
/V0.3O38 

THE ROLE OF SELECTED VARIABLES ON ORGANIZATIONAL 

COMMITMENT IN SELECTED ORGANIZATIONS IN A 

NORTH TEXAS METROPOLITAN AREA 

DISSERTATION 

Presented to the Graduate Council of the 

University of North Texas in Partial 

Fulfillment of the Requirements 

For the Degree of 

DOCTOR OF PHILOSOPHY 

By 

Michaelle L. Kitchen, BSOE, M.Ed, 

Denton, Texas 

August, 1989 



Kitchen, Michaelle L., Role of Selected Variables on 

Organizational Commitment in Selected Organizations in a 

North Texas Metropolian Area. Doctor of Philosophy 

(Vocational-Technical Education), August, 1989, 66 pp., 10 

tables, reference list, 70 titles. 

This study investigated the role of selected variables 

on organizational commitment in selected organizations in a 

North Texas metropolitan area. The selected (independent) 

variables were orientation attendance, unit size, educa-

tional level, gender, age, and length of service. 

Organizational commitment score was the dependent variable. 

The Organizational Commitment Questionnaire and a demo-

graphic questionnaire were administered to 1,055 employees. 

The Organizational Commitment Questionnaire contained 

fifteen statements which measured employees' feelings about 

their organization. Multiple regression was used to deter-

mine the relationship between organizational commitment and 

the selected variables at the .001 level of significance. 

It was determined that gender and length of service 

showed the strongest significant relationship on organiza-

tional commitment. This model shows that the six 

independent variables account for only 3 percent of the 

variance in the relationship between organizational commit-

ment and the selected variables. Therefore, approximately 



97 percent of the unexplained variance is accountable for 

the organizational commitment of the employees at the 

selected organizations used in this study. 

Studies using the Organizational Commitment 

Questionnaire to show the relationship between 

organizational commitment and other antecedents of 

organizational commitment are recommended. A follow-up 

study should also be conducted using the Organizational 

Commitment Questionnaire to show the relationship between 

organizational commitment and race. A follow-up study 

should be conducted using this questionnaire and a work 

ethic questionnaire to determine the relationship between 

organizational commitment and work ethics. An orientation 

attendance questionnaire should be developed and used with 

the Organizational Commitment Questionnaire to show the 

relationship between organizational commitment and 

orientation attendance. Additional research is necessary in 

other organizations and cultural settings before this study 

can be generalized to a greater number of employees. 

Recommendation is made that future researchers administer 

questionnaires to subjects due to the low reading and 

comprehension skills of many respondents. 
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CHAPTER I 

INTRODUCTION 

According to the research, employee job satisfaction is 

a critical determinant of retention or turnover (Farrell and 

Rusbult 1985). Furthermore, the retention function focuses 

on employee behaviors and attitudes such as morale, absen-

teeism, communication, and turnover. The literature also 

suggests that employees are willing to invest more energy in 

meeting specific requirements if they understand and accept 

the expectations that have been established. Employees who 

are knowledgeable and concerned work for an organization 

longer, are committed to the organization, and are more 

productive (Reichers 1986). 

Subsequently, employees who are led to develop commit-

ment to an organization at the beginning of their careers 

maximize their worth and are successful within their organi-

zation (Mowday, Porter, and Steers 1982). Review of the 

literature revealed ten definitions for commitment. For the 

purpose of this study, commitment is defined as the relative 

strength of an individual's identification with and involve-

ment in a particular organization (Porter, Crampon, and 

Smith 1976) . According to Porter, Crampon, and Smith, 



commitment can be categorized by at least three related 

factors: (1) a strong belief in and acceptance of an 

organization's goals and values, (2) a willingness to exert 

considerable effort on behalf of an organization, and (3) a 

strong desire to maintain membership in an organization. 

Much has been written about organizational commitment. 

However, the role of selected variables on organizational 

commitment remains poorly defined. Researchers suggest many 

antecedents of organizational commitment. For the purpose 

of this study, age, educational level, unit size, gender, 

and tenure have been selected for investigation of their 

relationships to organizational commitment. In contrast, 

the literature alludes to the fact that employees' 

attendance at job orientation programs has an impact on 

organizational commitment (Mowday, Porter, and Steers 1982). 

Most writers view the early employment period (first several 

months to one year on the job) as the career stage during 

which the commitment process begins (Bray, Campbell, and 

Grant 1974). Porter, Crampon, and Smith (1976) found that 

the level of commitment expressed by employees the first day 

in an organization predicted turnover after several months 

on the job. Several studies have found that employees who 

enter organizations with realistic expectations are less 

likely to leave voluntarily than employees whose expecta-

tions are unrealistic (Wanous 1980). Therefore, this study 



also analyzes the relationship between organizational 

commitment and employee participation in an orientation 

program. 

Statement of the Problem 

The problem of this study was to assess the relative 

influence of educational level, unit size, gender, age, 

length of employee service (tenure), and orientation atten-

dance on employees' job commitment at selected North 

Texas organizations. 

Purpose of the Study 

In order to assess the role of selected variables in 

organizational commitment in selected organizations in a 

North Texas metropolitan area, this study attempts to 

determine to what extent each of the following variables 

affects measures of organizational commitment: (1) orien-

tation attendance, (2) unit size, (3) educational level, 

(4) gender, (5) age, and (6) tenure. 

Hypotheses 

The following null hypotheses were tested: 

1. There will be no significant relationship between 

organizational commitment and unit size. 

2. There will be no significant relationship between 

organizational commitment and educational level. 



3. There will be no significant relationship between 

organizational commitment and gender. 

4. There will be no significant relationship between 

organizational commitment and age. 

5. There will be no significant relationship between 

organizational commitment and tenure. 

6. There will be no significant relationship between 

organizational commitment and an employee's attendance at an 

orientation program. 

A probability level of .001 was set as the criterion 

for significance for each comparison as measured by the 

Organizational Commitment Questionnaire. 

Significance of the Study 

Many studies have been conducted on the relationship 

between gender, age, tenure, unit size, educational level, 

and organizational commitment (Decotiis and Summers 1987), 

but none have dealt with the role these variables have on 

organizational commitment in organizations in a North Texas 

metropolitan area. 

A preliminary review of the literature also indicates 

that few studies have been conducted to show a relationship 

between orientation attendance and organizational commit-

ment. The review did, however, show that studies have been 

conducted separately on these two topics. Although there 

have been studies that allude to such a relationship, none 



indicates a specific relationship between orientation atten-

dance and organizational commitment. 

Research findings obtained from the assessment of the 

relationship between orientation attendance and organiza-

tional commitment in selected North Texas companies could 

provide data to document the need for increased usage of the 

orientation process. 

Finally, results obtained by this study also may 

provide data to the Wichita Falls Board of Commerce and 

Industry to assist its efforts to bring new organizations 

into Wichita Falls, Texas, thereby offering another useful 

application of the findings of this study. 

Definition of Terms 

The following terms have restricted meanings and are 

thus defined for this study. 

Sunk costs refers to fringe benefits and salary as a 

function of age or tenure. 

Tenure refers to the length of time an employee remains 

with the organization. 

Turnover is the permanent departure (voluntary or 

involuntary) of individuals from an organization (Schuler 

1983, 304). 

