versa. Likewise, Allen, T. D. (2001) suggested childcare, elder care, paid maternity leave, 

and the like are availed by married employees compared to unmarried employees. DiNatale, 

M., & Boraas, S. (2002) identified child care facilities were given importance but still, women 

depend on friends and family rather than paid-help to take care of their kids. Frone, M. R., 

Yardley, J. K., & Markel, K. S. (1997) suggested that age of the youngest child of the employee 

influenced the use of policies like flexi-time and compressed workweek. Taking care of the 

family and also managing challenges in job is the art of balancing. Studies also reflects in 

Seifert, T., and Umbach, P. D. (2008) that, women are less satisfied in job than their male 

counterparts and race and ethnicity have assorted consequences on job satisfaction. Also, 

Toutkoushian, R. K., & Conley, V. M. (2005) studied women are paid less as compared to men 

with the same qualification. Chawla, D., Sondhi, N. (2011) in their study have focused on 

futuristic organizations might need to provide role definitions that permit more control over 

work schedules and tasks. 

Commitment involves constant involvement which helps to build strong foundation which 

helps to sustain relationship. But if the involvement becomes weak, commitment also becomes 

fragile, and thus develop the crack which is difficult to seal. Crosswell, L. (2006) recognised 

teachers’ commitment as a professional characteristic that impacts teachers’ success. If 

commitment is more, success is more but if the commitment is less success is less. Te-Sheng. 

Chang., Wilbert. McKeachie., and Yi-Guang. Lin. (2010) identified peer support, teaching 

resources, and university type have some impact on faculty teaching efficacy. Administrative 

support, however, does not make a significant additional contribution to the variance in 

teaching efficacy. Gardner, J., et. al. (2020) recommends universities to create some intellectual 

forums with continuous monitoring, so that publish and perish policy is created and competitive 
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advantage persists among faculty. On the other hand, Madel, S. G., (2018) pondered on the 

importance of human resource development program that enhances career planning and 

development of the organisation hence it leads to employee satisfaction, employee personal 

development, and employees’ quality of work life. 

              Figure 1.1: FACTORS AFFECTING CAREER COMMITMENT 

 

Source: Survey Data 

2.0 LITERATURE REVIEW 

There is a lot of jargon associated with ‘Careers’ such as Career Exploration, Career 

Assessment (Career interest assessment, skill assessment, personality assessment, values 

inventory) Career Satisfaction, Career Commitment, and Career Development. Career 

exploration works with skillsets and mindsets. Skills set includes technical skills, soft skills 

managerial skills, and subject knowledge.  Ample literature exists with Career Satisfaction too. 

Gardner, J., et. al. (2020) focused on scholarly articles by the faculty as this has become a 

norm for all the institutes globally. As many universities do not have to publish or perish policy 

hence the faculty do not take this as a challenge. So, a group was formed to move with peer 

support. The study recommends others also create some Intellectual forums. 

 

Madel, S. G. (2018) consider the importance of human resources for the survival of the 

organization to face challenges from the market. Hence to develop a human resource which 

can be done by a human resource development program that enhances career planning and 

development of the organisation hence it leads to employee satisfaction, employee personal 

development, and employees’ quality of work life. 

Chawla, D., Sondhi, N. (2011) in their study have focused on 75 school teachers and 75 BPO 

women professionals. Through regression analysis findings were drawn. Indian professional 

looks for helpful workplaces that boost to manage their multiple roles and reduce the spill-over 

effect on the commitment and low attrition rate and at the same time enhance an individual's 

Work-Life Balance. However, futuristic organizations might need to provide role definitions 

that permit more control over work schedules and tasks. 

Factors 
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Career
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Te-Sheng. Chang., Wilbert. McKeachie., and Yi-Guang. Lin. (2010) focused on 1700 

university faculty in Taiwan but got 505 completed responses. Higher perceptions of teaching 

support and teaching efficacy than do their counterparts. The correlation coefficients between 

perceived teaching support and teaching efficacy among the public faculty are lower than those 

among the private ones. Peer support, teaching resources, and university type have some impact 

on faculty teaching efficacy. Administrative support, however, does not make a significant 

additional contribution to the variance in teaching efficacy. 

