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ABSTRACT

Aims: Organizational commitment (OC) is one of employees’ attitudes toward their
organizations. The study aims at comparing the organizational commitment level of
employees across four sector organizations to explore whether OC is influenced by
organizational characteristics (type) or not.

Study Design: A questionnaire survey-based ANOVA research design was used.

Place and Duration of Study: Four sector organizations in Kunming, capital of Yunnan
province, China, between August, 2012 to September, 2013.

Methodology: In this research, we have used a three-dimensional scale of OC.Taking
governmental institutions, public service agencies, state-owned enterprises and private
enterprises in Kunming as the sample, data was collected from 453 employees distributed
in 16 organizations across four different sectors. SPSS will be used to compare the
means on organizational commitment across four sectors

Results: F values of AC, CC, NC, OC, are larger than Fg¢(3,449)=4.61. And all the
corresponding probability values are 0.000 less than 0.01.Therefore, the hypothesis Hy.
the mean of each OC variable from four different sector organizations has no significant
difference, has been rejected while the hypothesis H;.the mean of AC,CC,NC,OC in the
four sector organizations has a significant difference, has been accepted.

Conclusion: There is a significant difference on OC level or three dimensions (AC, NC or
CC) level across four sector organizations. And they vary with organizational
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characteristics. Both AC and CC of employees in governmental institution are found to be
higher than those of the other three sectors of organizations while NC of state-owned
enterprises’ employees was found to be highest among these four organizations.
Whatever organization it is, its continuance commitment was found to be the lowest
among the three commitment dimensions. The total OC level of public service agencies is
lowest and that of governmental institution is highest among these four sectors.

Keywords: Affective commitment; continuance commitment; normative commitment;
organizational commitment; four sectors.

ABBREVIATIONS

OC: Organazational Commitment; AC: Affective Commitment; NC: Normative Commitment;
CC: Continuance Commitment

1. INTRODUCTION

Organizational commitment, which OC will be used to stand for, also known as
organizational loyalty or employee loyalty, is not only an important indicator to reflect the
relationship between employees and their organization. It is also an important variable to
predict employee participation, job involvement, job performance, absenteeism and turnover
intention [1,2,3]. Therefore, to some extent, the OC level of staff can provide one company’s
competitive advantage. To this end, organizational commitment has been a topic which has
increasingly concerned domestic and overseas scholars and practitioners.

Organizational commitment has a very significant value for employees, organizations and
the whole society [2]. The higher the level of organizational commitment of employees, the
more they are likely to accept the external (such as wages, benefits) and internal (such as
the inner job satisfaction and good relationship between colleagues) returns, and the more
they are willing to participate and be involved in their job, which also will lead to higher
working happiness of employees. One company paying more attention to the commitment of
the staff will be more capable to reduce or eliminate negative behaviors of members, such
as lateness, absenteeism, or resignation. In addition, the higher the organizational
commitment of employees, the more they would like to execute extra role behavior, such as
creating, innovating and thereby enhancing the competitive advantage of the organization
[4]. From a macro point of view, the whole social productivity can benefit from this [5].

With the rapid development of China's economy and society, life-style, work expectations,
and values of employees, their attitudes and behavior towards the job have changed greatly,
this is subtly influencing the relationship between employees and organizations. A recent
investigation was about employee engagement in Chinese large and medium-sized
enterprises [6]. The result shows that employee engagement in one of the enterprises is
rapidly declining, and their turnover rate is up to 68%. Moderate rate is beneficial to society
and organization. However, the phenomenon of the talents, who frequently give their boss
the sack by resigning, surely will weaken companies’ motives to invest in education and
training. Some experts pointed out that the most powerful positive effect on the level of
staff’s organizational commitment and the extent of staff’s dedication is not only attributed to
personal and social factors, but to organizational factors.
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Factors influencing the organizational commitment of staff will vary with the different
organizational characteristics [7]. In the history of China's economic and social development,
government agencies, public institutions, state-owned enterprises and private enterprises
have different goals and missions, so they surely exhibit different organizational
characteristics, such as different management mechanisms, organizational culture,
compensation level, job stability, leadership style, role status and organizational structure.
These organizational factors are becoming the key variables that are affecting the level of
employees' organizational commitment. A comparative study on organizational commitment
of employees in different organizational types from the United States [8] was done with (or
through) observing the behavior of staff to compare the level of OC of employees. Therefore,
in the critical period of China's economic and social transformation, the surveying and
comparing organizational commitment level of staff from four different sector organizations
not only have important practical significance for practitioners, but also provide scholars with
referential basic data to do future research on organizational commitment.