Orientation process refers to an employee-personnel 

program whereby the formal and informal policies and 



practices are defined and explained by the organization to 

the employee. 

Organizational commitment is the relative strength of 

an individual's identification with and involvement in a 

particular organization. 

Selected variables are age, gender, tenure, unit size, 

educational level, and orientation attendance. 

Board of Commerce and Industry (BCI) is a nonprofit 

business corporation. Its membership is comprised of over 

1,300 business, professional, and industrial member firms. 

In Wichita Falls, BMI is considered to be expert in deter-

mining which companies are representative of the Wichita 

Falls business and industrial community. 

Limitations 

Conclusions drawn from this study are not applicable to 

organizations located in other parts of Texas or outside of 

Texas. 

Delimitations 

This study was limited to the employees of selected 

organizations in a North Texas metropolitan area. 

Assumptions 

For the purpose of this study it was assumed that the 

variables contributing to organizational commitment in the 

organizations studied were homogeneous except for unit size 



and orientation attendance. It was further assumed that 

employees of the organizations responded honestly to the 

questionnaire. 



CHAPTER II 

SYNTHESIS OF RELATED LITERATURE 

This review is divided into three sections. The first 

section presents a review of the literature concerning types 

of organizational commitment. The second section contains 

an overview of literature dealing with the creation of 

organizational commitment and the impact of unit size, 

educational level, gender, age, and tenure on organizational 

commitment. The third section provides a basis for orienta-

tion attendance being antecedent to organizational 

commitment and the consequences of employee commitment. 

A review of the literature revealed few studies showing 

a relationship between organizational commitment and orien-

tation attendance. There are published studies and 

literature that address organizational commitment and 

orientation attendance separately, but none tie the two 

topics together. Therefore, this review first deals with 

each topic separately and then combined. 

Types of Organizational Commitment 

Two types of commitment dominate the literature. The 

first view describes commitment as affective or attitudinal. 

The individual identifies with the organization and, there-

fore, is committed to maintain membership in order to 

8 



pursue its goals. This approach typically has been opera-

tionalized with a scale developed by Porter, Steers, Mowday, 

and Boulian (1974). 

A somewhat different view of organizational commitment 

known as the side-bet theory evolved from the work of Becker 

(1960), who regards commitment as behavioral rather than 

attitudinal. According to this view, the individual is 

bound to the organization through extraneous interest (e.g., 

pensions, seniority) rather than favorable affect toward the 

organization. Behavioral commitment usually has been 

operationalized with scales developed by Ritzer and Trice 

(1969) and modified by Hrebrinial and Alutto (1972). 

Steers and Porter state that the "commitment process 

may be viewed as a self-reinforcing cycle in which attitudes 

and behaviors are reciprocally related" (1983, 449). 

Additionally, they suggest that individuals who feel bound 

to an organization (through side bets or sunk costs) 

"typically engage in some form of psychological bolstering 

in which they attempt to rationalize or self-justify their 

situation" (428). 

Creation of Organizational Commitment 

The three stages in the development of organizational 

commitment are the pre-entry stage, the early employment 

stage, and the middle and late career stage (Buchanan 1974). 

Numerous studies have examined the effects of various 
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personal characteristics on organizational commitment such 

as Protestant work ethic, age, tenure, educational level, 

gender, and unit size. As new employees come to an organi-

zation with different work values, certain work values lend 

themselves to commitment, such as belief in the Protestant 

work ethic and work as a central life interest (Dubin, 

Champoux, and Porter 1975; Hall and Schneider 1972; 

Rabinowitz and Hall 1977). 

In general, commitment has been found to be positively 

related to both age and tenure (Angle and Perry 1981; Brown 

1969; Hall, Schneider, and Nygren 1970; Hrebrinial and 

Alutto 1972; Lee; 1971; Morris and Sherman 1981; Sheldon 

1971). Salancik (1977) found that older workers tend to be 

more committed. Because the availability of alternative 

jobs may decrease with age and because many organizations 

hesitate to hire older workers whose length of contribution 

to the organization would necessarily be brief, older 

workers tend to be more committed. Salancik also states 

that members of the organization who hold higher positions 

in the hierarchy express greater levels of commitment. This 

fact may be due to age or tenure. 

Research suggests that one of the strongest predictors 

of commitment is tenure in the organization. The longer 

employees work in an organization, the more likely they are 

to report high levels of commitment (Angle and Perry 1981; 

Brown 1969; Hall, Schneider, and Nygren 1970; Hrebrinial and 



11 

Alutto 1972; Lee 1971; Morris and Sherman 1981; Sheldon 

1971). Because a longer period of service increases the 

likelihood that employees receive more challenging job 

assignments, are given greater autonomy and discretion in 

their work, and receive higher levels of extrinsic rewards, 

investments made by the employee in the organization may 

also increase the length of service. Increased length of 

service also brings an increase in social involvement in the 

organization and community. Additionally, an extended 

length of tenure in an organization may serve to decrease 

employees' job mobility. 

In contrast to age and tenure, education is often found 

to be inversely related to commitment (Angle and Perry 1981; 

Morris and Sherman 1981; Morris and Steers 1980; Steers 

1977). It has been suggested that this inverse relationship 

may result from the fact that highly educated people have 

higher expectations and are more committed to their profes-

sion. 

Gender has also been consistently found to be related 

to commitment. In studies by Angle and Perry (1981), Gould 

(1975), Grusky (1966), and Hrebrinial and Alutto (1972), 

women, as a group, were found to be more committed than men. 

Grusky explains this relationship by arguing that women 

generally overcome more barriers to attain their positions 

in an organization, thereby making organizational membership 

more important to them. This is similar to the concept of 
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initiation rites as an influence on behavioral commitment, 

which is discussed by Salancik (1977). 

Organizational size and turnover appear to be related 

over time (Benson, Dickerson, and Neidt 1987). Some 

research shows that as organizations increase in unit size 

there is increased commitment (Decotiis and Summers 1987). 

Many writers view the early employment period (first 

several months to one year) as the career stage during which 

the commitment process begins (Bray, Campbell, and Grant 

1974; Buchanan 1974; Steers 1977). The first several months 

in an organization are thought to be particularly crucial in 

the development of lasting attitudes and expectations (Hall 

1976). It is during this early period that new employees 

begin to have meaningful sets of organizational experiences, 

which partly influence their level of commitment. Although 

there have been few studies of this early period of employ-

ment, a review of the literature reveals many articles 

and books on the orientation process. 

Basis for Orientation Attendance and 
Consequences of Employee 

Commitment 

The purpose of orientation attendance is to develop 

realistic job expectations and positive attitudes toward the 

employer (Van Maanen 1976). In a study done at Texas 

Instruments, Van Maanen found that anxieties existing in the 

early period of employment reduced competence and led to 
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dissatisfaction and turnover. The key to a good orientation 

process is providing the proper socialization (Feldman 

1974). Studies of the early employment period suggest that 

the orientation experiences provided for new employees 

during their first days on a job can influence success in an 

organization several years later (Bray, Campbell, and Grant 

1974; Brelew and Hall 1966). Most employees who leave an 

organization terminate within the first six months to one 

year (Wanous 1980). However, companies that provide train-

ing and educational programs which offer opportunities for 

job enrichment and career guidance represent a continuing 

phase of employee orientation. Some companies such as 

Transamerica Occidental provide orientation training on a 

quarterly basis (Klubnik 1987). 