 

Crosswell, L. (2006) defines teachers’ commitment as a professional characteristic that 

impacts teachers’ success. If commitment is more success is more but if the commitment is 

less success is less. 

 

Seifert, T., and Umbach, P. D. (2008) examined faculty from the diverse demographic 

background. Findings reflect women are less satisfied in job satisfaction than their male 

counterparts and race and ethnicity have assorted consequences on job satisfaction. 

 Toutkoushian, R. K., & Conley, V. M. (2005) studied wage gap among faculty in academe. 

Various indicators reflected on the study as men and women in doctoral level and liberal arts 

colleges. Findings reflect women are paid less as compared to men with the same qualification.  

DiNatale, M., & Boraas, S. (2002) in their study focusing on 25 to 34 years old women are 

more for flexibility in their jobs as they need time for the young ones at home. Child care 

facilities were given importance but still, women depend on friends and family rather than 

paid-help to take care of their kids.  

Allen, T. D., (2001) suggested older employees are located to use many dependent care policies 

like childcare, elder care, paid maternity leave, and the like. The study also suggested that 

married employees are more likely to use these policies compared to unmarried employees. 

 

Tausig, M., and Fenwick. R. (2001) reports that married couples without children reported 

higher levels of work-life balance and the presence of children – whether in single or two-

parent households or dual-earner is relatively low on work-life balance issues. 

 

Frone, M. R., Yardley, J. K., & Markel, K. S. (1997) suggested that the age of the youngest 

child of the employee influenced the use of policies like flexi-time and compressed workweek. 

Also, the number of dependents influenced the use of child care facilities. 

 

Islam, M. U., (1997) pondered on 302 Japanese working men and women and 51 non- working 

women from Japan where the study focused mainly on career commitment and continuity 

among opposite gender. The ANOVA table highlights home and work differ significantly 

among gender.  

 

3.0 CONCEPTUAL FRAMEWORK 

After reviewing the literature, it has been observed that gender, child-care facilities, experience, 

income, culture with unproductive employment policies, poor working environment, prolong 

working hours, pressurized working conditions are some of the hindrances in career 

commitment.  
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3.1 COMMITMENT 

Commitment is an expression that can be used both in the personal arena and 

professional domain of an individual’s life. It involves dedication, constant involvement, a 

positive approach and consistency. If the organisation comprehends situations and supports 

employees through welfare measures commitment becomes robust. 

Cherniss, C., (1991) discussed the paper at two different times. Singles were less 

committed than married. He also found that people who changed jobs frequently were less 

committed to their current careers than those who had not changed. The role of self-efficacy 

and career commitment in theoretical model. Inatimi Igbogi (2018) in her study focused on 

Teachers’ Welfare and Commitment as determinants of Productivity in Secondary Schools. 

Results discovered training, financial benefits and promotion stimulate productivity. Richard 

Scholl (1981) in his study focused that commitment is a soothing power that acts to continue 

behavioural direction. Salansic, G. R. (1977) points that commitment is what makes individuals 

enjoy what they do and continue doing it, even when the payoffs are not obvious.  

CAREER COMMITMENT  

        The first definition of Career Commitment was given by Hall (1971) as the strength of 

one’s motivation to remain in a chosen career role. Stephen Colarelli et. al. (1990) concentrates 

on 341 managers and 85 employees. The important insight of the study was the role of mentor 

in career development programs. Studies show a lot of progress in career development but there 

is also room for career commitment because challenges and opportunities are substantially 

more today. Hence career commitment is needed for the betterment and personal development. 

Commitment and development are positively correlated with each other. If one increases the 

other has to increase. On the other hand, work and career have lot of difference. Work can be 

associated with various sectors both organised and unorganized which include skilled, semi-

skilled and unskilled. The main purpose of work is to earn for livelihood but a career speaks a 

little more. It is a long-term process that involves goal orientation, learning, and advancement. 

Table 3.1 highlights some studies on Career commitment: 

Table: 3.1 STUDIES ON CAREER COMMITMENT 

Sl. 

No 

Name Study  Country Analysis 

1. Aranya et al. 

1981  

Professional commitment of 

chartered accountants 

Canada ANOVA 

2. Aryee and Tan 

1992  

Career commitment in teachers and 

nurses 

Singapore LISREL 

3. Bedeian et al 

1991  

Career commitment of nurses USA FA 

4. Blau and Lunz 

1998  

Professional commitment of 

medical technologists 

USA HRA 

5. Carson and 

Bedeian 1994  

Career commitment in MBA 

Students and Undergraduates 

USA FA 

6. Darden et al. 

1989 

Career commitment of retail 

salespeople  

USA LISREL 
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7. Ellemers et al. 