2. LITERATURE REVIEW AND HYPOTHESES
2.1 Organizational Commitment

Becker [9], based on the behavior perspective of the side-bet theory, first proposed the
concept of organizational commitment, which was defined as a coupling agent between
employees and their actual behavior [9]. Becker thought commitment behavior of staff would
happen only when they worked in an organization over a certain time. If leaving, the past
unilateral involvement would be difficult to replace and compensate in a new organization,
therefore they would have to remain in their present organization. The side-bet theory was
subjected to criticism and refuted by some scholars [10,11], while some scholars affirmed
and enriched it [12,13]. However, even they have turned to psychologically attitudinal
perspective of organizational commitment.

Most scholars believe that commitment is a psychological contract between employees and
organizations, which is also called attitudinal commitment [14]. So organizational
commitment could be defined as the identification and involvement of individuals in specific
organizations or strong agreement on the goals and values of their organization [2]. On the
basis of the work of Becker [9] and other scholars [2,8,14], Meyer and Allen [18] first
proposed the two-dimension model of organizational commitment[15]. One is affective
commitment, which is the real affection of organizational members towards an organization.
The other is continuance commitment, which is the reappearance of the side-bet theory of
Becker. Later, Wiener [16] mentioned a sense of obligation of staff staying in one
organization which was added by Allen and Meyer [18] as the third dimension of
organizational commitment-normative commitment [16,17]. This means that employees will
experience three levels (feelings) of psychological perceptions toward organizations. For
example, some employees may have a strong sense of obligation or responsibility to remain
in an organization, rather than be willing or eager to remain in the organization. Therefore,
different OC levels in three dimensions will reflect the feelings or attitudes of the staff to one
organization.

Meyer and Allen [18] held that comprehensive consideration about the three dimensions of
commitment can help us fully understand the relationship between the employees and the
organization. Other scholars found that there are different degrees of correlation between
each dimension and commitment antecedents [16,19,20,21,22]. The level of each
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commitment dimension is the result of personal experience of employees in different
organizations, which will lead to the different corresponding work behavior and different job
performance [18,23,24,25,26,27]. When perceptions and personal experience of the
employees in one organization are consistent with their expectations and wishes, they will
have stronger feeling of identification and dependence on their organization. After
employees weigh the loss caused by leaving their present organization over the opportunity
from a new job, they will determine the degree of their continuance commitment. Normative
commitment relates to the employees’ life background, working experience and social
environment [28]. In addition, some foreign scholars [29,30] proposed a four-dimensional
structure, and even domestic scholars, such as Ling Wenquan, Zhang Zhican Fang LiLuo
[31] also proposed a five-dimensional structural model, but the three-dimensional structure
of Allen and Meyer is still extensively accepted to study organizational commitment, namely
affective commitment, continuous commitment and normative commitment.

2.2 Comparison between the Four Sector Organizations

The comparative study on the working attitude, working behavior, working value and job
satisfaction across the four different sectors is lacking [32], but other comparative research
on employees and companies is relatively abundant, including strategic management and
practice [33], organizational goal and implementation path [34,35], performance measuring
methods [36,37], marketing and competitive strategy, duty, behavior and performance of
boards. There are three theoretical frameworks for comparing public organizations with
private organizations [38], i.e. general framework, core framework, space framework. The
general framework considers that public organizations and private organizations have no
differences in organizational values and management functions [39,40]. The core framework
recognizes that the public organizations and private organizations in the management
functions are similar, but there is a fundamental difference between them [41]. Therefore,
despite the core theory focuses on managers rather than line employees, but overall, it fully
emphasizes the differences among individual employees. Space theory pays more attention
to the organization's public and regards the organization as like a continuous fluid which is
more open, more public [41].

