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Paper type Research Paper

Introduction

Why and how people become emotionally committed to their organizations have been
longstanding questions. The works of several scholars, particularly the seminal work of Meyer
and Allen (1997), have laid the grounds for better understanding of organizational commitment
in relation to employee motivational level, retention rates, and job satisfaction. It is now
generally accepted that a committed workforce is a powerful driving force for organizational
effectiveness and success. With reference to not-for-profit arts-and-culture organizations, this
study focuses on two key determinants of organizational commitment; namely, organizational
characteristics and job characteristics.

Researchers found a strong relationship between employee turnover and organizational
commitment in the private sector (Abbott et al., 2005). However, little is known about the
organizational commitment of employees in not-for-profit arts-and-culture organizations (for
exceptions, see Townsend, 2000; DiMaggio, 1988). The majority of literature on arts-and-culture
organizations focuses on aspects related to funding development, marketing, board development,
and strategic planning (Townsend, 2000). Here lies a specific contribution of this body of work:
it attempts to examine the nature of organizational commitment of employees in these highly
demanding, unpredictable environments in which staff tend to generally accept smaller financial
returns, job insecurity, and limited personal and career advancement opportunities. In light of the
high employee turnover rates (Dullahide et al., 2000) and increased competition for attracting
potential employees in such organizations (Rutowski et al., 2009), gaining insights into how to
attract and retain their employees is of importance to ensure continued service delivery to the
community. In this respect, the first goal of this study is to investigate organizational
commitment of employees in these organizations, presupposing organizational commitment to be
the dependent variable.

Organizational characteristics and job characteristics are the antecedent variables examined in
this study due to their relevance to employee attraction and retention as well as their positive
contribution to organizational commitment (e.g.,, Defourny et al., 2009; Rhoades and
Eisenberger, 2002). However, very few studies investigated both antecedents in conjunction,
thus it is not clear whether they produce comparable results when measured simultaneously.
Furthermore, though there is a relatively large number of studies of the two variables in the
context of the private-sector, few studies have paid attention to them in the context of the public
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sector, especially that of arts-and-culture organizations. The present study addresses this gap by
examining the combined effect of both variables on organizational commitment of employees in
arts-and-culture organizations.

A limited number of studies has examined age and level of education and their ensuing effect on
organizational commitment as control variables (e.g., Mathieu and Zajac, 1990; Mowday et al.,
1982). Another objective of the current study is to investigate whether age and level of education
of employees in arts-and-culture organizations cause differences in the relationship of the two
antecedents with organizational commitment.

The following sections review the literature on organizational commitment and antecedents, and
present the hypotheses and the research question. The research protocol and interpretation of
results are followed by discussing the practical implications of the study, as well as by its
research contributions and limitations.

Study Context

In Palestine, arts-and-culture organizations are considered a pillar of local civil society taking
into account their important role in service delivery and the overall process of the socio-
economic development; satisfying the interests of members of the Palestinian society and
providing them with an essential platform for self-expression (NGO Development Center, 2009).
The present study aims specifically at exploring the nature of organizational commitment in
local, independent, non-governmental, not-for-profit arts-and-culture organizations as they are
highly under-researched and neglected despite their contribution to activating the cultural aspect
of the country, advancing the civil society, developing culture and education, and enhancing the
capabilities of the Palestinian youth. Although these organizations are constantly facing many
challenges, they continue to exist and operate obstinately. In reference to the Palestinian Ministry
of Culture (2013), there are approximately (275) arts-and-culture organizations, of which (30)
operate in Gaza Strip. Similar to the international context, the majority of these organizations
suffer originally from a major financial deficiency, lack of resources, as well as inadequate and
unsystematic planning; which in some cases have led them astray from their essential goals and
mission. In his study, Townsend (2000) concluded that employees of not-for-profit arts-and-
culture organizations are extremely hard-working and dedicated to their work despite of the low
pay level which represents a major obstacle in the development of a more professional staff. This
study addresses, in particular, the staffing challenge confronting these organizations to ensure the
sector’s ability to attract and retain qualified and committed employees.

Attracting and retaining employees are considered major challenges for not-for-profit
organizations (Rutowski et al., 2009). On the whole, these organizations experience a relatively
high turnover of employees (estimated at 20 percent, Dullahide et al., 2000; cited in
Cunningham, 2001) and the rate is expected to grow due to widespread diminishing interest in
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careers in such organizations, where skills that are often sought in the field are increasingly being
translated into careers in the business sector (Rutowski et al., 2009).

In arts-and-culture organizations, employees determine organizations’ ability to serve their
constituents, manage their complex programs, and fulfill their mission. Human capital, one of the
most valuable assets for any business, is of superior importance to the not-for-profit sector
including arts-and-culture organizations. A shortage of staff would be crippling to any industry
but its consequences in these organizations would be devastating as it would directly affect its
service delivery capacity. Nowadays, these organizations struggle to retain their employees,
partially due to restraints that hamper the ability of managers to motivate and control workers.
Some such restraints are the intangibility of performance norms affecting the use of rewards and
sanctions, employee commitment to the product rather than to the organization, and managerial
intrusion from key individuals (Townsend, 2000). These issues are exacerbated by structural and
demographic characteristics of the sector, such as small organization size, high female
concentration, temporary and contingent employment, a relatively high incidence of higher
educational qualifications, and reliance on unpaid overtime (Almond and Kendall, 2000).

Although work settings and job demands have some similarity across public and private sectors,
researchers have found the organizational environments to be different (McAdam and Reid,
2000; Elliot and Tevavichulada, 1999). When compared with their counterparts in the private-
sector, employees in arts-and-culture organizations are individuals who want to make a
difference and achieve something valuable and meaningful (Giffords, 2009; Rutowski et al.,
2009), and tend to place high emphasis on intrinsic satisfaction resulting from fulfilling the
organizational mission (Townsend, 2000). However, ironically, high levels of stress are
commonly found in this type of organization (Rutowski et al., 2009; Light, 2000) due to
tightness of resources and inbuilt uncertainty of environment (Alatrista and Arrowsmith, 2004).

In fact, a participative approach to decision-making and a strong sense of altruistic values linked
to organizational mission are primary characteristics of the ‘culture’ in arts-and-culture
organizations (Alatrista and Arrowsmith, 2004); rendering employees more committed to the
cause under which their employer operates (Cunningham, 2001). In addition, organizational
structure tends to be flatter and less formal, with leadership being more democratic as compared
with other types of organizations (Markham et al., 2001). This, in turn, allows employees to be
more involved in decisions related to their work and to voice their concerns about the
organization and its activities (Cunningham, 2001). The question thus arises as to whether the
commitment of employees in these organizations is linked to sets of ‘organizational
characteristics’ and ‘job characteristics’ in light of the existing absence of monetary incentives.
The next section briefly reviews the literature on organizational commitment, as well as on
organizational, job and personal characteristics.

Organizational Commitment
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Organizational commitment has been defined as the binding force that inspires individuals and
links them to the organization, makes them pursue a specific course of action, and elicits
behaviors of value to the organization (Meyer et al., 2006; Allen and Meyer, 1990). Several
studies have propounded the positive contributions of organizational commitment to the
organization, such as increased productivity, enhanced organizational performance, lower
absenteeism, and more abundant opportunities for employee satisfaction (Aladwan et al., 2013;
Natarajan, 2011; Payne and Huffman, 2005; Meyer and Allen, 1997). Following on from the
seminal work of Mowday et al. (1982), Stites and Michael (2011) identify organizational
commitment as having two inherent values: a) attitudinal, which describes the attachment of the
employee to the organization; and b) behavioral, which represents the intention of the employee
to continue working for the organization.

Meyer et al. (1993) conceptualized organizational commitment as consisting of three
dimensions: affective, normative, and continuance. Being the most desired dimension of
organizational commitment, affective commitment refers to ‘the employee’s emotional
attachment to, identification with, and involvement in the organization’ (Allen and Meyer, 1990,
p.2); all of which represent an attitudinal rather than a behavioral value. Meyer and Herscovitch
(2001) argue that of the three dimensions, affective commitment has the strongest positive
association with desired organizational outcomes, as well as being a better predictor of non-
turnover behaviors, such as absenteeism, employee performance, and citizenship.