1998  

Career commitment of the general 

population and a financial service 

organisation  

Netherland+ 

Belgium 

FA 

8. Gould 1979  

 

Career commitment of professional 

and semi-professional workers  

USA CRA 

9. Goulet and 

Singh 2002  

 

Career commitment in profit and 

not-for-profit companies  

USA CRA 

10. Irving et al. 

1997  

 

Occupational commitment in 

regional Government employees  

Canada FA 

11. Kalbers and 

Fogarty 1995  

 

Professionalism and commitment in 

professional auditors  

USA LISREL 

12. Lee et al. 2000  Occupational and Career 

Commitment 

N/A MA 

13. Meyer et al. 

2002   

 

Occupational commitment  N/A MA 

14. Sheldon 1971  

 

Professional commitment of 

scientists and Engineers with 

Doctoral degrees  

 

USA GTGS 

15. Snape and 

Redman 2003  

 

Occupational commitment of HRM 

specialists  

 

UK FRA 

16. Somech and 

Bogler 2002  

 

Professional commitment & 

organisational citizenship behaviour 

of middle and high school Teachers  

Israel SEM 

17. Stevens et al. 

1978  

 

The professional commitment of 

Government managers  

USA MRA 

18. Vandenberg and 

Scarpello 1994  

 

Occupational commitment of 

Management information systems 

professionals  

USA SEM 

Source: Michael Jones  
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ANCOVA–Analysis of Covariance; ANOVA–Analysis of Variance; LISREL–Linear 

Structural Relationship Analysis; FA–Factor Analysis; HRA–Hierarchical Regression 

Analyses; CRA–Correlation and Regression Analysis; MA–Meta-Analysis; GTGS–Good 

Enough Technique utilizing the Guttman Scale; FRA–Factor and Regression Analysis; SEM–

Structural Equation Modelling; MRA–Multiple Regression Analysis. 

Chapman, D. W., et. al. (2012) in their paper revealed that fresh graduates from colleges 

without experience are somewhat or not at all committed to teaching. A study was conducted 

in Oman with 625 university graduates. Those interested are happy, contented, and realised 

that current teaching will give them prospects for progression. Kalbers, L. P. and Fogarty, T. 

J. (1995) pondered on a study with internal auditors where the relationship between 

professionalism, level of education certification, and rank were explored. Results aid 

hypothesized relationship. Experienced respondents are less interested to leave the organisation 

and have more inclination towards the organisation. Conversely, continuance commitment 

shows a less vital function in the integrated model. Moving on, Blau (1989) underlined that 

career commitment is separate from job involvement and organizational commitment and also 

it is negatively related to turnover. Blau (1985) emphasized that career commitment is a 

meaningful concept associated with individuals and a continuous quest which is associated 

towards vocation or professional occupation. There is, however, a significant argument for the 

use of career commitment in place of professional commitment (Aryee and Tan 1992; Mueller, 

Wallace, et. al. 1992; Morrow 1993; Wallace 1993; Blau and Lunz 1998; Snape and Redman 

2003), for many reasons. Most appropriate among them is the fact that the word professional 

may seem to exclude many job types. Besides, Morrow, P. (1993) explains that the pattern of 

employment is changing, and workers are now more focused on career rather than job or 

profession.  

 

4.0 DATA ANALYSIS AND INTERPRETATION 

 

                Table 4.1: TEST OF RELIABILITY OF DATA (CRONBACH ALPHA) 

Question assessed 

 

Items 

 

Total respondents 

(n=52) 

 

Total 

respondents 

(n=200) 

 

Total 

respondents 

(N=400) 

 

Career Commitment  16 0.673 0.738 0.716 

 

Hypothesis (HO4.1): There is no significant association between the career commitment 

and personal factors of the faculty. 