In China, government agencies are set up in accordance with national regulations, vested
with administrative powers, and take responsibility for political, economic, cultural and social
management functions. Public institutions are built by governments with public welfare,
providing citizens with education, health care and cultural entertainment services among
others. State-owned enterprises are controlled or invested by central governments or local
governments, which is a special kind of organization because governments’ will and
interests always interfere with its managers’ decisions. Generally, state-owned enterprises
have both the characteristics of profit-making entities and public institutions. As a profit-
pursuing company, it takes responsibility for preservation and appreciation of state-owned
assets and capitals. As one non-profit institution, it will help governments regulate and
control economic development. Private enterprises are funded by individuals, which are
responsible for independently building, opening, operating and developing by themselves
without any fund from governments. From the above analysis, China's government
agencies, public institutions, state-owned enterprises, and private enterprises were originally
established with different conditions, purpose, functions, status, structure, goals and mission,
where personal experience and perceptions of staff, and the relationship between staff and
the organization will be different.
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2.3 Research Hypothesis

Some scholars found that the OC level of staff in profit-making organization is lower than
that of employees from government agencies. But Laurel R. Goulet and Margaret L. Frank
[31] found that OC of staff in the profit organizations in the USA are the highest, followed by
private organizations and social public organizations, while the OC of the civil servants in the
government agencies is lowest. These two different results mentioned above were
respectively about employees working in 1980s and 1990s. As we all know, the United
States in the 1980s, slashed welfare, and began to adjust the industrial structure, so
structural unemployment was very severe. Because of the depressed economy in the USA,
profit —making organizations had to fire more workers. There was no job security, and its
consequences were the OC of employees in profit-organizations were lower than that of
other types of organizations. In the 1990s, the economy was high speed as similar to after
World War Il. The economic growth rate was even up to 4% while the unemployment rate
decreased from 6% to 4%. As a result, the level of employees' organizational commitment
also underwent a fundamental change.

Since the late 1990’s, China experts have started to focus on organizational commitment.
But the vast majority of research has been based on qualitative or descriptive analysis,
which was limited to the business organization, and mainly focused on factors influencing
the level of organizational commitment, the relationship between organizational commitment
and working behavior, employee engagement, job performance, turnover intention, the
formation mechanism of the organizational commitment and prediction of the level of
organizational commitment. The relative literature on OC of the government departments,
public institutions and state-owned enterprises, as well as private enterprises is rare. Studies
on the OC of civil servant in government agencies were mainly focused on the relationship
between performance and commitment, OC management mechanism and OC level
investigation. Research on the public sector mainly focused on the OC level of college
teachers, librarians, medical workers and nurses and the impacting factors on organizational
commitment. The study on OC of employees in state-owned enterprises, mainly involved the
characteristics of OC and its influence on turnover, the relationship between OC.
Organizational justice, and psychological capital. Most research literature on the OC of
employees in private enterprises was about what factors lowered employees' organizational
commitment. Currently, only a few scholars are concerned about the difference between
state-owned enterprises and private enterprises, and are limited to employees’ values and
job satisfaction. China experts have never taken four sector organizations together in their
OC research, while other scholars have only compared the organizational commitment
behaviors of employees from government departments, profit-making enterprises and non-
government agencies, but not from a psychological view to compare the OC level across
these four different sector organizations.

Based on reviewing and analyzing the relative literature, the following hypotheses can
therefore be proposed:

Hypothesis Hy: There is no difference on affective commitment, continuance commitment,
normative commitment, and overall organizational commitment level
between the above four sector organizations.

Hypothesis Hq: There is significant difference on affective commitment, continuance
commitment, normative commitment and overall organizational
commitment level between the above four sector organizations.
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3. RESEARCH METHODOLOGY
3.1 Data Collection

In order to conveniently collect data, four sector organizations in Kunming, one city of South-
western part of China and capital of Yunnan province, will be taken as this research
population. Firstly using cluster sampling method, i.e. from each sector, four organizations
are selected and 16 organizations or agencies (the number of its employees must be more
than 50) will be drawn randomly. Then combining stratified sampling with the quota sampling
method, 32 persons will be randomly selected as the examinee of the survey. The
researcher personally sent out questionnaires and requested them to finish it. Between
August, 2012 to October, 2012, 512 copies of the questionnaires were handed out, of which
486 questionnaires were returned, giving a recovery rate of 95%. After removing incomplete
Questionnaires, 453 questionnaires were valid, giving an effective recovery rate of 88.4%.

3.2 Measurement of Variables

This study adopted a three-dimensional scale of organizational commitment [17], to measure
or evaluate the OC level of employees in one organization due to their identification or
devotion, living needs or obligation. The number of measurement items of the revised scale
for each dimension decreased from 8 to 6. The alpha coefficients of the affective
commitment, the normative commitment and the continuing commitment were respectively
0.770, 0.650, 0.690, with high reliability. Use a 7 points Likert Scale, 1 represented complete
disagreements and 7 represented complete agreements.

