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Many researchers (Meyer et al., 1989; McGee and Ford,
1987) have measured organizational commitment based
on two dimensions: affective and continuance
commitment. Both affective and continuance
commitment reflect links between the employees and
the organization. In an organization, employees are
likely to exhibit affective commitment when they have a
strong identification with their organizational goals and
values, or have a strong willingness to work hard for
their organization (DeCotiis and Summers, 1987).

These employees tend to exhibit behaviors to help their
organization achieve its goals (Mayer and Schoorman,
1992). Employees are also likely to exhibit continuance
commitment when they have achieved personal
investment (such as pensions) in their employing
organization (Scholl, 1981) or they have developed an
emotional attachment to their organization (Meyer and
Allen, 1984; McGee and Ford, 1987).

These employees have a strong intention to remain
members in their organization (Mayer and Schoorman,
1992). In recent years, many studies have focused on
the antecedents and consequences of organizational
commitment. Few studies have examined the
organizational commitment based on the interscale
correlation for affective and continuance commitment.
This study attempts to explore such correlation using
employees in the Taiwanese hotels as the population.

Literature Review
Researchers have found that organization is a predictor
of employee performance and turnover (Mowday et al.,

hotel. Data collected from respondents were analyzed using statistical
methods. This study indicates that affective commitment is not an important
factor that influences an employee’s level of continuance commitment.

1982). Employees with high organizational commitment
exhibit a greater desire to realize the company’s goals
(Steers, 1977) and to remain in the company (Mitchel
and Larson, 1987). In recent years, two distinct views of
organizational commitment have dominated the
literature. Meyer and Allen (1984) labeled these two
views as affective and continuance commitment.
Affective commitment is defines as “a strong belief in
and acceptance of organizational goals and values, and a
willingness to exert considerable effort on behalf of the
organization” (Agarwal et al., 1999). Continuance
commitment is defined as “a desire to remain a member
of the organization” (Agarwal et al., 1999).

According to the side-bet theory (Becker, 1960), the
more organizational resources one has accumulated and
could lose by leaving the employing system, the greater
the personal commitment to stay with the organization.
Becker (1960) also indicated that individuals become
committed to their organizations because the costs
associated with leaving are too high not because they
have an affective commitment to their employing
organization.

Meyer and Allen (1984) conducted two studies to
explore the correlations between affective commitment
scales (ACS) and continuance commitment scale (CCS).
In study 1, the correlation between ACS and CCS was -
0.01; in study 2, the correlation was 0.25. Meyer and
Allen concluded that the ACS and CCS did not correlate
significantly. In order to reexamine some psychometric
properties of the ACS and CCS, McGee and Ford
(1987) distributed questionnaires to 997 faculty from 4-
year colleges and universities in the United States and
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Canada. McGee and Ford reported that affective
commitment and continuance commitment were
insignificant (r=0.08)

Mowday et al. (1982) argued that educational level is
negatively related to affective commitment. Mowday et
al. explained the negative relationship form the
viewpoint of expectation. That is, employees with
higher educational levels may have higher expectations
than the organization can meet and, thus, the employees
may have limited desire to become involved in the
organization’s activities.

In regard to continuance commitment, Shore et al.
(1995) found that education is an investment, which can
increase skills that are valued by organizations, and well
educated employees have greater opportunities to select
expected jobs in other organizations than less educated
employees. Therefore, Shore et al. suggested that
employees with higher educational levels have less
continuance commitment than those with lower
educational levels.

Mathieu and Zajac (1990) stated that employees at
higher job levels are likely to receive more prestige and
financial opportunities (stock options or profit sharing
programs) from their organization than those at lower
job levels.

Mathieu and Zajac further pointed out that the prestige
can increase employees’ identification with their
organization and the financial opportunities can increase
employees’ desire to be a member of the organization.
Therefore, Mathieu and Zajac concluded that the higher
the job level the employees have, the more the affective
and continuance commitment the employees exhibit to
their organization.

In addition, Harris et al. (2001) found that employees at
higher job levels generally have strong beliefs in
organization’s values and are in important positions in
the organizational hierarchy. Therefore, according to
Harris et al., employees at higher job levels exhibit
higher levels of internalization and greater degrees of
identification with their organization than those at lower
job levels. Harris et al. further argued that because of
the internalization and identification, employees at
higher job levels are likely to exhibit more affective and
continuance commitment than those at lower job levels.

Research Design

This study used quantitative methodology to examine
the relationship between affective and continuance
organizational commitment. Subjects of this study were
the employees in Taiwanese hotels. In order to collect
primary data, subjects completed a questionnaire

containing the measure of their feelings of their
employing hotel. Data collected from respondents were
analyzed using statistical methods.

