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LINKING THE ‘BIG FIVE’ PERSONALITY DOMAINS TO ORGANIZATIONAL COMMITMENT
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The objective of this study was to explore the relationships between the personality traits and organizational commitment among non teaching employees of
government schools in the Sultanate of Oman. Data was collected by using Big Five Inventory (BFI) and revised Organizational Commitment Scale (Meyer, Allen,
& Smith, 1993). Response was received from 95 non teaching employees with a response rate of 47.50%. The findings of this study suggest us the relationships
between personality traits and organizational commitment among non teaching staff in the government schools.

KEYWORDS

Affective commitment, big five-factor model of personality, continuance commitment, normative commitment, organizational commitment.

INTRODUCTION
his study explored the relationship between personality traits and organizational commitment among non teaching employees in the government
schools of Sultanate of Oman. Organizational Commitment is being considered as an underlying factor for organizational success. Shepherd and
Mathews (2000) suggest that employers view Organizational Commitment with increasing interest and importance. Due to increasing interest of
employers and researchers, organizational commitment has become highly researched job attitude. It is evident from the fact that commitment has been the
subject of many meta-analyses studies (Cooper-Hakim & Viswesvaran, 2005; Mathieu & Zajac, 1990; Meyer, Stanley, Herscovitch, & Topolnytsky, 2002).
Theoretical reviews by Lawler (1992) and Reichers (1985) have also widely explored this attitude. This job attitude has become important for employers because
employees with low levels of commitment are more likely to leave their organizations (Meyer et al., 2002).
Research into Organizational Commitment has focused upon exploring the relationships between various antecedents and the components of Organizational
Commitment. The primary antecedents to organizational commitment are like age; gender; education level; marital status; position and organization tenure;
personality; and role states (Camilleri, 2002). Meyer and Allen, (1984); Grusky, (1966) and Mowday et al (1982) have thoroughly examined various relationships
between the antecedents and organizational commitment.
This study was designed to contribute to the Organizational Commitment related literature by exploring the relationships between age, tenure, personality traits
(using Big Five Model) and organizational commitment.

THE FIVE-FACTOR MODEL OF PERSONALITY

The ‘Big Five’ model of personality implies that personality consists of five relatively independent traits that provide a meaningful explanation for the study of
individual differences (Kumar, Bakhshi & Rani, 2009) and their responses. The five dimensions in Big Five model of personality are Extraversion,
Conscientiousness, Openness to Experience, Agreeableness and Neuroticism. Each of the Big Five traits is a set of traits that tend to occur together in individuals
(Kumar, Bakhshi & Rani, 2009).

Extraversion is the state of being predominantly concerned with and obtaining gratification from what is outside. The behavioral tendencies used to measure
this factor are sociable, gregarious, assertive, talkative, and active (Barrick & Mount, 1991).

Conscientiousness refers to the tendency to show self-discipline, act dutifully and be focused on the goals. It includes behavioral tendencies like being hard
working, achievement- oriented, persevering, careful, and responsible (Barrick & Mount, 1991).

Openness to experience is a general appreciation for art, emotion, adventure, imagination and variety of experience. The behavioral tendencies associated with
Openness to Experience include being imaginative, cultured, curious, original, broad minded, intelligent (Digman, 1990). It also reflects need for variety,
aesthetic sensitivity, and unconventional values (McCrae & John, 1992).

Agreeableness refers to a tendency to be compassionate and cooperative. This factor includes behavioral tendencies like being courteous, flexible, trusting,
good-natured, cooperative, forgiving, soft-hearted, and tolerant (Barrick & Mount, 1991).

Neuroticism refers to the tendency to experience negative emotions like anger, anxiety, or depression in a person. It is also called emotional instability.
Behavioral tendencies associated with this factor include being anxious, depressed, angry, embarrassed, emotional, worried, and insecure (Barrick & Mount,
1991).