Based on the Chinese verbal environment and cultural background, items in the three-
dimensional scale must be localized and confirmatory factor analysis must be used to test
the constructive validity of the scale. Because KMO=0.860>0.6 , with a significance
probability P<0.05 and refuses the null hypothesis of Bartlett sphericity, so the
questionnaires have good constructive validity.

Because the initial scale used here was the recognized three-dimension scale, items which
cannot be aggregated into a factor will be deleted via analyzing the factor in the different
dimensions. In the process, the items whose common degrees and load value respectively
are at 0.4 or below, those at 0.3 or below will be removed or they are difficult to be
distinguished. The process repeats again and again until the items can be aggregated into a
factor. After this process, the items, AC1, AC2, AC3, AC4, AC5 and AC6 can be used to
explain the affective commitment variable, while the items, NC2, NC3, NC4, NC5, and NC6
can explain the normative commitment and continuance commitment will be explained by
the items, CC1, CC2, CC5, and CC6. Totally, 15 items in the questionnaire has been list in
the appendix 1.

3.3 Data Analysis

3.3.1 The reliability and validity analysis of the measurement

In order to ensure the high validity of the hypothesis testing, the first step is to measure the
reliability and validity of the variables, i.e. to test the reliability and validity of the above
remaining 15 items in questionnaire scales. Because the Cronbach's Alphas of each item or
variable are higher than 0.70, the measurement of the variables have higher reliability.
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Validity of the scale includes the content validity and constructive validity. The measurement
scale used here is accepted by scholars, so, to some extent, its content validity can be
ensured. In previous confirmatory factor analysis, the three factors of organizational
commitment can explain the total variance up to 60.314%. This means the structural validity
of the organizational commitment scale is very high. As a whole, the variable measurement
of this study has better reliability and validity.

3.3.2 Results of SPSS

This study adopted the single-factor analysis of variance of SPSS. Firstly, it was necessary
to determine whether affective commitment, continuous commitment, normative commitment
and organizational commitment satisfy the normal distribution or not and whether their
variance has homogeneity. Then test whether independent variable, organizational type
would influence dependent variables, AC, CC, NC, and OC or not, and figure out what
extent it would influence the four dependent variables. That is to say, it was necessary to
test whether the difference of the four means has statistical significance or not. On this
basis, the researcher then explored whether there was significant difference between
organizational types on each of the dependent variables and compared the mean of each
dependent variable one by one, i.e. multiple comparisons.

Testing normal distribution of each dependent variable, it shows the median of AC, CC, NC,
OC, is nearly equal to the mean and the mode of them, standard deviation is significant, and
the coefficients of kurtosis and Skewness is close to 0. Therefore these dependent variables
are close to normal distribution.

Leven test statistic values of AC, CC, NC, OC are respectively 11.022, 9.414, 8.690, 11.214,
and all the significant probability is greater than 0.050 the variance of each group in the level
of a = 0.05 have no significant difference, i.e. the variance has homogeneity. This result
satisfies the prerequisite of multiple comparisons following.

Results of ANOVA indicate F (the ratio of mean square between groups and within groups)
values of AC, CC, NC, OC, are larger than Fg¢(3,449)=4.61. All the corresponding
probability values are 0.000 less than 0.01.Therefore, the results reject the hypothesis H.
the mean of each OC variable from four different sector organizations has no significant
difference, while it accepts H;.the mean of AC,CC,NC,OC in the four sector organizations
has a significant difference, and it has statistical significance.

When comparing affective commitment, the significant probabilities of LSD multiple
comparison between government departments and private enterprises, state-owned
enterprises, or public institutions are less than a significant level. Therefore, AC of
employees between government departments and the other three sector organizations has
significant differences. While the significance probability between private enterprises, state-
owned enterprises and public institutions, are greater than the significance level, the AC of
employees between them has no significant differences. Comparing the mean of the AC of
the four sector organization, that of government departments is highest, up to 5.7057,
following by 5.2492 of state-owned enterprises, 5.1072 of private enterprises and 5.1178 of
public institutions, but the difference between the other three sector organizations is not very
significant ( see Table 1).