Normative commitment constitutes the moral dimension of commitment and is reflected in the
beliefs about one’s responsibility and obligation towards the organization and towards staying
with it (Allen and Meyer, 1990). Jha (2011) suggests that this dimension of commitment is
induced by obligatory factors originating from the upbringing of an individual, similar to
commitment to other institutions, such as family, marriage, country, and religion. Studies found
that normative commitment is positively correlated with outcomes desired by an organization
(e.g., Nakra, 2014; Meyer et al., 2002). Finally, continuance commitment refers to commitment
that is based on employees’ perception of the costs and risks associated with leaving the
organization (Allen and Meyer, 1990). In contrast to affective and normative commitment,
continuance commitment leads to unfavorable behaviors by employees where it neither increases
levels of job performance nor facilitates personal flexibility and adaptability (Suliman and Iles,
2000). Both normative and continuance commitment refer to behavioral values.

Generally, organizational commitment has been explored from two different angles. The first is
impact, i.e., its ability to predict significant behavioral variables, such as intention to leave (e.g.,
Anvari et al., 2011; Fiorito et al., 2007; Labatmediene et al., 2007; Kwon and Banks, 2004;
Wright and Bonett, 2002; Allen and Meyer, 1996; Meyer and Allen, 1991), contribution to
employee satisfaction (e.g., Gunlu et al., 2010; Addae et al., 2006; Knippenberg and Sleebos,
2006; Gaertner, 1999), and effect on productivity, absenteeism, and enhanced organizational
performance (e.g., Natarjan, 2011; Payne and Huffman, 2005). The second angle, also covered
by a plethora of studies, is that of antecedents, with commitment treated as a dependent variable
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(Gunlu et al., 2010). Among the antecedents considered are ‘job satisfaction’ (e.g., Lok and
Crawford, 2001; Gaertner, 1999; Mowday et al., 1982), ‘empowerment’ (e.g., Kim et al., 2012;
Liu et al., 2007), and ‘job stress’ and ‘job involvement’ (e.g., Hogan et al., 2013); with some
studies focusing on demographic variables, such as age, level of education, and gender (e.g.,
Aladwan et al., 2013; Kate and Masako, 2002) and others on cultural variables (e.g., Pathardikar
and Sahur, 2011). In the present study, ‘organizational characteristics’ and ‘job characteristics’
are examined as potential antecedents of organizational commitment with placing a particular
emphasis on the differential nature of the concept between profit and not-for-profit
organizations.

On average, not-for-profit organizations are less hierarchically structured as compared to their
counterparts where the major structural differences relate to ownership, purpose, organizational
goals and methods, and organizational structure (Karl et al., 2005). Unlike the private and for-
profit sector, not-for-profit organizations are not influenced by business motives: one of the most
distinctive characteristics of these organizations, with which the current study is concerned, is
their commitment to an often very specific mission (De Cooman et al., 2009) and values
(Cheverton, 2007). With most studies focused on organizational commitment in the private-
sector, public-sector commitment research is limited and the findings are mixed (e.g., Kim and
George, 2005; Al-Qarioti and Al-Enezi, 2004; Goulet and Frank, 2002; Thatcher et al., 2002). It
has been recently observed that few empirical comparisons have been made with respect to
employees’ motivations apart from monetary incentives (Borzaga and Tortia, 2006). As most
comparisons published up-to-date relate to structural differences between the sectors (e.g., Karl
et al.,, 2005), an extremely bounded body of research examined the individual differences
between them and yet focused primarily on differences between employees in public and for-
profit organizations with minimal attention being paid to the not-for-profit sector (e.g., Buelens
and Van den Broeck, 2007). Nonetheless, a study by Goulet and Frank (2002) has argued against
previous literature where employees of for-profit companies were expected to have lower levels
of organizational commitment than those in not-for-profit organizations. Their study has
highlighted some differences in organizational commitment across different workplace settings
and as a result organizational commitment was found to be highest among for-profit employees,
followed by those working for not-for-profit organizations.

In light of the mixed results about employees’ commitment towards their organizations across
different sectors, Townsend (2000) argues that very few studies have focused on commitment in
not-for-profit arts-and-culture organizations (Kletz et al., 2014; Isserman and Markusen, 2013;
Townsend, 2000; Parasuraman and Nachman, 1987; and Podilchak, 1983 barely qualify as
exceptions). The present study seeks to fill some of the gap by investigating and confirming the
factor structure of the organizational commitment constructs with the proposed antecedents, as
well as evaluate their distinctiveness, on the basis of data collected from employees in
Palestinian not-for-profit arts-and-culture organizations. The following section briefly reviews
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the literature on organizational, job and personal characteristics, and their association with
organizational commitment.

Antecedents and Hypotheses: Organizational, Job, and Personal Characteristics

The antecedents of organizational commitment can be grouped under two broad categories:
organizational and job characteristics (e.g., Suman and Srivastava, 2012; Stallworth, 2003;
Nijhof et al., 1998; Mowday et al., 1982). This study sets out to examine the following
theoretical model (Figure 1), which depicts the relationships among the variables used in the
study.

Figure 1: Theoretical Model
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According to Mowday et al. (1982), organizational characteristics that propound decentralization
and a participatory approach to decision- making are the most significant in influencing
organizational commitment. Organizational characteristics that are often studied include
organizational structure (e.g., organizational size, degree of formalization, number of levels in
the organization’s hierarchy, and the level of centralization; Suman and Srivastava, 2012),
organizational type, organizational support, job position, yearly earnings (e.g., Giffords, 2009),
and leadership style and human resource policies (e.g., Nijhof et al., 1998; Peeters and Meijer,
1995; Gallie and White, 1993). Walton (1985) proposes that organizational commitment would
increase in a flat organization where control and organization are based on shared goals and
values rather than rigid procedures and rules. Similarly, a study by Stohr et al. (1994) has
demonstrated a strong positive relationship between participatory management and commitment
(Lambert et al., 2008). As regards decentralization, it is likely to correlate positively with
participative decision-making and organizational commitment levels through employee
involvement (e.g., Suman and Srivastava, 2012; Bateman and Strasser, 1984; Morris and Steers,
1980). Furthermore, other researchers have argued that supervisory consideration, perceived
promotional opportunities, organizational fairness, integration, and institution communication
are positively associated with organizational commitment; particularly its affective component
(e.g., Lambert et al., 2008; Lambert, 2004; Lambert et al., 2002).

Organizational characteristics differ across sectors, which could generate further differences in
levels of organizational commitment. For-profit organizations have become associated with more
intimidating and competitive environment, which in several cases has led them to witness
frequent layoffs and rising unemployment rates. This situation marked by high levels of tension
and job insecurity has diminished commitment levels of employees in for-profit organizations.
On the other hand, not-for-profit organizations are embedded in a culture characterized by
decentralization and a participatory decision-making approach (Defourny et al., 2009); high
levels of organizational characteristics lead to higher levels of performance, involvement, and
lower staff turnover (Rhoades and Eisenberger, 2002). However, as organizations grow, the
procedures for collective decision-making and decentralization become denser and more
complicated (Cornforth et al., 1988), even more so with the sharp drop in public funding.
Therefore, we hypothesize the following:

Hypothesis 1a: Organizational characteristics are positively related to the affective commitment
component of arts-and-culture organizations staff.

Hypothesis 1b: Organizational characteristics are positively related to the normative commitment
component of arts-and-culture organizations staff.

Hypothesis 1c: Organizational characteristics are negatively related to the continuance
commitment component of arts-and-culture organizations staff.

Job Characteristics
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According to Morgeson et al. (2003), job characteristics are best articulated under three main
categories. First is motivational, which addresses how job characteristics relate to individual
reactions to work. Second, socio-technical concerned with how people interact with each other,
how technically they produce products and services and how these two facets are interrelated.
The third category is contextual elements to which job characteristics are susceptible; they are
likely to influence individual needs and behaviors. Although definitions may vary, scholars agree
that employee perceptions of job characteristics have powerful effects on important employee
and organizational outcomes. For example, job characteristics are correlated with job satisfaction
(e.g., Hausser et al., 2010) and organizational commitment (e.g., Park and Rainey, 2007; Nijhof
et al., 1998). According to Suman and Srivastava (2012), job characteristics combine various
aspects of the job, such as role clarity, role overload, role conflict, task-significance, degree of
autonomy, job scope, and skill variety. It has been argued that there is a high correlation between
the degree of challenge found in a job and organizational commitment (Allen and Meyer, 1990).
Furthermore, several studies have found a negative relationship between role ambiguity and role
conflict on one hand and commitment on the other (e.g., Kline and Peters, 1991; Johnston et al.,
1990; Singh et al., 1981).

Differences in job characteristics in different sectors do exist. A study by Buelens and Van den
Broeck (2007) emphasized that hierarchical levels are more important determinants of work
motivation than sectoral differences. Also, the main differences can be wholly or partially
explained by differences in job content and not by the sector itself. Yet, not-for-profit jobs
provide more challenge, variety, satisfaction, and intrinsic rewards than those in private
enterprise (Mirvis and Hackett, 1983).