Sample and Data Collection

A questionnaire with a covering letter was distributed to
560 employees, randomly selected from 16 hotels listed
in the directory of Taiwan Tourist Hotel Association.
The covering letter explained to the respondents the
purpose and scope of this study, the importance of
responding and the strict confidentiality of their
responses. Of the 560 employees contacted, 38 could
not be reachable and 169 were excluded because of
incomplete data. This study obtained a final sample of
353 resulting in a return rate of 63 percent.

Study measures

Organizational Commitment Questionnaire (OCQ)
developed by Mowday et al. (1979) was used to
measure the degree of employees’ commitment to their
current organization. Mowday et al. (1979) found that
the OCQ had a consistently high coefficient a, ranging
from 0.82 to 0.93, based on a series of studies involving
2,563 employees in nine separate organizations. The
OCAQ contains 15 items that evaluate two dimensions of
organizational commitment: affective commitment and
continuance commitment. Of the 15-item OCQ, 9
focused on commitment-related attitude.

The 9-item (1,2,4,5,6,8,10,13, and 14) scale was used to
measure affective commitment. Of the 15-item OCQ, 6
focused on commitment-related behavior. The 6-item
(3,7,9,11,12, and 15) scale was used to measure
continuance commitment. A 5-point scale ranging from
1 (strongly disagree) to 5 (strongly agree) was employed
in this study. Respondents indicated their feelings about
their organization by circling one of the five choices.
The higher the average score of a particular dimension,
the greater the level of that type of organizational
commitment

Results

Organizational commitment was measured by
Organizational Commitment Questionnaire (OCQ)
which consists of two scales: an affective commitment
scale and a continuance commitment scale. In order to
provide more information about employees’ perception
of their organization, the mean and standard deviation
of each question on the scales were calculated and are
shown in Tables 1 and 2.
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Table 1: Mean score and standard deviation of each question on the affective commitment scale

Statement Mean Std. Deviation
I am willing to put in a great deal of effort beyond that normally expected in order to help
1 this organization be successful. 3.32 0.86
2 I talk up this organization to my friends as a great organization to work for. 298 0.73
4 I would accept almost any type of job assignment in order to keep working for this 384 116
organization. ) '
5 I find that my values and the organization’s values are very similar. 2.27 1.07
6 I am proud to tell others that | am part of this organization. 2.51 1.25
8 This organization really inspires the very best in me in the way of job performance. 3.29 0.84
I am extremely glad that | chose this organization to work for over others | was considering
10 - e 3.16 1.13
at the time | joined.
13 | really care about the fate of this organization. 4.53 0.83
14 For me this is the best of all possible organizations for which to work. 3.58 1.02
Table 2: Mean score and standard deviation of each question on the continuance commitment scale
Statement Mean Std. Deviation
3 | feel very little loyalty to this organization. 2.53 0.86
7 I could just as well be working for a different organization as long as the type of work was 3.86 115
similar. ) '
9 It would take very little change in my present circumstances to cause me to leave this 275 123
organization. ' '
11 There’s not too much to be gained by sticking with this organization indefinitely. 3.25 0.88
Often, I find it difficult to agree with this organization’s policies on important matters
12 - - 2.35 0.94
relating to its employees.
15 Deciding to work for this organization was a definite mistake on my part. 297 0.81

Correlations for affective and continuance
commitment
A Person Product Moment Correlation was conducted

to test the relationship between affective commitment

Table 3: Correlations for affective and continuance commitment

and continuance commitment. The correlation results (r
=0.12) is presented in Table 3.

Scale

Affective Commitment (9 items)

Continuance Commitment (6 items)

0.12 --

Discussion

The data in Table 1 indicate that the respondents most
agreed with question 13, “I really care about the fate of
this organization”, (4.53), and question 4, “I would
accept almost any type of job assignment in order to
keep working for this organization”, (3.84).

A possible reason for the results could be that employee
exhibits affective commitment because of a perceived
lack of employment alternatives. Looking at Table 1,

respondents least agreed with question 5, “I find that my
values and the organization’s values are very similar”,
(2.27), and question 6, “I am proud to be proud as long
as one is an employee in the organization. According to
Table 2, the mean score of question 7 and 11 were
higher than 3. Respondents indicate that there’s not too
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much to be gained by sticking with this organization
indefinitely (3.25).

Respondents tend to work for a different organization as
long as the type of work was similar (3.86). Table 3
presents a correlation of 0.12 between affective and
continuance commitment. That is, there is a positive,
but insignificant correlation between affective and
continuance commitment.