Previous research also suggests that the development of 

organizational commitment is a process that continues 

through subsequent years of employment. Therefore, the 

orientation process should also be provided for employees' 

later career stages. The data suggest that the orientation 

process should be continuous and on-going (Schuler 1983). 

For the purpose of this study, Smith's example of the 

orientation process was selected to define and explain 

the orientation process. The following example of a 

company's orientation process shows that orientation can be 

divided into two phases. There is a formal phase (written 

rules) and an informal phase (unwritten rules). The formal 
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phase usually consists of (1) introduction to the company, 

(2) review of important policy and practice, 

(3) review of benefits and services, (4) benefit plan 

enrollment, (5) completion of employment documentation, 

(6) review of employer expectations, (7) selling of expec-

tations, (8) introduction to facilities, and 

(10) introduction to the job (Smith 1969) . 

The following ten steps describe in detail the written 

rules necessary for survival on the job. 

1. Introduction to the company. Introductions simply 

identify the company, where it has been, and where it is 

going. The key is to make new employees feel good about the 

company and to begin to instill the pride of belonging and 

being a part of the company. 

2. Review of important policy and practice. Policy 

review varies from company to company but certainly must 

include standards of conduct, performance standards, the 

introductory (probation) period of employment, discipline 

policy, and safety. 

3. Review of benefits and services. A review of 

benefits is crucial. It is not as important to sell a 

benefits program and its virtues as it is to communicate 

what is provided, and at what expense. Employees need to 

appreciate the cost of benefits and should understand the 

percentage of payroll spent on their behalf. Additionally, 

services should be discussed that the employee might not 
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construe as benefits, such as a credit union, parking, food, 

medical care, discounts, and social and recreational 

services. 

4. Benefit plan enrollment. Necessary benefit enroll-

ment forms should be completed with assistance, with the 

assurance that employees understand their options. 

Employees should be allowed to discuss plan options with 

their spouses before making a commitment. 

5. Completion of employment documents. Payroll 

withholding, emergency information, picture releases, 

employment agreements, equal opportunity data, and other 

relevant and appropriate documents should be completed. 

6. Review of employer expectations. The standards of 

conduct and performance are covered in the second item. The 

orientation should deal with employer—employee relation-

ships. Discussion of teamwork, working relationships, 

attitude, and loyalty are important. A performance 

appraisal form makes a good topical outline for a discussion 

of employer expectations. 

7. Setting of employee expectations. If employees 

meet company expectations, what can they expect? Training 

and development, scheduled wage and salary reviews, 

security, recognition, working conditions, opportunity for 

advancement, educational assistance programs, counseling, 

grievance procedure, and other relevant and appropriate 

expectations should be detailed. 
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8. Introduction to fellow workers. It is important to 

introduce people a few at a time, to let the names be 

assimilated. Use of name tags or a buddy system can be 

valuable. Individuals should be assigned to introduce new 

employees, to take new employees to break, and to have lunch 

with them. A few days is usually adequate for this assis-

tance . 

9. Introduction to facilities. A standard tour of the 

facility is more effective if broken down into several 

tours. A first-day tour of the immediate work area can be 

expanded on subsequent days until the facility is covered. 

10. Introduction to the job. A training program should 

be in place. The employer should be prepared to get 

employees involved in the work flow immediately. The 

orientation process should not be rushed and should be 

on-going (Smith 1969). 

Finally, the informal phase of orientation (the 

unwritten rules) deals with aspects of a job that are not 

found in the employee handbook, such as (1) conforming to 

the culture, (2) finding out what is expected, (3) beating 

deadlines and doing more than is asked, and (4) earning the 

backing of the support staff (Smith 1969) . 

Consequences of Employee Commitment 

Research reveals that several positive consequences of 

employee commitment for employees are (1) feelings of 
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belonging and attachment, (2) security, (3) goals and 

direction, {4) positive self-image, (5) organization 

rewards, and (6) attractiveness to potential employers. 

Furthermore, the negative consequences of employee commit-

ment include (1) reduced mobility and career advancement, 

(2) reduced self-development and growth,(3) family strains 

and tension, and (4) stress. Their findings further reveal 

that, for the organization, employee commitment provides 

high productivity, low turnover, low absenteeism, and low 

tardiness. Committed employees, therefore, make an 

important contribution to the success of an organization 

(Mowday, Steers, and Porter 1979). 



CHAPTER III 

PROCEDURES FOR COLLECTING DATA 

A list of organizations located in a North Texas 

metropolitan area was requested from the Wichita Falls Board 

of Commerce and Industry (BCI), which is a nonprofit busi-

ness corporation. Its membership is comprised of more than 

1,300 business, professional, and industrial member firms. 

The BCI's focus is toward economic development of Wichita 

Falls, recruiting new business and industry, and working 

with existing businesses and industries to create new jobs 

for Wichita Falls. BCI began in 1969 with the merger of the 

Wichita Falls Chamber of Commerce and the Wichita Falls 

Industrial Development Corporation. Therefore, the BCI was 

considered the expert source for determining companies which 

were representative of the Wichita Falls business and 

industrial community. Based on its recommendation, the 

selected companies were chosen for this study. 

The survey, Organizational Commitment Questionnaire 

(see appendix), and a demographic questionnaire were admin-

istered to organizations selected from this list. The 

questionnaires were administered to all employees of the 

organizations during their spring opinion survey period. 

The following procedures were used to collect the data. 

18 
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1. Company 0—The questionnaires were administered to 

all employees during their staff development meeting. 

2. Company 2—The questionnaires were administered to 

all employees in three groups of approximately seventy-five 

employees. The night shift employees were surveyed by a 

representative of the company and the data were collected 

from the Personnel Manager. 

3. Company 3—The questionnaires were administered by 

the researcher to all employees in groups of approximately 

100 employees. 

4. Company 1(a)—This company, a banking organization, 

notified the researcher that, due to the economic status of 

North Texas at the time, the research project would not be 

allowed (see appendix). 

5. Company 1(b)—A proposal was presented to the 

Vice-President of Marketing. The executive staff met and 

agreed to the project. This banking institution has two 

branches; one located on Sheppard Air Force Base, and 

another in Wichita Falls. Each branch manager requested 

that the researcher administer the questionnaire to 

employees. Upon completion the researcher collected the 

data. 

Of the original questionnaires, 1,055 were returned, 

providing a 77 percent response rate. Three hundred and 

sixteen employees failed to return questionnaires due to 

vacations, business trips, and other reasons. 
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The survey measured each employee's commitment to his 

or her organization. The instrument consists of fifteen 

statements which measure an employee's feelings about the 

organization. Responses to each item are measured on a 

seven-point scale with scale point anchors labeled as 

follows: (1) strongly disagree, (2) moderately disagree, 

(3) slightly disagree, (4) neither disagree nor agree, 

(5) slightly agree, (6) moderately agree, and (7) strongly 

agree. Demographic data requested in a separate question-

naire were educational level, gender, age, tenure, unit 

size, and orientation attendance. Multiple regression was 

applied to this information to determine relationships 

relative to the statement of purpose of this study with 

respect to organizational commitment. 