Job characteristics differ from organizational characteristics in that they are more specific to a
job in a particular organization rather than affect all employees of an organization. One reason
some individuals might decide to work in arts-and-culture organizations may be because of
characteristics that define the jobs they offer. Given the nature and scope of jobs as well as
stresses described earlier that are inherent in working in arts-and-culture organizations, job
characteristics are considered important to the employees. As a result, we posit the following
hypothesis:

Hypothesis 2a: Job characteristics are positively related to the affective commitment component
of arts-and-culture organizations staff.

Hypothesis 2b: Job characteristics are positively related to the normative commitment component
of arts-and-culture organizations staff.

Hypothesis 2c: Job characteristics are negatively related to the continuance commitment
component of arts-and-culture organizations staff.

Personal Characteristics
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The current study explores whether differences in personal characteristics, namely age and level
of education, exist in the relative contribution of organizational and job characteristics towards
explaining organizational commitment. Giffords (2003) found that age and tenure are among the
personal variables that are positively related to commitment. This is in part based on the idea that
alternative employment options generally decrease as employees grow which makes their current
jobs more attractive (Mathieu and Zajac, 1990), or that older individuals may develop higher
levels of organizational commitment in response to their stronger investment and greater history
with the organization as opposed to younger workers (Dunham et al., 1994). Conversely, other
researchers have suggested that younger employees might be more committed than older
employees underpinned by the idea that they are more motivated to start a new career and better
able to cope with change than older employees who are generally perceived to be less committed
and more disappointed (e.g., Morris et al., 1993). As for differences in personal characteristics
across different sectors, only age and gender were significant (Goulet and Frank, 2002). On
average, not-for-profit employees are older than their counterparts in business organizations, and
the greater proportion of not-for-profit employees are women as opposed to men in for-profit
organizations.

As regards the level of education, Nijhof et al. (1998) argued that higher levels of education open
up more possibilities for employees to do the work they like the most and that highly educated
employees tend to have a higher task commitment. On the other hand, Mowday et al. (1982)
have found that a small negative correlation exists between organizational commitment and level
of education.

A relatively fair number of studies focusing on age and level of education differences in personal
and organizational characteristics was identified; however, none of them targeted employees in
arts-and-culture organizations. Therefore and in spite of their limited role in predicting
commitment, we ask the following:

Research Question 1: Are there age and level of education differences in the relative
contribution of personal and organizational characteristics to the organizational
commitment of employees in arts-and-culture organizations?
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Research Design and Methods
Sample and Procedure

The targeted population in the present study included professional employees, at all
organizational levels, of the major arts-and-culture organizations registered in the Palestinian
Ministry of Culture (PMoC). A list of member organizations was provided by the PMoC in three
main cities — Jerusalem, Ramallah, and Bethlehem since the largest arts-and-culture
organizations had their major operations in these cities. The current study employed a
judgmental/purposive sampling technique where the sample was mainly comprised of the most
active and recognized organizations in the local community: the selection of 20 organizations
was based on two main criteria: first, size as determined by the number of employees (7
employees and above) and the number of years in operations (10 years and above). The survey
was administered with the endorsement and support of the directors of all participating
organizations, allowing the authors to conduct an on-site employee survey. All employees
working in these 20 organizations were invited to complete the survey. The respondent sampling
frame included 190 individuals with 92 responses being returned, for a response rate of 48
percent.

The survey questionnaire included responses to the Allen and Meyer’s (1990) three-dimensional
measure of organizational commitment, measures of two groups of antecedents (organizational
and job characteristics), as well as demographic information. No personal identification data
were collected from the participants to ensure individual anonymity. The sample of 92 responses
consists of about 62 percent females and 38 percent males; respondents’ median age was
between (20-30) years. Their highest completed level of educational attainment was mostly a
bachelor’s degree (69 percent); with 17 percent holding master’s and higher degrees, and around
14 percent holding diplomas.

Measures

To measure organizational commitment, the study used a 24-item scale developed by Allen and
Meyer (1990) and later modified by Meyer et al. (1993). Affective commitment was measured
using eight items (alpha = 0.73), including “I would be very happy to spend the rest of my career
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life in this organization” and “I really feel as if the organization’s problems are my own”.
Normative commitment was measured using eight items (alpha = 0.72), including “I was taught
to believe in the value of remaining loyal to an organization” and “I do not believe that the
person must be loyal to his/her organization”. Continuance commitment was also measured
using eight items (alpha = 0.37), including “I feel that [ have too few options considering leaving
the organization” and “It would be very hard for me to leave this organization, even if [ want to”.
The low reliability coefficient for the third sub-scale may be attributed to the inherent
characteristics of the present sample in terms of the work environment (not-for-profit arts-and-
culture organizations) as well as the distinctive attributes (e.g., motives and drives) of
professionals working in such organizations as opposed to employees working in the private
sector. In addition, this result is somehow consistent with previous studies stating that the
continuance dimension of organizational commitment is not fully developed compared with
affective and normative dimensions (e.g., Stallworth, 2003; Allen and Meyer, 1990).

Organizational characteristics were measured using a ten-item scale (Perceived Organizational
Support — POS) developed by Eisenberger et al. (1986), alpha = 0.82. Sample questions included
“The organization values my contribution to its well-being” and “The organization strongly
considers my goals and values”. Job characteristics were operationalized using eight items
developed exclusively for the present study on the basis of a combination of factors identified by
Allen and Meyer (1990) and Hackman and Oldham (1980), including “My superiors are
receptive and listen to my ideas and suggestions” and “In general, I have a say or an influence on
what goes on in my organization”. The reliability coefficient for this scale is quite low (alpha =
0.47), which requires more meaningful analysis of these variables as a scale. Because this study
proposes that organizational and job characteristics could be antecedents to organizational
commitment the reliability of each of the antecedents scales was explored. All survey items were
measured on a Likert-type scale ranging from 1 (strongly disagree) to 5 (strongly agree). A pre-
test with a pilot sample of 15 employees in three organizations resulted in no changes to the
survey instrument.

Analysis of Data

Structural Equation Modeling (SEM) was performed using AMOS (version 22), adopting a
maximum likelihood estimation method since the assumption of multivariate normality of data
was satistied (Bollen, 1989). The present study applied the confirmatory factor analysis to
determine factor solutions for the study constructs and verify reliabilities of measured variables.
Primarily, the analysis consisted of two-step procedure: measurement model and structural
model. First, an examination of the discriminant validity of the research variables was conducted
to establish a foundation for their structural relationship. Second, an assessment of the
hypothesized theoretical model was carried out followed by estimating parameters.

Results
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Measurement Model

Before examining specific relationships between the variables in the research model, an
examination of the measurement model using confirmatory factor analysis (CFA) was conducted
in order to validate the constructs (Anderson and Gerbing, 1988) in the context of arts-and-
culture organizations in Palestine. To assess the overall fit of the research model, a chi-square
statistic (}2), along with other fit indices, was applied using maximum likelihood estimation.

The measurement model consisted of five constructs (three organizational commitment
constructs - affective, normative, and continuance, and two antecedent constructs -
organizational characteristics and job characteristics). A total of 42 items constituted the five
constructs. Items with loadings above 0.50 on their corresponding construct were maintained
(McCoach, 2003; Hu and Bentler, 1999; Hair et al., 1998), leaving 24 items in the measurement
model. All five constructs in this research were verified to be five unique constructs; t-values for
all items were statistically significant (p < 0.001) with a minimum t-value of 3.196 (see Table 1).

The y2-test which was significant revealed an intolerable fit (=367.147, df =245, p<0.001).
However, given that 2 is notoriously sensitive to sample size (Kenny and McCoach, 2003;
McCoach, 2003) thus almost any model with a relatively large sample size has a statistically
significant x2, even if there is trivial amount of data misfit. To correct this problem that could
result from judging the fit model solely by examining the model y2, in Table 2 a number of fit
indices were generated that are generally not influenced by sample size, indicating a reasonable
overall fit of the model to the data. The RMSEA (0.074) and RMR (0.056) fall within the
recommended range with a maximum cutoff point of 0.08 (McCoach, 2003). The CFI (0.846),
NFI (0.656), and IFI (0.852) indicated a reasonable fit in accordance with their proximity to the
level of 0.90 (Kelloway, 1998; Kline, 1998). Other fit indices such as GFI (0.758), AGFI
(0.704), and TLI (0.826) have confirmed the reasonable fit of the model: the closer the outcome
to 1.00 the better the fit (McCoach, 2003). Finally, the ratio of the CMIN/DF (1.499) falls within
the range of acceptable fit — the closer the value of CMIN/DF to 1.00 the more correct the model
(Joreskog and S6rbom, 1984). In conclusion, the CFA results have achieved an acceptable
degree of fit to the data, while maintaining that multi-collinearity is not an issue for the model
constructs.