                           Table 4.2: Fisher’s Exact Test Value (FETV) 

 CAREER COMMITMENT 

Age of the respondents FETV=245.229** P=0.008< 0.01 (S) 

Qualification FETV=571.150 P=0.875> 0.05 (NS) 
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Academic Rank FETV=201.358 P=0.784> 0.05 (NS) 

Income FETV=179.603 P=0.509> 0.05 (NS) 

Experience FETV=250.550 P=0.119> 0.05 (NS) 

Type of person FETV=62.743 P=0.747> 0.05 (NS) 

Work type FETV=63.463 P=0.509> 0.05 (NS) 

Travelling time FETV=319.405 P=0.692> 0.05 (NS) 

Family Type FETV=62.677 P=0.558> 0.05 (NS) 

Dependents FETV=473.230 P=0.455> 0.05 (NS) 

Health Problems FETV=273.917 P=0.623> 0.05 (NS) 

Source: Survey data 

*  Significant at 5% l.o.s 

** Significant at 1% l.o.s 

Interpretations: It is observed from the table above that all of the personal factors of the 

faculty except for the age of the faculty are not associated with career commitment of the 

faculty at a 5% level of significance as the p values are greater than 0.05. Hence the null 

hypothesis is accepted for all the factors except for the age of the faculty. There is a significant 

association between the age of the faculty and the Career commitment of the faculty as the p-

value is less than 0.01. Hence the Career commitment of the faculty is completely dependent 

on the age of the faculty and not on any of the other personal factors of the faculty. 
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INDEPENDENT SAMPLE T TEST 

Hypothesis (H01.3.2.3): There is no significant difference in the perception of career 

commitment between various levels of work type, living type, and having health issues by 

the faculty members 

 

Table 4.3: INDEPENDENT SAMPLES TEST 

Career Commitment 

Levene's 

Test for 

Equality of 

Variances t-test for Equality of Means 

F Sig. t df 

Sig. 

(2-

tailed) 

Mean 

Difference 

Std. Error 

Difference 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

Work 

Type 

Equal variances 

assumed 
2.762 .098 2.006 198 .043* .15810 .07883 .00264 .31356 

Equal variances 

not assumed 
  2.088 197.368 .038 .15810 .07570 .00881 .30739 

Living 

Type 
Equal variances 

assumed 
1.774 .184 1.981 198 .041* .15624 .07885 .00074 .31173 

Equal variances 

not assumed 
  2.058 197.752 .041 .15624 .07592 .00653 .30595 

Health 

Pills 
Equal variances 

assumed 
.403 .526 -.608 198 .544 -.07019 .11541 

-

.29779 
.15741 

Equal variances 

not assumed 
  -.581 33.557 .565 -.07019 .12084 

-

.31589 
.17550 

Source: Survey data 

*- Significant at 5% level of significance  

 

Interpretation: From the Independent sample t-test we can observe that there exists a 

significant difference in the perception of career commitment between two types of work and 

Living at a 5% level of significance as the p values are less than 0.05. That level of career 

commitment differs between work type and living types. But health pills do not show any 

difference in career commitment. 
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Table 4.4 MEAN RANKS OF CAREER COMMITMENT 

 

Career commitment-Ranks Mean 

Rank 

Rank  

What I am doing now is helping develop competence in the 

career I am interested in 
10.37 

5 Friedman’s Test 

value = 978.011 

d.f=15 

 

p value = 0.000 < 

0.01 

Willing to put in a great deal of effort in order to be successful 10.93 3 

I talk up to this career to my friends as a great career to work in 9.52 7 

I feel little loyalty for this career  4.65 15 

Accept any type of job in order to keep working in this career 8.09 11 

Find that the values and those associated with my career are 

very similar 
9.50 

8 

Proud to tell others that I am working in this career 11.85 1 

This career inspire the best in me in the way of job performance 11.04 2 

It would take very little change in my present circumstances to 

cause me to leave this career 
6.36 

12 

I am glad that I choose this career over others I was considering 

at the time 
9.58 

6 

Not much to be gained by sticking with this career indefinitely. 5.98 13 

There is not enough opportunity for advancement in my career 5.34 14 

For me, this is the best possible career in which to work 9.24 10 

Deciding to work in this career was a definite mistake on my 

part 
3.64 

16 

I have good chance to use important skills and abilities of mine 

in this career 
10.56 

4 

Present occupational situation leads in the career direction that I 

was 
9.37 

9 

Source: Survey data 

Interpretation: The calculated Chi-square value is 978.011. The significance value for 15 

degrees of freedom is 0.000 which is less than 0.01. Hence, we infer that there is a significant 

difference in the mean ranking between the variables.  From the above table, it is inferred that 

compared with other indicators as far as Career commitment is concerned “Proud to tell others 

that I am working in this career” with a mean rank of 11.85 is a very important factor. “This 

career inspire the best in me in the way of job performance” with mean rank of 11.04 is having 

a significant effect on the Career commitment of the faculty next to “Proud to tell others that I 

am working in this career”. “Willing to put in a great deal of effort in order to be successful“  