Population 

The population for this study was comprised of all 

employees from selected organizations in the North Texas 

metropolitan area. The total number of employees was 1,371 

(Company 0—211, Company 1--85, Company 2—225, Company 

3 850). Therefore, the N for this study was 1,055. The 

net usable response was 1,052, or 77 percent. 

Research Procedures 

The following procedures were necessary in conducting 

this study. 
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1. Permission for the use of the Organizational 

Commitment Questionnaire was obtained from the publisher, 

Academic Press. The Academic Press published the question-

naire in the Employee-Organization Linkage by Mowday, 

Porter, and Steers. A copy of the permission letter is 

included in the appendix. 

2. Respondents were asked to complete the two ques-

tionnaires, which were then collected by the researcher. 

3. The selected organizations requested that the 

researcher cidminister the questionnaires so that employees 

would not assume that the project was a company project. 

4. The completed questionnaire was scored using the 

Organizational Commitment Questionnaire scoring directions 

(Mowday, Porter, and Steers 1970). 

5. The following strategies were used to assure 

confidentiality: (a)each respondent was asked to furnish 

information anonymously, and (b) the selected organizations 

were coded 0, 1, 2, 3. Only the researcher knew this 

coding. 

Instrumentation 

The Organizational Commitment Questionnaire measures 

employees" commitment to work organizations. The instrument 

was developed by Richard T. Mowday, Richard N. Steers, and 

Lyman W. Porter in 1979. The questionnaire was administered 

by its developers to 2,56 3 employees working in a wide 
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variety of jobs in nine different organizations: public 

employees, classified university employees, hospital 

employees, bank employees, telephone company employees, 

scientists and engineers, auto company managers, psychiatric 

technicians, and retail management trainees. The mean level 

of commitment ranges from a low of 4.0 to a high of 6.1 

across the nine samples, which is slightly above the mid-

point on the seven-point Likert-type scale. Standard 

deviations indicate an acceptable distribution of responses 

with samples (Table 9). 

Estimates of internal consistency were calculated in 

three different ways: (1) coefficient « = median correla-

tion 90 (Cronback 1951); (2) item analysis—median 

correlation of .64; (3) factor analyses (Kaiser 1958). 

In order to examine the stability of the Organizational 

Commitment Questionnaire over time, test-retest reliabilities 

were computed for two samples for which multiple data prints 

were available. The test-retest reliabilities ranged from 

r = .53 to .75 (Smith, Kendall, and Hulin 1969). 

The predictive validity of the Organizational Commitment 

Questionnaire was examined in five studies, including a 

study conducted independently by Horn, Katerberg, and Hulin 

(1978) which used a measure of actual reenlistment among 

part-time military personnel. The questionnaire was found 

to be a fairly stable predictor of employee turnover (Porter 

and Steers 1977; Steers 1977). Correlations were found 



23 

between the Organizational Commitment Questionnaire and 

actual tenure (Salancik 1972). 



CHAPTER IV 

PRESENTATION AND ANALYSIS OF DATA 

The purpose of this study was to determine if a rela-

tionship exists between organizational commitment and the 

demographic variables of unit size, tenure, highest educa-

tional level, gender, and age, as well as the variable of 

orientation attendance. Multiple regression analysis was 

used to test each hypothesis of the study. Stepwise regres-

sion was used to support the results of the standard 

multiple regression. 

Borg (1983) defines multiple regression as an analysis 

used to predict performance on one criterion variable from 

the individual's performance on several predictor variables. 

Borg further states that the advantage of multiple regres-

sion is that it permits the researcher to explore 

simultaneously the relationship of several independent 

(predictor) variables to a dependent (criterion) variable. 

The independent variables used for this study were 

(1) orientation attendance, (2) unit size, (3) educational 

level, (4) gender, (5) age, and (6) length of service; and 

the dependent variable was commitment. Multiple regression 

design, as defined by recognized and accepted authorities in 

the field of educational research, was the most appropriate 

24 
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design for this study. Ferguson (1981) defines stepwise 

multiple regression as an analysis whereby the best pre-

dictor is paired with every other predictor in turn and a 

multiple correlation calculated for each pair of predictors. 

A probability level of .001 was the criterion for signifi-

cance. Table 9 provides norms for the Organizational 

Commitment Questionnaire. 

For the purpose of this study, the cut-off score for 

organizational commitment was determined to be a score 

between five and seven. The overall range of organizational 

commitment using a Likert-type scale was one to seven. For 

example, if an employee had an organizational score ranging 

between five and seven, the employee was considered com-

mitted to the organization. If the employee had a score 

ranging between 1 and 4.9, he or she was described as not 

committed to the organization. This determination was used 

on the normative chart developed by Mowday, Porter, and 

Steers (1982), the authors of the Organizational Commitment 

Questionnaire. The authors of the questionnaire were 

contacted and assured the researcher that there is no 

definitive measure for organizational commitment. The score 

is based on the normative chart developed by the authors 

(appendix). The authors stated that the researcher had the 

right to set the score used for organizational commitment 

(Mowday, Steers, and Porter 1988). Demographic data for the 

study were compiled from a demographic questionnaire. 
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Presentation of Data 

Initially it was necessary to describe the statistical 

makeup of the population. Respondents were selected from 

companies chosen from a list of organizations representative 

of a North Texas metropolitan area. This list was provided 

by the Board of Commerce and Industry (BCI). One thousand 

fifty-five of the original 1,371 questionnaires were 

returned, providing a 77 percent response rate. Three 

respondents failed to complete sections of the question-

naire. The net usable response was 1,052, or 77 percent. 

Table 1 provides a composite of the employees' demographic 

data. The companies selected represent banking, industry, 

and education in a North Texas metropolitan area. 

The following analysis focuses on the independent 

variables (length of service, educational level, gender, 

age), followed by the dependent variable (commitment). 

Independent Variables 

The respondents varied by demographics. A total of 351 

(33.3 percent) had a length of service of 1 to 3 years, 371 

(35.2 percent) had tenure of 4 to 7 years, 236 (22.4 

percent) had tenure of 8 to 11 years, and 91 (8.6 percent) 

had tenure greater than 11 years. The educational level of 

the respondents was a bell curve. Ninety-four (8.9 percent) 

had less than a twelfth-grade education, 86 (8.2 percent) 

had a GED, 394 (37.3 percent) had a high school diploma, 347 



27 

TABLE 1 

COMPOSITE PICTURE OF POPULATION 

Demographic Variables Number Percent 

Organization 
Company 0 40 "? a 
Company 1. 57 5^3 
Company 2 146 13>*8 

Company 3 80 9 77.0 

Length of Service 
I to 3 years 351 33.3 
4 to 7 years 371 oc •? 
8 to 11 years 236 22^4 
II or more years 91 3.6 

Educational 
Less than 12 years 94 g.9 
GEE) 86 8.2 
High School Graduate 394 37.3 
Some College 347 32^9 
College Graduate 70 6^6 
Post Graduate 61 5^3 

Gender 
Male 537 50.9 
Female 514 48.7 

Age 

18 to 24 years 109 10.3 
25 to 3 4 years 446 42.3 
35 to 44 years 280 26.*5 
45 to 54 years 150 14.2 

6.4 54 or more years 67 

Commitment Score 
Less than 4.9 415 39.3 
More than 5.0 634 6^4 

Note: N = 1,052. ~ ~ 

32.9 percent) had some college, 70 (6.6 percent) had 

college degrees, and 61 (5.8 percent) had post-graduate 
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hours. Of the total number of respondents, 537 (50.9 

percent) were male and 514 (48.7 percent) were female. Of 

the employees responding, 109 (10.3 percent) were 18 to 24 

years old, 466 (42.3 percent) were 25 to 34 years old, 

280 (26.5 percent) were 35 to 44, 150 (14.2 percent) were 45 

to 54, and 67 (6.4 percent) were over 54 years of age. 