Please Insert Table 1 Here

Please Insert Table 2 Here

Tests of Hypotheses and Results of Research Questions
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Descriptive statistics and correlation matrix for all dependent and independent variables are
presented in Table 3. Overall, the average level of affective commitment in this sample is
relatively high (4.32) as similar results were reported by previous studies (e.g., Bang et al., 2012;
Stallworth, 2003; Meyer et al., 1990). The scores of the two independent (antecedent) variables
are above mid-point of the scale, which indicate that employees in the current sample have
generally positive perceptions of the job and organizational characteristics. Continuance
commitment is the only variable with an average score of (2.45) which confirms the scale’s lack
of internal consistency suggested by Allen and Meyer (1990) and Stallworth (2003) and might as
well be attributed to the distinctive setting in which this study was conducted and the unique
attributes and motives of its employees. The correlation matrix shows the inter-relations among
all variables used in this study. Both antecedents (organizational and job characteristics) are
significantly correlated with affective and normative commitment, with the highest correlation of
(0.62) between affective commitment and organizational characteristics. Consistent with
previous research, the matrix also reveals that continuance commitment is negatively correlated
with the two antecedent variables investigated in the study (Stallworth, 2003; Whitener and
Walz, 1993). Therefore, all hypotheses proposed in the current study are supported.

Please Insert Table 3 Here

To examine the research hypotheses and investigate the research question, a hierarchical
regression analysis was conducted between organizational commitment (one type after the other)
and antecedent variables, while controlling for age and level of education (in step 2 of each
hierarchical regression). Overall, the hierarchical regression reveals that R2 for affective
commitment (Table 4) has accounted for the highest variance (R2 = 4.3, F = 33.57, p<0.001) in
comparison with continuance and normative commitment - Tables 5 & 6, respectively.
Consistent with previous studies, organizational and job characteristics were found significant in
predicting organizational commitment, particularly the affective commitment type (Stallworth,
2003; Rhoades et al., 2001; Nijhof et al., 1998; Allen and Meyer, 1990; Eisenberger et al., 1990;
Eisenberger et al., 1986).

To answer research question 1, whether age and level of education differences exist in the
relative contribution of organizational and job characteristics to organizational commitment, both
control variables were calculated in step 2 in Tables 4, 5, and 6. Not counting the slight
improvement in the predictability power of the models, none of these variables were significant,
indicating no age and level of education differences.

Please Insert Table 4 Here

Please Insert Table 5 Here
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Please Insert Table 6 Here

As a follow up analysis, Figure 2 compares the coefficients of direct effects of the two
antecedents on the three components of organizational commitment. The direct paths from
organizational characteristics to affective and normative commitment (f = .71, p <.001; B = .76,
p <.001, respectively) were similar to those of job characteristics (B = .87, p <.001; f =.60, p <
.001, respectively). As regards the continuance commitment, the direct paths coming from
organizational and job characteristics are consistent with the results presented in Tables 3 & 5.
Finally, the path coefficients from age and level of education to all other variables in the model
are insignificant, indicating no relationship.

Discussion

Figure 2 Theoretical (Structural) Path Coefficients

Antecedents Demographic Organizational
Variables (Control) Commitment

Affective
Commitment

Organizationa
1
Characteristic
N

Continuance
Commitment

Job Normative

Commitment

Characteristic

0.072

Level of
Educatio

Note: ***p < 0.001

One of the major contributions of the present study is that it adds to a limited number of studies
investigating commitment in not-for-profit organizations, and is one of a very few studies to
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focus on employees in arts-and-culture organizations. In light of the shortage of employees
facing arts-and-culture organizations and their importance to the ongoing functioning of these
organizations, the present study makes a valuable addition to the existing research. The
consequences of organizational commitment in the specific setting of this study indicate the
multiple-dimensionality in preference to the uni-dimensionality of commitment, which several
studies have propounded. Results of the confirmatory factor analysis suggest that both affective
and normative commitment constitute relevant description of organizational commitment
sustained by employees in arts-and-culture organizations; a view established in the ‘social
exchange theory’, which indicates that employees’ commitment to the organization is strongly
affected by their perception of the organization’s commitment to them (e.g., Meyer and Smith,
2000; Eisenberger et al., 1990; Eisenberger et al., 1986). In line with other studies, affective
dimension was the most accurate description of organizational commitment (e.g., Stallworth,
2003; Miller, 2000), while continuance commitment was found to be a poor depiction of the
concept. These results may also suggest that notwithstanding the constant unpredictable
externalities and resource crunch that arts-and-culture organizations face, individuals working
for these organizations are not primarily motivated by extrinsic rewards. Organizational features
such as mission and strategy and others like those related to organizational practices as well as
relevant job characteristics are considered significant predictors of commitment (e.g., Suman and
Srivastava, 2012).

Results indicated that employees’ commitment in arts-and-culture organizations is sensitive to
organizational characteristics (e.g., organizational values and taking pride in employee
contributions) and job characteristics (e.g., an employee at liberty to influence her/his own
work). Hence, the study makes a second major contribution: it advocates for the tying together of
organizational characteristics with job characteristics in a comprehensive and strategic
motivational framework. This will allow organizations to cultivate strong and long-term
relationships with employees through enhanced commitment. Given the unrestrictive flexible
culture that characterizes arts-and-culture organizations (Alatrista and Arrowsmith, 2004;
Markham et al., 2001), Defourny et al. (2009) argue that the distinctive culture in these
organizations, based on values of decentralization, participative decision-making, employee
empowerment, and open communication, has led employees to be emotionally committed to
their organizations; thus reflecting the prevalence of the affective component. Moreover, it is
clear that job characteristics were also an important determinant of commitment among
employees in this sample, suggesting that these employees’ desire for good rewards, challenging
work, and high-quality supervision are necessary conditions for organizational commitment.
These results are comparable with those of Townsend (2000) describing employees working in
arts-and-culture organizations as individuals who strive to make a difference through their work,
are highly driven by achievement, and tend to assign a high emphasis on inherent satisfaction as
a result of fulfilling the organizational mission.
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In arts-and-culture organizations, age and level of education appear to have no significant
relationships with organizational commitment. Generally, these results explain that arts-and-
culture organizations are thought to be more age and level of education friendly workplaces.
These results were similar to those of Mowday et al. (1982), and in contrast to other studies (e.g.,
Giffords, 2003; Nijhof et al., 1998; Morris et al., 1993).

As in any study, there are few limitations, which also highlight the need for future research. The
most obvious is that self-reported data were collected within a number of major arts-and-culture
organizations at one point in time. This limitation, however, is quite pervasive in many studies
due to the enormous costs associated with data collection (Kim, 2005). Although valid and
reliable scales were used, further testing and validation of the job characteristics instrument are
needed. In addition, our understanding of organizational and job characteristics would be
enhanced if interview data have also been collected.
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Implications and Future Research

This study provides significant managerial implications through testing associations and
attempting to deliver a framework for organizational commitment of employees in arts-and-
culture organizations and its theoretically-related variables (i.e., demographics, organizational
and job characteristics). In this regard, it presents empirical evidence that organizational and job
characteristics have positive effects on employees’ evaluation of their organization. Therefore,
managers of arts-and-culture organizations should look at organizational commitment as an
attitude that is directly affected by managerial actions and organizational practices and ensure
that a proper alignment of organizational values and mission with those of the employees exists.
This can be achieved in the very first place through recruiting and selecting individuals whose
values coincide with the organizational mission and goals. Moreover, they can empower
employees by demonstrating that the organization recognizes and appreciates employees’
contributions and cares for their development through constantly decentralizing the control of
organizational power and designing jobs in a manner that maximizes challenge, autonomy and
feedback, skill variety, and allows for growth and learning. The sector’s inability to motivate
employees financially necessitates emphasizing non-financial means of eliciting and maintaining
organizational commitment.

In addition, the findings stress the importance of using various types of interpersonal
relationships to mitigate the challenging conditions inherent in the environment of arts-and-
culture organizations. The retention of employees who decide to work in these organizations can
be enhanced by creating a working environment whereby employees’ psychological and career
needs are met through instilling a sense of belonging, a sense of shared mission, and a sense of
contribution.