(10.93) and I have good chance to use important skills and abilities of mine in this career 

(10.56) are having a significant impact on the Career commitment. The most influencing 

indicators compared with other significant indicators are tested with Friedman test. Since 

asymptotic significance (sig.) is less than 0.01 (1% level of significance), the hypothesis is 
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rejected and the hypothesis that there is a significant difference in the mean ranking for the 

Career commitment is supported. 

 

Figure 4.2: RADAR CHART OF CAREER COMMITMENT 

 
Source: Survey data 

  

 

FACTOR ANALYSIS 

While running the factor analysis it is observed that the different parameters are giving different 

N-values because out of the decided sample size the observations which are the extreme 

outliers (-1.96 to + 1.96) which affect the conditions required for the test are eliminated where 

10% is permissible which is also termed as trimmed measures. 

 

Table: 4.5 DESCRIPTIVE STATISTICS FOR CAREER COMMITMENT 

 Mean 

Std. 

Deviation 

Analysis 

N 

What I am doing now is helping develop competence in the 

career I am interested in 
3.96 .775 187 

Willing to put in a great deal of effort in order to be successful 4.09 .721 187 

I talk up to this career to my friends as a great career to work in 3.75 1.059 187 

I feel little loyalty for this career 2.22 1.179 187 

Accept any type of job in order to keep working in this career 3.38 1.145 187 

3.4
3.5
3.6
3.7
3.8
3.9
4

4.1
4.2
4.3

 I am doing now is helping
develop competence in the…

Willing to put in a great deal
of effort in order to be…

I talk up to this career to my
friends as a great career to…

Find that the values and
those associated with my…

Proud to tell others that I am
working in this career

This career inspire the best in
me in me in the way of job…

I am glad that I choose this
career over others I was…

For me this is the best
possible career in which to…

I have good chance to use
important skills and abilities…

Present occupational
situation leads in the career…

RADAR CHART FOR CAREER COMMITMENT
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Find that the values and those associated with my career are 

very similar 
3.74 .995 187 

Proud to tell others that I am working in this career 4.23 .871 187 

This career inspires the best in me in me in the way of job 

performance 
4.06 .911 187 

It would take very little change in my present circumstances to 

cause me to leave this career 
2.80 1.205 187 

I am glad that I choose this career over others I was considering 

at the time 
3.77 1.045 187 

Not much to be gained by sticking with this career indefinitely. 2.65 1.127 187 

There is not enough opportunity for advancement in my career 2.45 1.132 187 

For me this is the best possible career in which to work 3.69 1.073 187 

Deciding to work in this career was a definite mistake on my 

part 
1.84 1.009 187 

I have good chance to use important skills and abilities of mine 

in this career 
3.97 .895 187 

The present occupational situation leads in the career direction 

that I was 
3.73 .936 187 

Source: Survey data 

Interpretation: Scores on Proud to tell others that I am working in this career are highest 

(4.23) followed by scores 4.09, 4.06, ,3.97 and 3.96. 

 

Table: 4.6 KMO AND BARTLETT'S TEST 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .877 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 1169.666 

df 120 

Sig. .000 

Source: Survey data 

Interpretation: KMO is a measure the sample adequacy. Here the sample is adequate as the 

value .877 > 0.5 as Kaiser (1974) recommended that the KMO value as 0.5 as minimum but 

good score lies between 0.7 to 0.8 but above 0.9 is excellent. 

Bartlett’s test is an additional sign of the strength of the relationship among variables. As the 

Bartlett’s test p-value = .000 < 0.05, we reject null hypotheses and thus conclude there exist a 

correlation between variables and thus factor analysis could be approved.  