Dependent Variable 

Of the total of 1,052 employees, 415 (39.3 percent) 

were not committed to their organizations and 63 4 (60.1 

percent) were committed to their organizations. Organiza-

tional commitment scores were determined by use of the 

Organizational Commitment Questionnaire developed by Mowday, 

Porter, and Steers. For the purpose of this study, a 

commitment score of less than 4.9 indicates a non-committed 

employee, and an organizational commitment score of greater 

than 5.0 indicates a committed employee. Responses on each 

questionnaire were coded using a codebook for demographics 

(see appendix). The computer program SPSSX was used to 

compile the multiple and stepwise regression analysis. The 

regression formula was as follows: 

Y1 = byi.2 X
1! + bY2.i x

12 + 3.12 X13 

where Y-*- = predicted organizational commitment, and 

^ - selected variables (orientation attendance, unit 

size, length of service, educational level, 

gender, age). 
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Multiple Regression Analysis 

The correlation coefficients of the dependent variable 

with the independent variables are presented in Table 2. 

None of the correlations was strong. Organizational 

commitment scores and gender showed the strongest signifi-

cant relationship (.14), followed by length of service 

(tenure) and organizational commitment scores (-.08), which 

showed an inverse relationship. 

This inverse relationship expresses the concept that 

employees with shorter tenures tend to be more committed to 

TABLE 2 

PERCENTAGE OF VARIANCE OF SELECTED VARIABLES AND 
ORGANIZATIONAL COMMITMENT 

Independent Variables Betas Standard of Error 

Orientation Variable not in equation 

Unit size Variable not in equation 

Length of Service -.08 .016 

Educational Level -.02 . 013 

Gender .14 .03 

Age 

Mnfo „ A m 

.02 .015 
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their organizations. Age and organizational commitment show 

the weakest of the statistically significant relationships 

(.047) followed by educational level and organizational 

commitment (-.02) which was an inverse relationship, showing 

that employees with less education tend to be more committed 

than more educated employees. For this study, unit size and 

orientation attendance were not statistically related to 

organizational commitment. Therefore both variables were 

rejected from the multiple regression equation. 

Table 3 presents information concerning the weakness of 

this multiple regression model. This model shows that the 

TABLE 3 

MULTIPLE REGRESSION RESULTS OF THE IMPACT OF SELECTED 
VARIABLES ON ORGANIZATIONAL COMMITMENT 

Dependent Variable: Organizational Commitment 

Independent Variables: Orientation Attendance 
Unit Size 
Length of Service 
Educational Level 
Gender 
Age 

Multiple R = .18825 

Multiple R2 == .03544 

Standard 
Error of 
Estimate = .48648 

N n f p • t> ^ f i n i 
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five independent variables account for only 3 percent of the 

variance in the relationship between organizational 

commitment and the selected variables, as indicated by R2 of 

.03544. Therefore, approximately 97 percent of the 

unexplained variance is accountable for the organizational 

commitment of the employees at the selected organizations 

used in this study. 

Stepwise Regression Analysis 

It is appropriate at this point that the unique multi-

variate relations between the selected variables be 

presented. The objective is to measure the explanatory 

power or value of the demographic variables on organiza-

tional commitment by holding certain variables constant. To 

do so, stepwise regression techniques were employed to 

statistically control for the effects of the selected 

variables on the dependent variable (organizational com-

mitment) . After the necessary manipulations of 

the data, an organizational commitment model was developed 

which shows the degree of impact the selected variables had 

on organizational commitment. Table 4 presents information 

concerning the significance of the selected variables after 

certain relationships were controlled. 

Table 4 shows the rank order of gender and length of 

service. The remaining four variables—orientation atten-

dance, age, unit size, and educational level—failed to add 
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to the explained variance. The computer dropped those 

variables from analysis by not adding them into the equa-

tion. None of the relationships of the selected variables 

is impressive. The standard error for each variable in the 

model is high (.48). The higher the standard of error, the 

less accurate the prediction. The five independent 

variables operating jointly account for only 3 percent of 

the variance in organizational commitment, as indicated by 

R of .03. Gender and length of service explain 2.9 percent 

of the variance with a residual variance (unexplained 

variance) of 97 percent. 

TABLE 4 

STEPWISE REGRESSION OF SELECTED VARIABLES ON 
ORGANIZATIONAL COMMITMENT 

Explanatory 
Variables 

b 
Standardized 
Regression 

Coefficients 
(betas) 

Standard Error 
of Regression 
Coefficients 

Gender .16 .48791 

Length of Service -.06 .48721 

(Intercept) .56 

Note: p = .001. 

In previous studies using the same selected variables, 

it was found that gender is usually related to commitment 

(Angle and Perry 1981; Glisson and Durick 1988; Gould 1975; 
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Grusky 1966; Hrebrinial and Alutto 1972). As a group, women 

were found to be more committed than men. Grusky explains 

that women generally have to overcome more barriers to 

attain their positions, thereby making organizational 

membership more important to them. 

Previous research suggests that one of the strongest 

predictors of commitment is length of service. The longer 

employees work for an organization, the more likely they are 

to report high levels of commitment (Angle and Perry 1981; 

Glisson and Durick 1988; Morris and Sherman 1981). This 

information is summarized in Figure 1. 

Length of 
Service 

Commitment in 
Later Career 
Changes 

Investments 
Social Involvements 
Job Mobility 
Sacrifices 

Figure 1. Major influences of the continuing 
development of organizational commitment during the later 
career changes. y t e r 

Testing the Hypotheses 

Multiple regression was selected to test the 

hypotheses. Borg and Gall (1983) states that the advantage 

of multiple regression is that it permits the researcher to 

explore the relationship of several independent (predictor) 

variables to a dependent (criterion) variable 

simultaneously. The independent variables were (1) orienta-

tion attendance, (2) unit size, (3) educational level, 
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(4) gender, (5) age, (6) length of service; and the 

dependent (criterion) variable was organizational commit-

ment. A probability level of .001 was the criterion for 

significance. The population included all employees from 

selected organizations in a North Texas metropolitan area. 

The first hypothesis examines the relationship between 

organizational commitment and unit size. Hypothesis 1, in 

the null form, states: There will be no significant rela-

tionship between organizational commitment and unit size. 

Data representative of Hypothesis 1 are illustrated in Table 

2. In this case the dependent variable was organizational 

commitment and the independent variable was unit size. The 

SPSSX computer program rejected unit size. Therefore data 

for unit size was dropped from the equation. SPSSX rejects 

data when the data have no bearing on the equation (Dover 

1989). Therefore, Hypothesis 1 is retained. There is no 

significant relationship between organizational commitment 

and unit size. Table 2 illustrates these results. Stepwise 

regression and multiple regression were used to test the 

null hypothesis using data from Table 1. The level of 

significance used was .001. 