At a policy level, the results of the study indicate that arts-and-culture organizations can benefit
from instituting policies and practices aimed at fostering organizational responsibility, diversity,
and equity. For example, policies aimed at providing work-life balance and other aspects of a
supportive and equitable work environment will help these organizations retain and attract
talented employees with diverse backgrounds.

Given the dearth of research in this field, additional studies are needed especially in arts-and-
culture organizations. Future research may examine which items in the instrument have more
discriminating power over organizational commitment constructs. As early as 1985, Reichers
shed light on the significance of dealing explicitly with the effects of organizational
characteristics on the nature and direction of commitment pointing out that most measures
assume that the organization is a “monolithic, undifferentiated entity that elicits an identification
and attachment on the part of individuals” (p.469). Hence, it would be more realistic to treat
commitment as a situational construct that varies with the work setting and interests of
individuals. Cross-country research could help provide more insights into the relative importance
of the antecedents used in this study given the unique characteristics of employees in arts-and-
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culture organizations. It is also a promising avenue for future studies to examine the perceptions
of employees in these organizations using qualitative data collection instruments, which could
provide some insights whether employees in this sector are committed to the organization in
general or to particular entities or constituents in the organization (e.g., superiors, colleagues, or
workgroups); a view called ‘foci of commitment’ as held by Reichers (1985).

18

© Emerald Group Publishing Limited
This is a pre-print of a paper and is subject to change before publication. This pre-print is made available with the understanding
that it will not be reproduced or stored in a retrieval system without the permission of Emerald Group Publishing Limited.



Downloaded by TASHKENT UNIVERSITY OF INFORMATION TECHNOL OGIES At 02:19 10 November 2016 (PT)

References

Abbott, G.N., White, F.A. and Charles, M.A. (2005), “Linking Values and Organizational Commitment: A
Correlational and Experimental Investigation in Two Organizations”,

Banshelagy 78 (4): 531-551.

Addae, H.M., Parbotecah, K.P. and Davis, E.E. (2006), “An Examination of the Moderating Effects of

Psychological Contract Breach in Trinidad and Tobago”, _ 14 (3):

225-238.

Aladwan, K., Bhanugopan, R. and Fish A. (2013), “To What Extent the Arab Workers are committed to their
Organizations?”, [ N R 2 (+): 306-326.

Alatrista, J. and Arrowsmith, J. (2004), “Managing Employee Commitment in the Not-for-Profit Sector”, Skiadal
Bevigw 33 (5): 53-548.

Allen, N. J. and Meyer, J. P. (1990), “The Measurement and Antecedents of Affective, Continuance and Normative
Commitment to the Organization”, —, 63: 1-18.

Allen, N.J. and Meyer, J.P. (1996), “Affective, Continuance, and Normative Commitment to the Organization: An

Examination of Construct Validity”, — 49 (3): 252-276.

Almond, S. and Kendall, J. (2000), “Taking the Employees’ Perspective Seriously: an Initial United Kingdom
Cross-Sectoral Comparison’, — 29 (2): 205-231.

Al-Qarioti, M.Q. and, Al-Enezi, A. (2004), “Organizational Commitment of Managers in Jordan: a Field Study”,
, 27: 331-352.

Anderson, J.C. and Gerbing, D.W. (1988), “Structural Equation Modeling in Practice: A Review and Recommended

Two-Step Approach’, | NN 103 (3): 411-423.

Anvari, R., Amin, S., Ahmad, U., Seliman, S. and Garmsari, M. (2011), “The Relationship Between Strategic
Compensation and Practices and Affective Organizational Commitment”, Interdisciplinary Journal of Research in
Business, 1: 44-55.

Bang, H., Ross, S. and Reio, T.G. (2012), “From Motivation to Organizational Commitment of Volunteers in Non-
Profit Sport Organizations”, _, 32 (1): 96-112.

Bateman, T.S and Strasser, S. (1984), “A Longitudinal Analysis of the Antecedents of Organizational
Commitment”, | N >7: 95-112.

Bollen, K. A. (1989), _ John Wiley & Sons, New York.

Borzaga, C. and, Tortia, E. (2006), “Worker motivations, job satisfactions, and loyalty in public and nonprofit social
services”, | N N EREEEEEEE ;5. 225-243.

Buelens, M. and Van den Broeck, H. (2007), “An analysis of differences in work motivation between public and
private sector organizations”, 67,65-74.

Cheverton, J. (2007), “Holding our own: Value and performance in nonprofit organizations”, || N lENGTNG
Iaesielesny. 42, 427-436.

19

© Emerald Group Publishing Limited
This is a pre-print of a paper and is subject to change before publication. This pre-print is made available with the understanding
that it will not be reproduced or stored in a retrieval system without the permission of Emerald Group Publishing Limited.


http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1540-6210.2006.00697.x&isi=000243841500007
http://www.emeraldinsight.com/action/showLinks?crossref=10.1348%2F096317905X26174&isi=000233872200003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1348%2F096317905X26174&isi=000233872200003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.2044-8325.1990.tb00506.x&isi=A1990CT35300001
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F255959&isi=A1984SF03500006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0033-2909.103.3.411&isi=A1988N286100011
http://www.emeraldinsight.com/action/showLinks?isi=000250527600010
http://www.emeraldinsight.com/action/showLinks?isi=000250527600010
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F19348830610823419
http://www.emeraldinsight.com/action/showLinks?crossref=10.1006%2Fjvbe.1996.0043&isi=A1996VV02800003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1002%2F9781118619179
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2FIJCoMA-03-2012-0020
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0899764000292001&isi=000087427800001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0899764006287207&isi=000239562900004
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F00483480410550143
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F00483480410550143
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F02621711311287044
http://www.emeraldinsight.com/action/showLinks?crossref=10.1081%2FPAD-120028813

Downloaded by TASHKENT UNIVERSITY OF INFORMATION TECHNOL OGIES At 02:19 10 November 2016 (PT)

Cornforth, C., Thomas, A., Lewis, J. and Spear, R. (1988), Developing Successful Worker Co-operatives, Sage
Publications, London.

Cunningham, I. (2001), “Sweet Charity! Managing Employee Commitment in the UK Voluntary Sector”, jiiadaigs
Relatian, 23 (3): 226-40.

De Cooman, R., De Gieter, S., Pepermans, R., Jegers, M. and Van Acker, F. (2009), “Development and Validation
of the Work Effort Scale”, [ MR

Defourny, J., Henry, A., Nassaut, S. and Nyssens, M. (2009), “Les Titres Services: Quelle Qualit¢ D’emploi et
D’organisation du service?”, Reguards Economique, 69: 1-16.

DiMaggio, P. (1988), Managers of the Arts, Seven Locks Press, United States.
Dullahide, K., Ellarby, L. and Smith, K. (2000), People Count, Compass Partnership, London.

Dunham, R.B., Grube, J.A. and Castaneda, M.B. (1994), “Organizational Commitment: the Utility of an Integrative

Definition”, | NN 79: 370-80.

Eisenberger, R., Fasolo, P. and Davis-LaMastro, V. (1990), “Perceived Organizational Support and Employee
Diligence, Commitment, and Innovation”, — 75:71-75.

Eisenberger, R., Huntington, R., Hutchison, S. and Sowa, D. (1986), “Perceived Organizational Support”, Joukual
I 71 (3): 500-507.

Elliot, R.H., Tevavichulada, S. (1999), “Computer Literacy and Human Resource Management: a Public Private
Sector Comparison”, — 28 (2): 259-274.

Fiorito, J., Bozeman, D., Young, A. and Meurs, J. (2007), “Organizational Commitment, Human Resource Practices,
and Organizational Characteristics”, Journal of Managerial Issues, 2: 186-207.

Gaertner, S. (1999), “Structural Determinants of Job Satisfaction and Organizational Commitment in Turnover

Models”, | NN 9 +): 479-93.
Gallie, D. and White, M. (1993), Employee Commitment and the Skills Revolution, PSI Publishing, London.

Giffords, E.D. (2003), “A Study of Employee Commitment in Public, Not-for- Profit and Proprietary Social Service
Organizations”, | NNENENEENN 27 (1): 69-81.

Giffords, E.D. (2009), “An Examination of Organizational Commitment and Professional Commitment and the
Relationship to Work Environment, Demographic and Organizational Factors”, | N | | N ENNIIEEEE © (4): 1-19.

Goulet, L.R. and Frank, M.L. (2002), “Organizational Commitment across Three Sectors: Public, Non-profit, and
For-profit”, | N N ;1 (2): 201-210.