Table: 4.7 COMMUNALITIES 

 Initial Extraction 

What I am doing now is helping develop competence in the career I am 

interested in 
1.000 .528 

Willing to put in a great deal of effort in order to be successful 1.000 .597 

I talk up to this career to my friends as a great career to work in 1.000 .531 
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I feel little loyalty to this career 1.000 .421 

Accept any type of job in order to keep working in this career 1.000 .438 

Find that the values and those associated with my career are very 

similar 
1.000 .601 

Proud to tell others that I am working in this career 1.000 .748 

This career inspires the best in me in me in the way of job performance 1.000 .688 

It would take very little change in my present circumstances to cause 

me to leave this career 
1.000 .305 

I am glad that I choose this career over others I was considering at the 

time 
1.000 .534 

Not much to be gained by sticking with this career indefinitely. 1.000 .589 

There is not enough opportunity for advancement in my career 1.000 .632 

For me this is the best possible career in which to work 1.000 .593 

Deciding to work in this career was a definite mistake on my part 1.000 .595 

I have good chance to use important skills and abilities of mine in this 

career 
1.000 .502 

Present occupational situation leads in the career direction that I was 1.000 .636 

Source: Survey data 

Extraction Method: Principal Component Analysis. 

Interpretation: From the above table, it is inferred that 50% of the variance is accounted from 

the first score and 60% of the variance is accounted from the second score and so forth. After 

analysing the extraction, it is observed that 30% of the variance is from the item, “It would take 

little change in my present circumstances to cause me to leave this career”. The score also 

indicate that the item does not fit well with the factor solution and hence should be plunge from 

the analysis. The maximum communality value is explained by the variable “Proud to tell 

others that I am working in this career” with the value 0.748 

 

 Table: 4.8 TOTAL VARIANCE EXPLAINED 

Componen

t 

Initial Eigenvalues 

Extraction Sums of Squared 

Loadings 

Rotation Sums of 

Squared Loadings 

Total 

% of 

Variance 

Cumulative 

% Total 

% of 

Variance 

Cumulative 

% Total 

% of 

Varianc

e 

Cumul

ative 

% 

1 5.878 36.736 36.736 5.878 36.736 36.736 3.616 22.599 22.599 

2 1.945 12.155 48.892 1.945 12.155 48.892 3.225 20.158 42.758 

3 1.115 6.967 55.859 1.115 6.967 55.859 2.096 13.101 55.859 

4 .981 6.132 61.990       

5 .853 5.331 67.321       

6 .784 4.902 72.224       

7 .689 4.303 76.527       

8 .580 3.622 80.149       

9 .534 3.338 83.487       

10 .514 3.210 86.697       

11 .460 2.873 89.569       

YMER || ISSN : 0044-0477

VOLUME 22 : ISSUE 01 (Jan) - 2023

http://ymerdigital.com

Page No:819



12 .410 2.565 92.135       

13 .401 2.509 94.644       

14 .345 2.154 96.798       

15 .311 1.942 98.739       

16 .202 1.261 100.000       

Source: Survey data 

 

Extraction Method: Principal Component Analysis. 

Interpretation: Three components totally contributed to 55.85% of the variance. 

 

 

Table: 4.9 COMPONENT MATRIXA 

 

Component 

1 2 3 

Proud to tell others that I am working in this career .805 .137 -.285 

For me this is the best possible career in which to work .766 -.080 .009 

Present occupational situation leads in the career direction that I was .747 .036 .278 

This career inspires the best in me in me in the way of job 

performance 
.741 .168 -.333 

I am glad that I choose this career over others I was considering at 

the time 
.723 .057 .084 

I have good chance to use important skills and abilities of mine in 

this career 
.702 -.082 .052 

I talk up to this career to my friends as a great career to work in .696 .086 .197 

Find that the values and those associated with my career are very 

similar 
.669 .250 -.302 

What I am doing now is helping develop competence in the career I 

am interested in 
.666 .007 .291 

Accept any type of job in order to keep working in this career .566 .282 -.197 

Willing to put in a great deal of effort in order to be successful .554 .205 .498 

Deciding to work in this career was a definite mistake on my part -.545 .366 .404 

Not much to be gained by sticking with this career indefinitely. -.343 .686 -.023 

There is not enough opportunity for advancement in my career -.277 .668 -.331 

I feel little loyalty for this career -.154 .618 .122 

It would take very little change in my present circumstances to cause 

me to leave this career 
.054 .506 .214 

Source: Survey data 

Extraction Method: Principal Component Analysis.  

a. 3 components extracted. 