Table 2 shows the percentage of variance of selected 

variables and organizational commitment. Tables 5, 6, 7, 

and 8 contain cross-tabulations of the variables and organi-

zational commitment. These four tables present data showing 
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percentages of organizational commitment in each of the 

specific variable components. 

Table 5 illustrates the results of Hypothesis 2, which 

examines the relationship between organizational commitment 

and educational level. Hypothesis 2, in the null form, 

states: There will be no relationship between organiza-

tional commitment and educational level. Based on the beta 

score for educational level, -.02, Hypothesis 2 is retained. 

This beta is an inverse one, which indicates that the less 

educated an employee is, the more committed the employee is. 

TABLE 5 

ORGANIZATIONAL COMMITMENT AND EDUCATIONAL LEVEL 

.. _ , Commitment Score 
Educational Level n % Com. % Non-Com % 

Less than 12 years 94 8.9 61 64.9 33 35.1 
GED 86 8.2 52 60.5 34 39.5 

High School Graduate 394 37.5 237 60.5 156 35.5 
Some College 347 33.0 216 62.5 130 37.5 
College Graduate 70 6.7 35 50.0 35 50.0 
Post-Graduate 61 5.8 34 55.7 27 44.3 

iNote: n = 1,052. — — 
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There is no significant relationship between organizational 

commitment and educational level for this study. Multiple 

and stepwise regression were used to analyze these data at 

the .001 level of significance. 

The third hypothesis explored the relationship between 

organizational commitment and gender. Hypothesis 3, in the 

null form., states: There will be no significant relation-

ship between organizational commitment and gender. Based on 

the resultant beta of .14, Hypothesis 3 is rejected at the 

.001 level of significance. There is a significant rela-

tionship between organizational commitment and gender. 

Tables 2 and 6 illustrate the results of the multiple and 

stepwise regression used to support these data. 

TABLE 6 

ORGANIZATIONAL COMMITMENT AND GENDER 

Gender n % 
Commitment Score 

Com. % Non-Com. % 

Males 537 51. 0 281 52.3 254 47.3 
Females 515 00

 
* 9 352 68.5 161 31.3 

Note: n = 1,052. 

Hypothesis 4 examines the relationship between organi-

zational commitment and age. Multiple and stepwise 

regression were used to test the null hypothesis using data 
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from Table 1. Hypothesis 4, in the null form, states: 

There will be no significant relationship between organi-

zational commitment and age. Based on the resultant beta of 

.047, Hypothesis 4 is retained. There is not a significant 

statistical relationship between organizational commitment 

and age at the .001 level. Tables 2 and 7 illustrate these 

data. 

Hypothesis 5 examines the relationship between organi-

zational commitment and length of service (tenure). 

Hypothesis 5,m the null form, states: There will be no 

significant relationship between organizational commitment 

and length of service (tenure). Results of the regression 

analysis show a beta of -.089, which is expressed in the 

inverse. This result indicates that the shorter the time an 

TABLE 7 

ORGANIZATIONAL COMMITMENT AND AGE 

Age Commitment Score 
— % Com. % Non-Com. 

18 to 24 years 

25 to 34 years 

35 to 44 years 

45 to 54 y«;ars 

Note: n = 1,052. 

109 10.4 62 56.9 47 43.1 

446 42.4 264 59.2 180 40.4 

280 26.6 172 61.4 108 38.6 

67 6.4 42 62.7 25 37.3 
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employee remains with an organization the more committed he 

or she is. Tables 2 and 8 illustrate these data. Multiple 

and stepwise regressions were used to test this null 

hypothesis. Based on the results, Hypothesis 5 is rejected 

at the .001 level of significance. There is a significant 

relationship between organizational commitment and length of 

service. 

TABLE 8 

ORGANIZATIONAL COMMITMENT AND LENGTH OF SERVICE 

rQ„„fV, ^ a . Commitment Score 
Length of Service n % Com. % Non-Com. 

1 to 3 years 351 33.4 230 65.5 121 34.5 

4 to 7 years 371 35.3 215 58.0 156 42.0 

8 to 11 years 236 22.4 141 60.1 94 39.8 

More than 11 years 91 9.0 48 52.7 43 47.3 

Cross-tabulation of the data shows that employees with 

1 to 3 years of service were more committed to their 

organization, followed by the 8 to 11 year group of 

employees. This result suggests that employees in the 1 to 

3 year range had not yet formulated negative attitudes 

concerning their organizations. Their jobs were still 

challenging to them. They had not become indifferent, as in 

the case of employees with more than 11 years tenure. 



39 

Furthermore, the 8 to 11 year group of employees had more 

time invested in the company and probably did not wish to 

lose their seniority. 

The sixth and final hypothesis examines the relation-

ship of organizational commitment and orientation 

attendance. All 1,052 respondents stated that they had 

attended an orientation. Based on the suggestion of Ernest 

Dover, statistician for the Political Science Department at 

Midwestern State University, orientation attendance was not 

included in the equation since the results would not be 

significant. 



CHAPTER V 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

Summary 

The purpose of this study was to assess the role of 

orientation attendance, unit size, educational level, 

gender, age, and tenure on organizational commitment in 

selected organizations in a North Texas metropolitan area. 

The population included all employees of the selected 

organizations. Each of the 1,371 employees was administered 

t h e Or9an:i-zational Commitment Questionnaire and a demo-

graphic questionnaire. The Organizational Commitment 

Questionnaire presented employees with fifteen statements 

which measure employees' feelings about their organizations. 

Responses to each item were measured on a seven-point scale 

with scale point anchors labeled (1) strongly disagree, 

(2) moderately disagree, (3) slightly disagree, (4) neither 

disagree nor agree, (5) slightly agree, (6) moderately 

agree, and (7) strongly agree. An R denoted a negatively 

phrased and reverse-scored item. The cut off score for 

organizational commitment was determined to be a score from 

five through eleven. The overall range of organizational 

commitment using a Likert-type scale was one to seven. A 

score of less than 4.9 indicated non-commitment, whereas a 

40 
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score of 5.00 or higher indicated commitment. The results 

were scored to determine respondents' organizational commit-

ment scores. Multiple and stepwise regressions were used to 

determine if any of the selected variables were significant 

in determining organizational commitment at the .001 level 

of significance. 

Conclusions 

Based on data obtained from a SPSSX multiple regression 

printout using data from the Organizational Commitment 

Questionnaire and the demographic questionnaire, it was 

concluded that gender and length of service had the 

strongest impact on organizational commitment at selected 

organizations in a North Texas metropolitan area. Organiza-

tional commitment was not significantly related to 

educational level, age, unit size or orientation attendance. 

Consequently, Hypotheses 3—gender and 5—length of service 

were supported in this study. Data for Hypotheses 1—unit 

size, 2—educational level, 4—age, and 6—length of service 

did not support the hypothesized relationships. 

The average commitment score of the 1,052 respondents 

was 5.12, which indicates that, on the average, respondents 

at their selected organizations were committed to their 

organizations. Interviews with the personnel managers at 

the selected organizations revealed that morale and employee 

attitudes were good at each organization. All personnel 
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managers stated that they would be surprised if their 

employees were not committed to their organizations. 