Gunlu, E., Aksarayli, M. and Per¢in, N. (2010), “Job Satisfaction and Organizational Commitment of Hotel

Managers in Turkey”, | N NN 2 (5): 693-717.

Hackman, J.R. and Oldham, G.K. (1980). Work Redesign, Addison Wesley, Reading.

Hair, J. F., Anderson, R.E., Tatham, R.L. and Black, W.C. (1998), Multivariate Data Analysis, 5" ed., Prentice Hall,
Upper Saddle River, NJ.

20

© Emerald Group Publishing Limited
This is a pre-print of a paper and is subject to change before publication. This pre-print is made available with the understanding
that it will not be reproduced or stored in a retrieval system without the permission of Emerald Group Publishing Limited.


http://www.emeraldinsight.com/action/showLinks?crossref=10.1300%2FJ147v27n01_05&isi=000183279700004
http://www.emeraldinsight.com/action/showLinks?crossref=10.1027%2F1015-5759.25.4.266
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.79.3.370&isi=A1994NR32700007
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1468017309346232
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.75.1.51
http://www.emeraldinsight.com/action/showLinks?crossref=10.1016%2FS1053-4822%2899%2900030-3&isi=000086257400005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F009102600203100206&isi=000176432600006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.71.3.500&isi=A1986D487600021
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.71.3.500&isi=A1986D487600021
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09596111011053819&isi=000281538200018
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F01425450110392616
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F01425450110392616
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F009102609902800207&isi=000081232500007

Downloaded by TASHKENT UNIVERSITY OF INFORMATION TECHNOL OGIES At 02:19 10 November 2016 (PT)

Hausser, J. A., Mojzisch, A., Niesel, M. and Schulz-Hardt, S. (2010), “Ten years on: A Review of Recent Research
in the Job Demand- Control (-Support) Model and Psychological Well-being”, jifuininiits 24: 1-35.

Hogan, N., Lambert, E. and Griffin, M.L. (2013), “Loyalty, Love and Investments: The Impact of Job Outcomes on

the Organizational Commitment of Correctional Staff’, _ 40 (4): 355-375.
Homans, G. C. (1954), “The Cash Posters: A Study of a Group of Working Girls”, _,

19 (6): 724-733.

Hu, L. and Bentler, P.M. (1999), “Cutoff Criteria for Fit Indexes in Covariance Structure Analysis: Conventional

Criteria versus New Alternatives”, — 6: 1-55.

Isserman, N. and Markusen, A. (2013), “Shaping the Future through Narrative: The Third Sector, Arts and Culture”,

I 36 (1): 115-136.

Jha, S. (2011), “Influence of Psychological Empowerment on Affective, Normative, and Continuance Commitment:

A Study in the Indian IT Industry”, || GG ;) 263-252.

Johnston, M.W., Parasuraman, A., Futrell, C.M. and Black, W.C. (1990), “A Longitudinal Assessment of the Impact
of Selected Organizational Influences on Salespeople’s Organizational Commitment during Early Employment”,

I 27 (3): 333-344.

Joreskog, K.G. and Sorbom, D. (1984). LISREL VI. Analysis of Linear Structural Relationships by Maximum
Likelihood, Instrumental Variables, and Least squares Methods, Mooresville, Indiana: Scientific Software.

Karl, K., Peluchette, j., Hall, L. and Harland, L. (2005), “Attitudes toward Workplace Fun: A three Sector
Comparison”, | N N NERE (). |-17.

Kate, W. and Masako, T. (2002), Reframing Organizational Commitment within a Contemporary Careers
Framework, Cornell University, Ithaca, NY.

Kelloway, K. (1998), Using LISREL for Structural Equation Modeling: A Researcher’s Guide I, Sage, Thousand
Oaks, CA.

Kenny, D.A. and McCoach, D.B. (2003), “Effect of the Number of Variables on Measures of Fit in Structural
Equation Modeling”, _ 10: 333-351.

Kim, S. (2005), “Factors affecting state government IT employee turnover intentions”, _
sininsm—— 35: 137-156.

Kim, B.P. and George, T.R. (2005), “The Relationship between Leader-Member Exchange (LMX) and
Psychological Empowerment: A Quick Casual Restaurant Employee Correlation Study”, | RN

IR 29 (4): 468-483.

Kim, B.P., Lee, G., Murrmann, S.K. and George, T.R. (2012), “Motivational Effects of Empowerment on
Employees’ Organizational Commitment: A Mediating Role of Management Trustworthiness”, | INEEREE

uiigiabs, 53 (1): 10-19.

Kletz, F., Henaut, L. and Sardas, J.C. (2014), “New Public Management and the Professions within Cultural

Organizations: One Hybridization may Hide another”, _ 80 (1): 89-

109.

21

© Emerald Group Publishing Limited
This is a pre-print of a paper and is subject to change before publication. This pre-print is made available with the understanding
that it will not be reproduced or stored in a retrieval system without the permission of Emerald Group Publishing Limited.


http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1096348005276498
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1096348005276498
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F2087919&isi=000204050700009
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F3172590&isi=A1990DR83500007
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1938965511426561&isi=000298993300004
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1938965511426561&isi=000298993300004
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F10705519909540118&isi=000208063500001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1207%2FS15328007SEM1003_1&isi=000184167400001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0020852313512580&isi=000332973900006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F02678371003683747&isi=000277735600001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0160017612447195&isi=000312549400010
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F107179190501200201
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0275074004273150&isi=000229018700003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0275074004273150&isi=000229018700003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0093854812469944&isi=000316634000001
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F17554191111180582

Downloaded by TASHKENT UNIVERSITY OF INFORMATION TECHNOL OGIES At 02:19 10 November 2016 (PT)

Kline, C.J. and Peters, L.H. (1991), “Behavioral Commitment and Tenure of New Employees: A Replication and
Extension”, [ N N EREEEEE :+: 194-204.

Kline, R.B. (1998), Principles and Practice of Structural Equation Modeling, Guilford, New York, NY.

Knippenberg, D.V., Sleebos, E. (2006), “Organizational Identification versus Organizational Commitment: Self-

Definition, Social Exchange, and Job Attitudes”, — 27 (5): 571-584.

Kwon, 1.G. and Banks, D.W. (2004), “Factors Related to the Organizational and Professional Commitment of

Internal Auditors”, || G o: c06-622.

Labatmediene, L., Endriulaitiene, A. and Gustainiene, L. (2007), “Individual Correlates of Organizational
Commitment and Intention to Leave the Organization”, 2:196-212.

Lambert, E., Barton, S., Hogan, N. and Clarke, A. (2002), “The Impact of Instrumental Communication and

Integration on Correlational Staff”, || NG 15: 181-193.

Lambert, E. (2004), “The Impact of Job Characteristics on Correlational Staff”, il 84: 208-227.

Lambert, E.G., Hogan, N.L. and Jiang, S. (2008), “Exploring Antecedents of Five Types of Organizational

Commitment Among Correlational Staff It Matters What You Measure”, _ 19 (4):

466-490.

Light, P.C. (2002). Governments’ Greatest Achievements: From Civil Right to Homeland Security, Brooking Inst.
Press, Washington, DC.

Liu, AMM., Chiu, WM. and Fellows, R. (2007), “Enhancing Commitment through Work Empowerment”,
, 14 (6): 568-580.

Lok, P. and Crawford, J. (2001), “Antecedents of Organizational Commitment and the Mediating Role of Job
Satisfaction”, | A DN R s (5): 594-613.

Markham, W.T., Walters, J. and Bonjean, C.M. (2001), “Leadership in Voluntary Associations: the Case of the

International Association of Women”, | NG 1 (2): 103-

130.

Mathieu, J. and Zajac, D. (1990), “A Review and Meta-Analysis of the Antecedents, Correlates and Outcomes of

Organizational Commitment”, | N N RN, 108: 171-94.

McAdam, R. and Reid, R. (2000), “A Comparison of Public and Private Sector Perceptions and Use of Knowledge
Management”, N 2 (6): 317-329.

McCoach, D.B. (2003), “SEM isn’t just the Schoolwide Enrichment Model Anymore: Structural Equation Modeling

(SEM) in Gifted Education”, | K. 2 3661

Meyer, J. P. and Allen, N. J. (1997), Commitment in the Workplace: Theory, Research, and Application, Sage,
London.

Meyer, J., Allen, N. and Gellatly, 1. (1990), “Affective and Continuance Commitment to the Organization:
Evaluation of Measures and Analysis of Concurrent and Time-lagged Relations”, _,
75:710-20.