Similarily, comparing normative commitment, we found that there is no significant difference
between the state-owned enterprises and government departments as well as between
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private enterprises and government departments. Normative commitment of the state-owned
enterprises is highest among them, reaching up to 5.5927, and private enterprises and
government departments is close, respectively up to 5.2939 and 5.3532, while the public
institutions is lowest, only 4.6414 (see Table 1).

Table 1. Results of SPSS

Dependent Mean Independent Independent Variables (J) Sig.
Variables Variables(l) (I-J)

Private enterprises
Private enterprise State-owned enterprise .305
AC 5.1072 Public Institution .938
Government departments .000
NC 5.2939  Private enterprise State-owned enterprise .030
Public Institution .000
Government departments .665
CC 4.9283 Private enterprise State-owned enterprise .001
Public Institution 104
Government departments .009
oC 15.3294 Private enterprise State-owned enterprise .015
Public Institution .022
Government departments .007

State-owned enterprises

AC State-owned enterprise  Private enterprise .305
5.2492 Public Institution 341
Government departments .001
NC 5.5927  State-owned enterprise  Private enterprise .030
Public Institution .000
Government departments .084
CC 5.4136  State-owned Private enterprise .001
enterprise Public Institution .000
Government departments 412
oC 16.2609 State-owned Private enterprise .015
enterprise Public Institution .000
Government departments .805

Public Institutions
AC 5.1178  Public Institution Private enterprise .938
State-owned enterprise 341
Government departments .000
NC 4.6414  Public Institution Private enterprise .000
State-owned enterprise .000
Government departments .000
CC 4.7026  Public Institution Private enterprise 104
State-owned enterprise .000
Government departments .000
ocC 14.4618 Public Institution Private enterprise .022
State-owned enterprise .000
Government departments .000
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Table 1. Continued.....
Government departments

AC Government Private enterprise .000
5.7057  departments State-owned enterprise .001

Public Institution .000

NC 5.3532 Government Private enterprise .665
departments State-owned enterprise .084

Public Institution .000

CC 5.2973  Government Private enterprise .009
departments State-owned enterprise 412

Public Institution .000

OC 16.3562 Government Private enterprise .007
departments State-owned enterprise .805

Public Institution .000

The mean difference is significant at the .05 level

Regarding continuance commitment, there exists significant difference between private
enterprises and state-owned enterprises, also between private enterprises and government
departments, between public institutions and state-owned enterprises or government
departments. But the difference between private enterprises and public institutions is not
significant. The continuance commitment levels of public institutions and private enterprises
are 4.7026 and 4.9283 and government departments are 5.2973 and State-owned
enterprises are up to 5.4136 (see Table 1).

Surprisingly, there is significant difference in the OC level between government agencies
and private enterprises or public institutions. This is similar to the findings of state-owned
enterprises. However, there is no significant difference between the state-owned enterprises
and government departments as well as between private enterprises and public institutions.
The organizational commitment level in state-owned enterprises and government
departments is respectively up to 16.2609 and 16.3562, while that of private enterprises and
public institutions is 15.3294 and 14.4618, relatively close in each group (see Table 1).

4. CONCLUSION

The AC of civil servants from the government organization is far higher than private
enterprises, state-owned enterprises and public institutions, but there is no significant
difference between the other three sectors. So more and more workers are willing to work in
government departments, rather than work in the state-owned enterprises, public institutions,
or private enterprises. For example, in 2009, approximately one million university graduates
took part in the entry exam of enrolling national civil servants. Partly because of Chinese
history and traditional culture, civil servants have a higher social status, so it is easy to get
the recognition and respect from other people. Another reason is that government
departments can provide workers with higher benefits and more job security (it is not easy to
be fired). The third one is that, with its staff screening, selecting, employing and promoting
systems improved, an employees’ career development path is becoming clearer and it
strengthens their faith and dependence on it. The last one is that it can help its employees
take advantage of its public platform and unique public resources to achieve their ideals,
such as a greater contribution to society and allowing them to realize their values of life.
Therefore, staff working in the government departments have a stronger sense of security,
belonging, pride, and accomplishment.
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From the level of normative commitment, there are significant differences between public
institutions and private enterprises, state-owned enterprises, or government departments.
NC of the employees in public institutions is lowest, following by private enterprises, while
that of government departments and state-owned enterprises is relatively high. This situation
is similar to reality, which attributes to its defective internal administrative mechanism,
centralized power, inefficiency and an overstaffed organization. Because private enterprises
are always operating with poor resources and fewer staff at the management level, it is
difficult to keep employees working for long time or doing some extra tasks. Instead, when
the employees enter into the government departments or state-owned enterprises, with
better working environment, this will influence employees' working values and professional
and ethical behavior by such pre-job training as socialization process to improve employees’
loyalty and responsibility towards the organization. This result is consistent with that of Lee's
(2006) study on organizational socialization’s impact on the normative commitment of staff,
i.e. having the positive impact on NC.