All managers indicated that their employees exhibited 

strong work ethics. Research shows a relationship between 

organizational commitment and work ethic. Modest support 

has emerged to suggest that individuals with strong personal 

work ethics tend to be highly committed to their organiza-

tions (Hall and Schneider 1972; Morrow and McElroy 1986). 

One study discovered that workers with a work-oriented 

central-life interest were also highly committed to their 

organizations (Dubin, Champoux, and Porter 1975) 

Unit Size 

The SPSSX computer program dropped unit size from a 

multiple regression equation, indicating that unit size had 

no bearing on organizational commitment for this study. 

Most research dealing with unit size is concerned with its 

impact on turnover in relation to commitment {Benson, 

Dickerson, and Neidt 1987). In summary, organizational size 

and turnover relating to organizational commitment appear to 

be related over time. Whereas some degree of relationship 

is indicated, it appears that change in organizational size 

is usually only a minor determinant of turnover and probably 

operates through other, exogenous variables. A number of 

reviews (Benson, Dickerson, and Neidt 1987; Mobley et al. 
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1979, Price 1977) indicate that research to date has not 

been inclusive on this issue. 

Education 

Education has often been found to be inversely related 

to commitment (Angle and Perry 1981). it is suggested that 

this inverse relationship may result from the fact that more 

highly-educated individuals have higher expectations which 

the organization may be unable to meet. Moreover, highly-

educated individuals may also be more committed to a 

profession or trade than to an organization (Morris and 

Sherman 1981). Furthermore, highly-educated employees have 

more marketable skills which enable them to be mobile 

(Mowday, Porter, and Steers 1982) . 

Gender 

As a group, females were found to be more committed 

than males. The average commitment score for males was 4.86 

whereas the average commitment score for females was 5.39. 

Females have to overcome more barriers to attain their 

positions in an organization, thereby making organizational 

membership more important (Grusky 1966). 

Age 

In previous research, commitment has been found to be 

positively related to age (Angle and Perry 1981; Morris and 

Sherman 1981). As age increases, individuals' opportunities 
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for alternate employment become more limited. This decrease 

in freedom may increase the perceived value of the present 

employer, thereby leading to increased psychological attach-

ment (Mowday, Porter, and Steers 1982). 

Analysis of the data in this study shows that 79.4 

percent of the respondents were below 44 years of age. This 

indicates that, developmentally, they were still maturing. 

This age group is defined as the "baby boom" generation. 

Traditionally their sense of commitment is not great 

(Levinson 1977; Milkovich and Glueck 1985; Walker 1980). 

The least-committed age group in this study was from 18 to 

24 years of age. Members of this age group are still in the 

process of finding work that is personally fulfilling, while 

older workers are more likely to have found their niche in 

life (Papalia and Olds 1981). The most highly committed 

group in this study was the group of employees who were over 

54 years of age. The value this group attached to work was 

somewhat different from that of the 18 to 24-year-old group 

(Milkovick and Glueck 1985; and Walker 1980). 

In a sample of human service workers, Morris and 

Sherman (1981) discovered that older workers, less-educated 

employees, and employees with a greater sense of competence 

had higher levels of organizational commitment. O'Reily and 

Calwell (1981.) report that workers who perceived few 

alternative options for employment tended to have greater 

organizational commitment. Since industry and employment in 
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North Texas is limited; perhaps the need for commitment is 

higher there. 

Length of Service 

In this study, respondents with longer service tended 

to be less committed to their organizations. Length of 

service is often associated with increasing investments and 

social involvement, decreased mobility, and sacrifices 

(Salancik 1977). Reichers' 1986 study revealed a positive 

correlation between tenure in an organization and 

commitment. This association is based on previous research 

using a structural approach to the study of organizational 

commitment by Becker (I960) which shows that, over time, 

individuals become committed to organizations as a result of 

the accumulated investments they have made in organizational 

membership. Previous studies indicate that tenure and 

commitment are not significantly related. Tenure has also 

been used as a summary variable—a variable that captures 

the essence of an individual's investments over time 

(Farrell and Rusbult 1985). For this study crosstabulation 

of the data showed that employees with one to three years of 

service are more committed to their organizations, followed 

by employees with eight to eleven years service. This 

suggests that employees in the one to three year range have 

not yet formulated any negative attitudes concerning their 

organizations. The job may still be challenging to them. 
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They have not become indifferent as in the case of some 

employees with eleven 027 more years of service. 

Furthermore, the employees with eight to eleven years of 

service have time invested in their company and, therefore, 

may not want to lose their seniority. 

Orientation Attendance 

All of the respondents in this study had attended an 

orientation. Therefore, orientation was omitted from the 

regression equation. 

Problems 

Several problems occurred in the sampling procedures. 

Due to the economic status of North Texas, Company la 

refused the opportunity to participate in the study. 

Therefore, Company 2b was asked to participate. 

The literacy level of the sample also played a role in 

the administration of the Organizational Commitment Ques-

tionnaire. Many respondents had difficulty understanding 

the R statements on the questionnaire. This made it neces-

sary for the researcher to read and interpret some of the 

statements to some respondents. 

Finally, among the personal characteristics assessed, 

prior correlational findings for age were replicated, but 

this was not the case for education and gender. With the 

exception of tenure, the organizationally referenced 

personal characteristics were all significantly, although 
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weakly, associated with commitment (Decotiis and Summers 

1987; Luthans, Back/and Taylor 1987). There are at least 

two explanations for the disappointing results with respect 

to the ability of personal characteristics to predict 

commitment. First, it is possible that they are simply not 

a part of the commitment construct; that is, there is not a 

commitment profile of an individual. Second, there is the 

possibility that while there are personal characteristics 

that cause commitment, they are not included in published 

research. With respect to the first explanation, it is 

reasonable to assume that personal characteristics such as 

age, gender and, to a certain extent, education are brought 

to an organization by individuals, or at least that their 

development is independent of membership in any particular 

organization. Thus, there is little reason to expect that 

personal characteristics should be predictive of commitment 

(Decotiis and Summers 1987). It should be noted that gender 

and length of service explained only 2.9 percent of the 

variance as revealed by the stepwise regression analysis. 

The residual or unexplained variance is 97 percent of the 

total variance. This indicates that 97 percent of the 

construct commitment is explained by variables that have an 

impact on organizational commitment, but were not surveyed 

in this study. 
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Recommendations 

Based on the results of this study, the following 

recommendations are made: 

1. It is recommended that additional studies be 

conducted using the Organizational Commitment Questionnaire 

to show the relationship between organizational commitment 

and other antecedents of organizational commitment. Such 

antecedents may be role-related characteristics (i.e., 

employee roles, job characteristics, and role conflict), 

structural characteristics (i.e., union presence, span of 

control, and worker ownership), work experience, and 

personality factors. 

2. It is recommended that a follow-up study be con-

ducted using the Organizational Commitment Questionnaire to 

show the relationship between organizational commitment and 

race. Many myths exist concerning the organizational 

commitment of different ethnic groups. This type of study 

could shed light on the fallacies of such myths. 