This study indicates that affective commitment is not an
important factor that influences an employee’s level of
continuance  commitment.  Individuals  become
committed to a course of action because the costs
associated with behaving otherwise are too high, not
because they have an affective attachment to the object
of their commitment (Becker, 1960). Due to few
employment alternatives, employees tend to remain
with their employing organization. Such employees
exhibit a quite different form of “commitment™ than the
affective view (McGee and Ford, 1987).

Organizational commitment could lead to several
specific behavioral outcomes, such as job performance
and attendance. This study only focused on the
correlations for affective and continuance commitment.

Therefore, future research should cover the correlations
of organizational commitment to its outcomes tell others
that I am part of this organization”, (2.51). Cultural
dynamics seem to be involved in these questions. “I
would rather be the head of a chicken than the rear of an
0x” is a common saying. It could be argued that people
in Taiwan usually have a dream of creating their own
business.

References

Agarwal, S., DeCarlo, T. E. and Vyas, S. B. (1999).
Leadership  behavior and organizational
commitment: A comparative study of
American and Indian salespersons. Journal of
International Business Studies, 30: 727-753.

Abdulla, M. H. A. and Shaw, J. D. (1999). Personal
factors and organizational commitment: Main
and interactive effects in the United Arab
Emirates. Journal of Managerial Issues, 11: 77-
93.

Aydin, B. and Ceylan, A. (2009). The effect of spiritual
leadership on organizational learning capacity.
African Journal of Business Management, 3(5):
184-190.

Andert, D., Platt, A. and Alexakis, G. (2011).
Alternative, grassroots, and rogue leadership:

A case for alternating leaders in organizations.
Journal of Applied Business Research, 27(2):
53-61.

Becker, H. S. (1960). Notes on the concept of
commitment. American Journal of Sociology,
66: 32-40.

Brain, K. and Lewis D. (2004). Exploring leadership
preferences in multicultural workgroups: An
Australian  case study. Leadership and
Organization Development Journal, 25: 264-
267.

Barbuto. J. E. and Burbach. M. E. (2006). The
emotional intelligence of transformational
leaders: A field of elected officers. The Journal
Social of Psychology, 146(1): 51-64.

Chang, E. (2002). Distributive justice and
organizational commitment revisited:
Moderation by layoff in the case of Korean
employees.Human Resource Management, 41:
261-270.

Culen, J. B., Parboteeah, K. P. and Victor, B. (2003).
The effects of ethical climates on
organizational commitment: A two-study
analysis. Journal of Business Ethics, 46: 127-
41,

Chen, Z. X. (2001). Further investigation of the
outcomes of loyalty to supervisor job
satisfaction and intention to stay. Journal of
Managerial Psychology, 16: 650-660.

DeCotiis, T. A. and Summers, T. P. (1987). A path
analysis of a model of the antecedents and
consequences of organizational commitment.
Human Relations, 40: 445-470.

Dushon D. and Plowman, D. A. (2005). Nurturing the
spirit at work: Impact on unit performance.The
Leadership Quarterly, 16(5): 807-834.

Dionne, D. S. and Yammarino, J. F. (2004).
Transformational  Leadership and Team
Performance. Journal of Organizational
Change Management, 17: 177-193.

Erich C. F., Aharon T. and Cristinel V. (2010). Age
cohort effects, gender, and Romanian
leadership preferences. The Journal of
Management Development, 29(4): 364-376.

Gary W. I. and Theresa J. B. (2010). Transformational
and active transactional leadership in the
Canadian military. Leadership & Organization
Development Journal, 31(3): 246-262.

Harris, J. 1., Moritzen, S. K., Robitschek, C., Imhoff, A.
& Lynch, J. L. A. (2001). The comparative
contributions of congruence and social support
in career outcomes. Career Development
Quarterly, 49: 314-323.

Hislop, D. (2003). Linkinghuman resource management
and knowledge management via commitment:

92


http://www.thefreedictionary.com/congruence

Journal of Asian Business Strategy, 2(5): 89-94

A review and research agenda.Employee
Relations, 25: 182-202.

Hasan, A. A. and Grace, C. K. (2006). Leadership styles
in the Palestinian large-scale industrial
enterprises. Journal of Management
Development, 25(9): 832-849.

Hough, J. R. and Ogilvie, D. T. (2005). An empirical
test of cognitive style and strategic decision
outcomes. Journal of Management Studies,
42(2): 417-448.