Among the four sector organizations, continuance commitment of the employees in state-
owned enterprises and government departments are higher than that of employees from
private enterprises and public institutions. The following two causes from my own
observations in private enterprises can lead to low continuance commitment. One is the pure
economic and transacting relations between the owners and its employees, where its staff’s
involvement depends on how much the owners pay them. Therefore, when other external
organizations can offer higher returns, better working conditions, and working atmosphere,
this will make them a more attractive proposition to work. Secondly, private enterprises do
not pay attention to the measures of humanization management. For example, they tend to
ignore the needs and career development of their employees, placing too much emphasis on
the interests of the enterprise. Undoubtedly, in private enterprise,the economically rational
employees will not invest any effort into the company, and they can easily be compensated
when they go to other organizations to get better conditions. The lower continuance
commitment of the staff in public institution is mainly because most employees have a higher
education degree, stronger self-determination desire and self-learning ability, and more
employment opportunities, and they can quickly adapt to one new organization. Employees
from government agencies and state-owned enterprises have a higher continuous
commitment. With the current severe employment situation, the majority of employees are
having difficulty finding a safer job, and even if they can find a new job, they will have to
spend more time and effort to make up the losses, such as past harmonious working
relationships, the recognition of working ways and job performance. The continuance
commitment of the four sector organizations is lower than the other two dimensions. Partly
because more than 50% of the examinees are generation Y, they will not be attracted only
by organizational benefits or economic returns, but may be more attracted by their own
future career developing prospects. Another cause is that more than 50% of examinees
have worked for less than 5 years and their low input in the original organization can be
easily compensated in one new company.

Between the four sector organizations, the overall organization commitment (three
dimensions sum) between government departments and state-owned enterprise have no
significant difference, but that of employees in government agencies is highest. This is
consistent with Drucker (1990)’s conclusion. Because recently China's economy and society
is transforming, and simultaneously experiencing the problems caused by the global
financial crisis, people are more willing to select stability, high security and high welfare
positions. However, it was interesting to note that our surprise, the overall OC of employees
in the public institution is lowest, which does not accord with its so-called most dependent
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organization. One cause is China's high-speed economy and its social development over the
past 10 years, which has been leading to a higher demand for talent staff. These staff are
now becoming scarce human resource. Another one is because knowledge workers in the
public institutions have higher and unique needs or expectations, and they have more job
opportunities in the labor market. The last one is due to a relatively low level of management
in public institutions.

In this study, a sample of staff was selected only from organizations in Kunming, Yunnan
Province, which is an economically underdeveloped city, where the number of employees
must be more than 50. Therefore, the applicability of the research conclusions in other
provinces or regions need to be further verified through future study.
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APPENDIX-1

Employees responses are obtained on a 7-point Likert type scale where 1= strongly
disagree and 7= strongly agree. ltems denoted with (R) are reversed scored.

Affective Commitment Items:

AC1: | would be very happy to spend the rest of my carrer with this organization.

AC2: | enjoy discussing my organization with people outside of it.

AC3: | really feel as if this organization’s problems are my own.

AC4: | think that | could easily become as attached to another organization as | am to
this one.

ACS5: | do not feel like “part of the family” at my organization (R).

ACS6: | do not feel “emotionally attached” to this organization (R).

Normative Commitment ltems:

NC2: Even if it were to my advantage, | do not feel it would be right to leave my
organization now.

NC3: | would feel guilty if | left my organization now.

NC4: This organization deserves my loyalty.

NC5: | would not leave my organization right now because | have a sense of obligation
to the people in it.

NC6: | owe a great deal to this organization.

Continuance commitment items:

CC1: 1 am not afraid of what might happen if | quit my job without haing anoher one lined
up (R).

CC2: It would be very hard for me to leave my organization right now even if | wanted to.

CC5: Right now staying with my organization is a matter of necessity as much as desire.

CCe: | feel that | have too few options to consider
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