3. It is recommended that a follow-up study be done 

using the Organizational Commitment Questionnaire and a 

work-ethic questionnaire to determine the relationship 

between organizational commitment and work ethic. Many of 

the respondents to this study were retired military person-

nel and members of other retired groups, which most often 

have positive work ethics. 
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4. It is recommended that an orientation attendance 

questionnaire be developed for use with the Organizational 

Commitment Questionnaire in order to show the relationship 

between organizational commitment and orientation atten-

dance. Previous studies show that length and content of an 

orientation are directly related to organizational com-

mitment (Mowday, Steers, and Porter 1979; Wanous 1980) 

5. It is recommended that research be conducted in 

other organizations and cultural settings so that this study 

can be generalized to a greater number of employees. 

In summary, it is recommended that when administering 

Organizational Commitment Questionnaire future 

researchers should explain the R statements on the question-

naire. Many of the respondents had difficulty understanding 

these statements. It is also imperative that future 

researchers administer the questionnaire rather than 

allowing organizations to administer the questionnaire. It 

was discovered that many respondents had difficulty reading 

and comprehending the statements. For this reason it was 

necessary to read and interpret the statements for some 

respondents. 
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Cover Letter 

Date 

Plant Manager, CEO, President 
Organization 
Address 

Dear : 

As a doctoral candidate in Vocational Education-Personnel 
Management at the University of North Texas, I have 
undertaken a study of the impact of selected variables on 
organizational commitment in selected organizations in a 
North Texas metropolitan area. 

The essential components of the study are (1) orientation 
attendance, (2) unit size, (3) educational level, 
(4) gender, (5) age, and (6) length of service (tenure) 

All data will be treated with the strictest confidentiality 
and anonymity. This study is not intended to critique any 
company's personnel practices, but rather to encourage 
companies to conduct a continuous orientation process and to 
encourage more companies to relocate in Wichita Falls, where 
they might benefit from the local employee organizational 
commitment. 

I would like to take this opportunity to thank you in 
advance for your cooperation and will look forward to 
receiving the questionnaire back from you in the very near 
future. When your employees have completed the 
questionnaire I would be happy to pick it up. My number is 
(w) XXX-XXXX, (h) XXX-XXXX. If you would like to know the 
results oi. this study, please contact me. 

Sincerely, 

Michaelle Kitchen 
Vernon Regional Junior College 
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Academic Press Inc. M a r c h 9 > 1 9 8 8 52 

111 Fifth Avenue 
New York, NY 10003 

Dear Sir, 

I am a Doctoral Student at North Texas State University. I have chosen 
as my topic Organizational Commitment for my Dissertation. One of the books 
that I have chosen as a research source is your book, Employee - Organization 
Linkages by Mowday, Porter, and Steers. In this book on page221, their is 

a copy of Mowday, Steers, and Porter's, Organizational Commitment Questionnaire 
(OCQ). 

I am writing this letter to request permission from the publisher and/or 
the authors of this book to use this questionnaire in my dissertation. I 

hope that you will grant my request. My address is Michaelle Kitchen, 1414 
Gunnison Drive, Wichita Falls, TX, 76305. 

Thank you. 

Michaelle L. Kitchen 

March 21, 1988 

PERMISSION GRANTED to use the questionnaire in your dissertation research and 
include it in the dissertation, provided that each copy carries a complete 

notation of the source, including the Academic Press copyright notice 

» 1PI79 b y A c a d e m i c P r e s s ' I n c-) a n d the words "Reprinted by 
Permission. Please note that this permission does not cover publication 

° ] o u r n a l o r o t h e r commerical publication. Should 
commercial publication of your thesis result, you must request permission 

Martha Strassberger 
Rights & Permissions 
Academic Press, Inc. 
Orlando, FL 32887 



PLEASE NOTE: 

Copyrighted materials in this document have 
not been filmed at the request of the author. 
They are available for consultation, however 
in the author's university library. 

These consist of pages: 

5 3 - 5 4 : Organizational Commitment Questionnaire 

UMI 
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Demographic Questionnaire 

Please indicate the appropriate response on the line, 

1. Have you attended an Orientation Program? 

Yes 
No 

2. Length of service with your company 

1-3 years 
4-7 years 
8-11 years 
more than 11 years 

Highest educational level 

less than 12 years 
GED 
high school graduate 
some college 
graduated from college 
some post-graduate college 

Gender 

Age 

male 
female 

18-24 years 
25-34 years 
35-44 years 
45-54 years 
55 and over 

Are you employed by: 

Company 0 
Company 1 
Company 2 
Company 3 
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TABLE 9 

ORGANIZATIONAL COMMITMENT QUESTIONNAIRE NORMS FOR 
MALES AND FEMALES 

Percentile Score 
OCQ Score 

Males (N = 978) Females (N = 1530) 

7.00 99.6 99.3 
6.75 98.4 97.4 
6.50 94.6 94.3 
6.25 90.7 89.4 
6.00 85.8 80.8 
5.75 77.1 74.4 
5.50 69.3 67.1 
5.25 62.4 58.5 
5.00 55. 7 49.3 
4.75 48.8 48.1 
4.50 42.3 34. 8 
4.25 35.0 28.0 
4.00 26.4 20.9 
3.75 20.9 17.5 
3.50 16.4 12.8 
3.25 11.8 9.9 
3.00 8.4 6.3 
2.75 6.3 4.7 
2.50 4.3 2.8 
2.25 2.7 1.9 
2.00 1.8 1.2 
1.75 1.1 0.9 
1.50 0.4 0.5 
1.25 0.2 0.3 
1.00 0.0 0.0 

Source: Mowday, Steers, and Porter, Journal of Vocational 
Behavior/ 1979, 14 224-247. 
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A Momentum Bank 

Carolyn Gary 
Senior Vice President 
Human Resources Director 

March 15, 1989 

To Whom It May Concern: 

Last summer Ms. Michaelle Kitchen, a doctoral candidate in Vocational 
Education/Personnel Management at University of North Texas, con-
tacted me concerning her study of the impact selected variables have 
on organizational commitment. 

After reviewing the components of the study, we eagerly accepted 
the opportunity to participate. However, due to current circum-
stances, participation at this time would be inexpedient. 

Our management has had a longstanding commitment to an indepth 
orientation program, and we believe that it has been a major factor 
in high morale and relatively low turnover through the years. 

No doubt, Ms. Kitchen's study would have been a helpful critique 
for our organization. 

Sincerely, 

Carolyn Gary 

CG/th 

PO Box 540, Wichita Falls, Texas 76307, 817 761 6590 
MBank Wichita Falls, N.A, Member MCorp. 
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Codebook for Demographics 

Column Variable Variable 
Number Number Name 

1 1 orientation 
0 = yes 
1 = no 

2 2 company size 
0 = 50-100 
1 = 101-200 
2 = 201-500 
3 = more than 500 

3 3 length of service 
0 = 1-3 years 
1 = 4-7 years 
2 = 8-11 years 
3 = more than 11 years 

4 4 educational level 
0 = less than 12 
1 = GED 
2 = HS 
3 = SC 
4 = CG 
5 = PG 

5 5 gender 
0 = male 
1 = female 

6 6 age 
0 = 18-24 years 
1 = 25-34 years 
2 = 35-44 years 
3 = 45-54 years 
4 = more than 54 years 

7 7 commitment score 
0 = less than 4.9 
1 = more than 5.0 

8 8 company ID 
0 = VRJC 
1 = Union Sq. 
2 = Siemens 
3 = Howmet 
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