22

© Emerald Group Publishing Limited
This is a pre-print of a paper and is subject to change before publication. This pre-print is made available with the understanding
that it will not be reproduced or stored in a retrieval system without the permission of Emerald Group Publishing Limited.


http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F17465260710750991
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0033-2909.108.2.171&isi=A1990DZ07600001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.75.6.710&isi=A1990EM72000012
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F08884310214022
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09699980710829021
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F03090590010346424
http://www.emeraldinsight.com/action/showLinks?crossref=10.1002%2Fjob.359&isi=000239323500003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0032885504265078&isi=000221484300004
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2FEUM0000000006302
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F016235320302700104
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F02686900410537748
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0887403408320460
http://www.emeraldinsight.com/action/showLinks?crossref=10.1023%2FA%3A1011234618485
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256307&isi=A1991EZ33300008

Downloaded by TASHKENT UNIVERSITY OF INFORMATION TECHNOL OGIES At 02:19 10 November 2016 (PT)

Meyer, J. P., Allen, N. J. and Smith, C. A. (1993), “Commitment to Organizations and Occupations: Extension and
Test of a Three-Component Conceptualization”, _, 78: 538-51.

Meyer, J., Becker, T. and Van Dick, R. (2006), “Social Identities and Commitments at Work: Toward an Integrative

Mode1”, NN 7 665-683.

Meyer, J.P. and Allen, J.A. (1991), “A Three-Component Conceptualization of Organizational Commitment”,
, 1(1): 61-89.

Meyer, J.P. and Herscovitch, L. (2001), “Commitment in the Workplace: Toward a General Model”, Huugu

I | 1 : 299-326.

Meyer, J.P., Stanley, D.J., Herscovitch, L. and Topolnytsky, L. (2002), “Affective, Continuance, and Normative

Commitment: a Meta-Analysis of Antecedents, Correlates, and Consequences”, — 61:

20-52.

Meyer, J.P. and Smith, C. A. (2000), “HRM Practices and Organizational Commitment: Test of a Mediation

Model”, [ NN 7 (4): 319-331.

Miller, G. (2000), “Above Politics: Credible Commitment and Efficiency in the Design of Public Agencies”,
10 (2): 289-328.

Mirvis, P. and Hackett, E. (1983) “Work and work force characteristics in the nonprofit sector”, i
Beyig 106(4): 3-12

Morgeson, F. P., Garza, A. S., and Campion, M. A. (2003), “ Work Design.” In W.C. Borman, D. R. Ilgen, and R. J.
Klimoski (Eds.), Handbook of Psychology: Industrial and Organizational Psychology, 12; 423-452. Hoboken, NJ:
Wiley

Morris, J. and Steers, R. (1980), “Structural Influences on Organizational Commitment”, | ENENEGcGcINGNGEGE
Bekasiar 17: 50-57.

Morris, M., Lydka, H. and O’Creevy, M.F. (1993), “Can Commitment be Managed? A Longitudinal Analysis of
Employee Commitment and Human Resource Policies”, _ 3(3):21-42.

Mowday, R.T., Porter, L.W. and Steers, R.M. (1982), Organizational Linkages: The Psychology of Commitment,
Absenteeism, and Turnover, San Diego, CA: Academic Press.

Nakra, R. (2014), “Understanding the Impact of Organizational Justice on Organizational Commitment and
Projected Job Stay among Employees of the Business Process Outsourcing Sector in India”, Vision, 18 (3): 185-194.

Natarajan, C. (2011), “Relationship of Organizational Commitment and Job Satisfaction”, Indian Journal of
Commerce & Management Studies, 2: 118-122.

Nijhof, W., De Jong, M. and Beukhof, G. (1998), “Employee Commitment in Changing Organizations: an
Exploration”, | NN 2> (6): 243-248.

Parasuraman, S. and Nachman, S. (1987), “Correlates of Organizational and Professional Commitment”, iiciiintid

I (2 (3): 287-303.

Park, S.M. and Rainey, H.G., “Antecedents, Mediators, and Consequences of Affective, Normative, and
Continuance Commitment Empirical Tests of Commitment Effects on Federal Agencies”, Review of Public
Personnel Administration, 27 (3): 197-226.

23

© Emerald Group Publishing Limited
This is a pre-print of a paper and is subject to change before publication. This pre-print is made available with the understanding
that it will not be reproduced or stored in a retrieval system without the permission of Emerald Group Publishing Limited.


http://www.emeraldinsight.com/action/showLinks?crossref=10.1016%2F1053-4822%2891%2990011-Z
http://www.emeraldinsight.com/action/showLinks?crossref=10.1093%2Foxfordjournals.jpart.a024271
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1748-8583.1993.tb00314.x
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F03090599810224701
http://www.emeraldinsight.com/action/showLinks?crossref=10.1016%2FS1053-4822%2800%2900053-X
http://www.emeraldinsight.com/action/showLinks?crossref=10.1016%2FS1053-4822%2800%2900053-X
http://www.emeraldinsight.com/action/showLinks?isi=A1983QM09600001
http://www.emeraldinsight.com/action/showLinks?isi=A1983QM09600001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F105960118701200305&isi=A1987K602100004
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F105960118701200305&isi=A1987K602100004
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.78.4.538&isi=A1993LV18800002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1006%2Fjvbe.2001.1842&isi=000176895600002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1002%2Fjob.383&isi=000239323500008
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1936-4490.2000.tb00231.x
http://www.emeraldinsight.com/action/showLinks?crossref=10.1016%2F0001-8791%2880%2990014-7&isi=A1980KD06900005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1016%2F0001-8791%2880%2990014-7&isi=A1980KD06900005

Downloaded by TASHKENT UNIVERSITY OF INFORMATION TECHNOL OGIES At 02:19 10 November 2016 (PT)

Pathardikar, A. and Sahu, S. (2011), “Implications of the Organization Cultural Antecedents on Organizational
Commitment: A Study in Indian Public Sector Units”, | N | [ AN 2(3): 431-446.

Payne, S.C. and Huffman, A.H. (2005), “A Longitudinal Examination of the Influence of Mentoring on

Organizational Commitment and Turnover”, _ 48: 158-68.

Peeters, M.C.W. and Meijer, S. (1995), “Betrokken-heid bij de organisatie, de afdeling en het werk: een zinvol
onderscheid?” (“Commitment in Organizations, Divisions and the Job: a Meaningful Distinction?”), Gedrag en
Organisatie, 8: 153-164.

Podilchak, W. (1983), “Organizational Analysis of Youth Sports”, _

18 (3): 15-30.

Reichers, A. (1985), “A Review and Reconceptualization of Organizational Commitment”, passkemmal
I [ 0: 465-476.

Rhoades, L., Eisenberger, R. and Armeli, S. (2001), “Affective Commitment to the Organization: The Contribution

of Perceived Organizational Support”, — 86 (5): 825-836.

Rhoades, L. and Eisenberger, R. (2002), “Perceived Organizational Support: A Review of the Literature”, Joicdgd
N 87 (4): 698-714.

Rutowski, K., Guiler, J.JK. and Schimmel, K.E. (2009), “Benchmarking Organizational Commitment across

Nonprofit Human Services Organizations in Pennsylvania”, _ 16 (1): 135-

150.

Singh, P., Agarwal, V.N. and Malhan, N.K. (1981), “The Nature of Managerial Role Conflict”, Indian Journal of
Industrial Relations, 17: 1-26.

Stallworth, H.L. (2003), “Mentoring, Organizational Commitment and Intentions to Leave Public Accounting”,
18: 405-18.

Stites, J. and Michael, J. (2011), “Organizational Commitment in Manufacturing Employees: Relationships with
Corporate Social Performance”, || 50: 50-70.

Stohr, M., Lovrich, N., Monke, B. and Zupan, L. (1994), “Staff Management in Correlational Institutions:
Comparing Dilulio’s ‘Control Model’ and ‘Employee Investment Model’ Outcomes in Five Jails”, Justicg

iy, 11: 471-497.

Suliman, A. and Iles, P. (2000), “Is Continuance Commitment Beneficial to Organizations? Commitment-

Performance Relationship; A New Look”, — 15 (5): 407-422.

Suman, S. and Srivastava, A.K. (2012), “Antecedents of Organizational Commitment across Hierarchical Levels”,

I 0 (1): 61-83.

Thatcher, J.B., Stepina, L.P. and Boyle, R.J. (2002), “Turnover of Information Technology Workers: Empirically the
Influence of Attitudes, Job Characteristics, and External Markets”, _ 19
(3): 231-201.