ORGANIZATIONAL COMMITMENT

Organizational Commitment refers to the degree to which an employee identifies with the goals and values of the organization and is willing to exert effort to
help it succeed (Herscovitch & Meyer, 2002).

According to Allen and Meyer (1990) Organizational Commitment is made up of three components or dimensions. First component is affective commitment and
it refers to the employee’s emotional attachment to, identification with, and involvement in, the organization. Second component is continuance component

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT ,4

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories
WWWw.ijrcm.org.in




VoLUME No. 1(2011), I ssue No. 3 (AUGUST) I SSN 2231-5756

and it refers to commitment based on the costs that the employee associates with leaving the organization. Third component of organization commitment is
normative component, which refers to the employee’s feeling of obligation to remain with the organization.

DEMOGRAPHIC RELATIONSHIPS WITH ORGANIZATIONAL COMMITMENT

RELATIONSHIP BETWEEN AGE AND ORGANIZATIONAL COMMITMENT

According to meta-analysis by Mathieu and Zajac (1990), age and organizational commitment yielded a medium positive correlation. Older employees tend to
have a higher degree of organizational commitment because they view their past years of service to the organization as an investment (Camilleri, 2002).
Therefore they would tend to be more committed to the organization. Thus,

H 1: Non teaching employees’ commitment to the organization will positively relate to their age.

RELATIONSHIP BETWEEN TENURE AND ORGANIZATIONAL COMMITMENT

Various studies show a weak positive relationship between tenure and organizational commitment. In these studies, job tenure has been shown to be more
positively related to attitudinal commitment, while organizational tenure was more positively related to calculative commitment (Clayton, Petzall, Lynch &
Margret, 2007). The given explanation is that years spent in a particular position tend to increase an employee’s psychological attachment to an organization,
while extended tenure also increases their stake in terms of benefits such as pension plans (Mathieu and Zajac, 1990, p.8). Thus,

H 2: Non teaching employees’ commitment to the organization will positively relate to their length of tenure.

RELATIONSHIP BETWEEN BIG FIVE PERSONALITY TRAITS AND ORGANIZATIONAL COMMITMENT

AFFECTIVE COMMITMENT

Affective commitment refers to an employee’s positive emotional response to the organization. An employee, who is affectively committed, strongly identifies
with the goals of the organization and desires to remain in the organization. While extroverts exhibit positive emotionality (Watson & Clark, 1997) and it is
reasonable to assume that those high in Extraversion experience higher affective commitment than those who are less extraverted. Many studies have also
found significant bivariate correlations between positive emotionality and affective commitment (Williams, Gavin, & Williams, 1996). Thus,

H3: Non teaching employees’ extraversion will positively relate to affective commitment.

CONTINUANCE COMMITMENT

Continuance commitment refers to an awareness of the costs (economic and social) associated with leaving the organization. It develops through an employee’s
perceptions of employment alternatives. Employees who perceive that they have several viable alternatives will have weaker continuance commitment than
those employees who perceive that they have few alternatives (Meyer & Allen, 1997).

Extrovert individuals tend to be more socially active and may develop more social contacts than introverts. More social contacts of extraverts may bring them
more job opportunities. Therefore,

H4: Non teaching employees’ extraversion will negatively relate to continuance commitment.

Neuroticism refers to an enduring tendency to experience negative emotional states by an individual. Neurotic individuals tend to experience more negative life
events than other individuals (Magnus, Diener, Fujita, & Pavot, 1993). Due to this tendency, person may prefer to stick to same job instead of facing new work
environment. Thus,

H5: Non teaching employees’ neuroticism will positively relate to continuance commitment.

Conscientiousness refers to the traits like self-discipline, carefulness, thoroughness, organization, deliberation (the tendency to think carefully before acting),
and need for achievement. According to Organ and Lingl (1995), due to conscientiousness nature, employee gets more opportunities to obtain formal (e.g., pay,
promotion) and informal work rewards (e.g., recognition, respect). To the extent that a conscientious employee earns such rewards, they should have high level
of continuance commitment. Therefore,

H6: Non teaching employees’ Conscientiousness will positively relate to continuance commitment.