Heiens, R. and Pleshko, L. (2011). A contingency
theory approach to market orientation and
related marketing strategy concepts: Does fit
relate to profit performance? Management &
Marketing, 6(1): 19-34.

Johns, G. (2006). The essential impact of context on
organizational ~ behavior. =~ Academy  of
Management Review, 31(2): 386-408.

Kaplan, R. S. and Norton, D. P. (2004). Strategy maps:
Converting intangible assets into tangible
outcomes. Boston: Harvard Business School
Press.

Lok, P. and Crawford, J. (1999). The Relationship
between Commitment and Organizational
Culture, Subcultures, Leadership Styles, Job
Satisfaction in Organizational Change and
Development. Leadership and Organizational
Development Journal, 20(7):365-373.

Lambert, E. G., Hogan, N. L. and Barton, S. M. (2001).
The impact of job satisfaction on turnover
intent: A test of a structural measurement
model using a national sample of workers. The
Social Science Journal, 38: 233-250.

Levin, D. P. (2003). The ideal of diversity in
organizations. The American Review of Public
Administration, 33: 278-294.

Mowday, R. T., Porter, L. W. and Steers, R. M. (1982).
Employee-organization linkages: The
psychology of commitment, absenteeism, and
turnover. New York: Academic Press.

McGee, G. W. and Ford, R. C. (1987). Two (or more?)
dimensions of organizational commitment:
Reexamination of the affective and
continuance commitment scales. Journal of
Applied Psychology, 72: 638-642.

Mitchell, T. R. and Larson, J. R. (1987). People in

organizations: An introduction to
organizational behavior. 3rd ed. New York:
Mcgrag-Hall.

Meyer, J. P., and Allen N. J. (1984). Testing the side-bet
theory of organizational commitment: Some
methodological considerations. Journal of
Applied Psychology, 69: 372-378.

Mathieu, J. E. and Zajac, D. M. (1990). A review and
meta-analysis of the antecedents, correlates,
and consequences of organizational

commitment. Psychological Bulletin, 108: 171-
94.

Mayer, R. C. and Schoorman, F. D. (1992). Predicting
participation and production outcomes through
a two-dimensional model of organizational
commitment. Academy of Management
Journal, 35: 671-684.

Ma, F. L. (2007). Relationships of risk perception,
organizational culture, work pressure and work
performance. Unpublished thesis, Da-Yeh
University.

Mowday, R. T., Steers, R. M. and Porter, L. W. (1979).
Themeasurement of organizational
commitment. Journal of Vocational Behavior,
14: 224-247.

Meyer, J. P., Paunonen, S. V., Gellatly, I. R., Goffin, R.
D. & Jackson, D. N. (1989). Organizational
commitment and job performance: It’s the
nature of the commitment that counts. Journal
of Applied Psychology, 74: 152-156.

Meyer, J. P. and Allen N. J. (1997). Commitment in the
workplace: Theory, research and application.
Thousand Oaks, CA: Sage Publications.

Prentice, W. (2005). Understanding leadership. In
Harvard Business Review on the mind of the
leader. Boston: Harvard Business Review.

Pillai, R. and Williams, E. A. (2004). Transformational

Leadership, Self-Efficacy, Group
Cohesiveness, Commitment, and Performance.
Journal of Organizational Change

Management, 17: 144-159.

Robbins, S. P. (2003). Organizational behavior 11th ed.
New Jersey: Prentice Hall.

Riketta, M. (2002). Attitudinal Organizational
Commitment and Job Performance: a meta-
analysis. Journal of Organizational Behavior,
23: 257-66.

Scholl, R. W. (1981). Differentiating organizational
commitment from expectancy as a motivating
force. Academy of Management Review, 6:
589-599.

Shore, L. M., Barksdale, K. and Shore, T. H. (1995).
Managerial ~ perceptions  of  employee
commitment to the organization. Academy of
Management Journal, 38: 1595-1616.

Steers, R. M. (1977). Antecedents and outcomes of
organizational commitment. Administrative
Science Quarterly, 22: 46-57.

Schriesheim, C. and Keer S. (1974). Psychometric
properties of the Ohio State leadership scales.
Psych. Bull, 81: 756-765.

Schein, E. H. (2004). Organizational culture and
leadership. San Francisco: Jossey-Bass.

Waldman, D. A., Ramirez, G. G., House, R. J. and
Puranam, P. (2001). Does Leadership Matter?
CEOQO Leadership Attributes and Profitability

93



Journal of Asian Business Strategy, 2(5): 89-94

under Conditions of Perceived Environmental
Uncertainty. Academy of Management Journal,
44: 134-143.

94