Townsend, A. (2000), “An Exploratory Study of Administrative Workers in the Arts: are They Really Different
from For-Profit Workers?”, — 29 (3): 423-34.

24

© Emerald Group Publishing Limited
This is a pre-print of a paper and is subject to change before publication. This pre-print is made available with the understanding
that it will not be reproduced or stored in a retrieval system without the permission of Emerald Group Publishing Limited.


http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F07418829400092361
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F07418829400092361
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F097215091101200306
http://www.emeraldinsight.com/action/showLinks?isi=A1985ANL5900006
http://www.emeraldinsight.com/action/showLinks?isi=A1985ANL5900006
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F02683940010337158
http://www.emeraldinsight.com/action/showLinks?crossref=10.5465%2FAMJ.2005.15993166&isi=000227157000010
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.86.5.825&isi=000171256500002
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F02686900310476873
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F097133361102400103
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.87.4.698&isi=000177332600008
http://www.emeraldinsight.com/action/showLinks?isi=000180349300012
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.87.4.698&isi=000177332600008
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0007650310394311&isi=000287698000004
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F101269028301800302
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F14635770910936568
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F009102600002900309&isi=000165225200010

Downloaded by TASHKENT UNIVERSITY OF INFORMATION TECHNOL OGIES At 02:19 10 November 2016 (PT)

Walton, R.E. (1985), “From Control to Commitment in the Workplace”, Harvard Business Review, March-April:
77-84.

Whitener, E. and Walz, P. (1993), “Exchange Theory Determinants of Affective and Continuance Commitment and
Turnover”, | N />: 265-31.

Wright, T. and Bonett, D. (2002), “The Moderating Effects of Employee Tenure on the Relations between

Organizational Commitment and Job Performance: a Meta Analysis”, _, 87: 1183-

1190.

25

© Emerald Group Publishing Limited
This is a pre-print of a paper and is subject to change before publication. This pre-print is made available with the understanding
that it will not be reproduced or stored in a retrieval system without the permission of Emerald Group Publishing Limited.


http://www.emeraldinsight.com/action/showLinks?crossref=10.1006%2Fjvbe.1993.1019&isi=A1993LF12600002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.87.6.1183&isi=000180466300016

Downloaded by TASHKENT UNIVERSITY OF INFORMATION TECHNOL OGIES At 02:19 10 November 2016 (PT)

Table 1
Results of Confirmatory Factor Analysis: Three Constructs of Organizational
Commitment and Two Antecedent Variables

Item Factor Mean Median SD Facto'r t-values
Loading

ACI. T would be very happy to spend the rest of my AC 4.00 4 .889 .565 4.171

career life in this organization.

AC2. 1 enjoy discussing my organization with people =~ AC 4.42 4 .633 .585 4.240

outside of it.

AC3. 1 really feel as if the organization’s problems are AC 4.07 4 970 571 4.171

my own.

AC4. 1 do not feel emotionally attached to this AC 4.62 1 488 .539 4.003

organization. (R)

ACS5. 1 do not feel like ‘part of the family’ at my AC 4.62 1 531 .597 4.303

organization. (R)

AC6. This organization has a great deal of ‘personal AC 4.41 5 787 .565 4.143

meaning’ to me.

AC?7. 1 do not feel a strong sense of belonging to this AC 4.49 1 .564 135 4.885

organization. (R)

CCl1. Right now, staying with my organization is a CC 1.98 2 937 .609 4.523

matter of necessity as much as desire.

CC2. 1t would be very hard for me to leave this CC 1.99 2 1.00 926 6.097

organization, even if [ want to.

CC3. Too much of my life would be disrupted if I CC 2.13 2 986 755 5.707

decided I would be leaving this organization.

C(C4. 1 feel I have too few options considering leaving CC 2.00 2 .864 .555 4.523

the organization.

CC5. One of my major reasons that I continue to work CC 2.22 2 981 525 4.323

for this organization is that leaving would require

considerable personal sacrifice- another organization

might not match the benefits I have here.

NC1. 1 was taught to believe in the value of remaining NC 4.04 4 .876 .539 3.196

loyal to an organization.

NC2. 1 do not believe that the person must be loyal to NC 3.79 2 1.18 508 3.196

his/her organization. (R)

POSI. The organization values my contribution to its ~ POS 4.07 4 .530 .604 5.357

well-being.

POS2. The organization strongly considers my goals  POS 4.02 4 741 740 6.484

and values.

POS3. The organization would ignore any complaint  POS 4.05 2 .600 .634 5.605

from me. (R)

POS4. The organization fails to appreciate any extra  POS 4.04 2 .740 521 4.639

effort from me. (R)

POS5. My supervisors are proud I am part of this POS 4.17 4 720 155 6.609

organization.

POS6. The organization takes pride at my POS 4.09 4 .640 573 5.087

accomplishments at work.

POS7. The organization is willing to extend itself to  POS 3.86 4 .820 .633 5.599

help me perform my job to the best of my ability.

POSS. The organization wishes to give me the best POS 4.11 4 733 .698 5.357

possible job for which I am qualified.

JCI. My superiors are receptive and listen to my ideas JC 4.10 4 742 907 6.386

and suggestions.

JC2. In general, I have a say or an influence on what JC 3.92 4 7145 716 6.386

g£oes on in my organization.
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Table 2
Goodness of Fit Indices for the Measurement Model

Chi Square RMSEA CMIN/DF RMR GFI AGFI NFI CFI IFI TLI

367.15 0.074 1.499 0.056 0.758 0.704  0.656 0.846 0.852 0.826

Note: RMSEA: Root Mean Square Error of Approximation; CMIN/DF: Minimum Discrepancy/Degrees of
Freedom; RMR: Root Mean Square Residual; GFI: Goodness of Fit Index; AGFI: Adjusted Goodness of Fit Index;
NFI: Normed Fit Index; CFI: Comparative Fit Index; IFI: Incremental Fit Index; TLI: Tucker-Lewis Coefficient

Table 3
Mean, Median, Standard Deviation, and Correlation Matrix of Study Variables
Scale Mean Median Stal}dz}rd AC CC NC POS JC
Deviation

AC 4.3220 4.3750 0.42992 1.00

CC 2.4592 2.3750 0.60023 -1.95 1.00

NC 3.5462 3.5000 0.42771 0.411*%*  -0.207* 1.00

POS 4.0554 4.1000 0.43358 0.619%* -0.179 0.533%** 1.00

JC 3.7242 3.7500 0.36948 0.547** -0.158 0.322%*  0.607** 1.00

Note: **p< 0.01. *p<0.05.

Table 4
Hierarchical Regression Results of Antecedents on Affective Commitment

Variable Beta Standard t-statistic Significance
Error
Step 1
Intercept 10.547 3.005 3.510 0.001
POS 0.361 0.080 4,522 0.000
JC 0.315 0.117 2.689 0.009
Step 2
Intercept 9.980 3.250 3.071 0.003
POS 0.362 0.082 4.434 0.000
JC 0.315 0.120 2.629 0.010
Age -0.037 0.362 -0.103 0918
Level of Education 0.204 0.381 0.536 0.594

Note: 1. R*= 0.430, F= 33.576, df= 2, p< 0.001
2.R?=0.432, F=16.542, df=4, p<0.001
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Table 5
Hierarchical Regression Results of Antecedents on Continuance Commitment

Variable Beta Standard t-statistic Significance
Error
Step 1
Intercept 29.360 5.456 5.381 0.000
POS -0.145 0.145 -0.999 0.320
IC -0.128 0.213 -0.601 0.549
Step 2
Intercept 30.961 5.861 5.282 0.000
POS -0.138 0.147 -0.933 0.353
IC -0.145 0.216 -0.671 0.504
Age 0.459 0.653 0.703 0.484
Level of Education -0.820 0.688 -1.193 0.236
Note: 1. R?= 0.036, F= 1.653, df= 2, p= 0.197
2.R?=0.052, F= 1.196, df= 4, p=0.319
Table 6

Hierarchical Regression Results of Antecedents on Normative Commitment

Variable Beta Standard t-statistic Significance
Error
Step 1
Intercept 11.345 3.349 3.387 0.001
POS 0.422 0.089 4.746 0.000
JC -0.004 0.131 -0.028 0.978
Step 2
Intercept 4.624 3.439 4.252 0.000
POS 0.419 0.086 4.841 0.000
JC -0.009 0.127 -0.068 0.946
Age 0.324 0.383 0.845 0.400
Level of Education -1.257 0.403 -3.115 0.002

Note: 1. R?= 0.285, F=17.698, df= 2, p< 0.001
2.R*=0.357, F=12.088, df= 4, p< 0.001
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