Interpretation: Component matrix indicates how much each variable is accounted for. For 

example, in the first component all the numbers are squared divided by total number (16) 

multiplied by 100 to find out the total variance explained by three factors. A relatively high 
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communality shows that not much of the variable is left over after whatever the factor represent 

is taken into consideration. 

 

 

Table: 4.10 ROTATED COMPONENT MATRIXA 

 

Component 

1 2 3 

Proud to tell others that I am working in this career .797 .329 -.066 

This career inspires the very best in me in the way of job 

performance 
.789 .252 -.028 

Find that my values and those associated with my career 

are very similar 
.737 .232 .070 

Accept any type of job assignment in order to keep 

working in this career 
.601 .243 .134 

Deciding to work in this career was a definite mistake on 

my part 
-.572 -.044 .516 

For me this is the best possible career in which to work .525 .512 -.233 

Willing to put in a great deal of effort in order to be 

successful 
.119 .749 .146 

Present occupational situation leads in the career direction 

that I was 
.362 .706 -.084 

What I am doing now is helping develop competence in 

the career I am interested in 
.289 .660 -.094 

I talk up to this career to my friends as a great career to 

work in 
.391 .614 -.034 

I am glad that I choose this career over others I was 

considering at the time 
.478 .546 -.082 

I have good chance to use important skills and abilities of 

mine in this career 
.451 .502 -.217 

Not much to be gained by sticking with this career 

indefinitely. 
-.072 -.213 .734 

There is not enough opportunity for advancement in my 

career 
.173 -.400 .665 

I feel little loyalty for this career -.047 .018 .647 

It would take very little change in my present 

circumstances to cause me to leave this career 
.016 .219 .507 

Source: Survey data 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 
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a. Rotation converged in 5 iterations. 

 

Interpretation: As literature demonstrate two conditions to remove item, firstly if coding is less 

than .5 in all component (horizontally) and secondly if the difference between highest two values 

are .2, then we don’t consider. We consider it the difference is more than .2 and hence here we 

identified three factors. 3 factors are identified. 

  

CONCLUSION 

There is a marked trend of women working in the educational sector. Statistics reveal that 

women in India are more interested in the field of education as they find it more convenient 

and flexible. Today women in urban areas are educated and want to work. They are eager to 

earn their own livelihood and hate to forego their professional being. As they play different 

roles as mother, wife, daughter, and daughter- in law they feel the urge to support their families 

monetarily. Earlier, they were solely engrossed in the entire day’s multi-variety cuisine. But 

today the scenario has changed to a greater extent. They not only decide about the menu but 

also take a lot of responsibilities in the professional world. Working women make tough 

choices every day whether puri and sabzi or bread and omelette, whether a new attire or 

telephone bills, whether a sick child or managing too many bosses at the same time or meeting 

a teacher in the school or attending an international conference.  

 

The present study reflects that there is a significant association between the age of the faculty 

and the Career commitment of the faculty as the p-value is less than 0.01. Hence the Career 

commitment of the faculty is completely dependent on the age of the faculty and not on any of 

the other personal factors of the faculty. “Proud to tell others that I am working in this career”, 

“This career inspires the best in me in the way of job performance”, “Willing to put in a great 

deal of effort in order to be successful”, and “I have good chance to use important skills and 

abilities of mine in this career”, are having a significant impact on the Career commitment.  

Self-discovery is a kind of authority that helps individuals to lead a moral life. In a span 

of 24 hours working individuals have to balance both their commitments at work and 

satisfaction with their lives. Though balancing, is not easy but certainly possible. The first and 

foremost is self-management along with adjustments, prioritizations, and effective time 

management. At this juncture, it can be mentioned that managing self is grim or rather more 

challenging than balancing commitments and satisfaction. When we discover our true selves, 

our attitudes toward work and play will change. We will not feel the urge to run away from 

every work or mistake we may have made and neither will we rest on our laurels. Instead, we 

will realize that we relate to others and all beings in the universe in a much more meaningful 

and committed way. 
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