NORMATIVE COMMITMENT

Normative commitment refers to employees' perceptions of their obligation to their organization. It develops from the investments that an organization makes
in its employees (Meyer & Allen, 1991). This will make employees feel indebted to his or her organization and want to respond his or her organization’s
initiatives favorably. Extraverted employees seek out more social interactions within the workplace and exhibit positive emotions. Therefore extroverts tend to
respond favorably towards the organization due to perception of obligation. Thus,

H7: Non teaching employees’ extraversion will positively relate to normative commitment.

METHOD

SAMPLE

A sample of 95 non teaching employees was obtained from government schools in the Sultanate of Oman. Questionnaires were bilingual (English and Arabic).
Response rate of 47.50 % (95 filled questionnaires received out of 200) was obtained. The gender composition of the sample was 53.7% male (N=51) and 46.3%
female (N=44). The average age of the respondents was 35.85 years (SD=4.3). On an average, the respondents had the present organizational tenure as 7.46
years (SD = 3.2) and total job tenure as 8.21 years (SD = 2.9).

MEASUREMENTS

THE BIG FIVE

The Big Five Inventory (BFI) (John et al., 1991) (John et al., 2008) consisting of total 44 items was used to measure personality traits of school laboratory
technicians on a five point Likert-type anchoring ranging from strongly disagree (1) to 5 (strongly agree). It contains five dimensions corresponding to big five
personality traits (Extraversion, Neuroticism, Agreeableness, Openness and Conscientiousness). The reliabilities (Cronbach’s Alpha) for each facet were
Extraversion (0.88), Neuroticism (.94), Agreeableness (.92), Openness (.91) and Conscientiousness (.91).

AFFECTIVE COMMITMENT

Affective Commitment was measured by revised version of Affective Commitment Scale (Meyer, Allen, & Smith, 1993). Responses were collected on a seven-
point Likert-type anchoring that ranged from strongly disagree (1) to strongly agree (5). The reliability (Cronbach’s Alpha) of this six item scale was 0.82.
CONTINUANCE COMMITMENT

Continuance Commitment was measured by revised version of Continuance Commitment Scale (Meyer, Allen, & Smith, 1993). Responses were collected on a
seven-point Likert-type anchoring that ranged from strongly disagree (1) to strongly agree (5). The reliability (Cronbach’s Alpha) of this six item scale was 0.88.
NORMATIVE COMMITMENT

Normative Commitment was measured by revised version of Normative Commitment Scale (Meyer, Allen, & Smith, 1993). Responses were collected on a seven-
point Likert-type anchoring that ranged from strongly disagree (1) to strongly agree (5). The reliability (Cronbach’s Alpha) of this six item scale was 0.89.

RESULTS

A factor analysis, which is confirmatory in nature, was performed on the different variables such as Extraversion, Neuroticism, Agreeableness, Openness,
Conscientiousness, Affective commitment, Continuance commitment, and Normative Commitment. The factor analysis was conducted using principal axis
factoring with varimax rotation as an extraction method (see for details, e.g. Nummenmaa et al., 1996, p. 244; Hair et al., 1998, pp. 87-120). The identified
factors were selected whose Eigen values are greater than 1.0 from the graph of scree plot.
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GRAPH 1: SCREE PLOT SHOWING EIGEN VALUES OF FACTORS
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These variables within factors are correlated, is confirmed by the Bartlett’s test of sphericity. The Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy
indicated a practical level of common variance (KMO = 0.587), which implies that the results obtained from factor analysis are appropriate. The factors identified
with loadings in appendix 01 exhibits 74.22 percent of the variance of the variables.

The table 01 comprises the means, standard deviations, partial correlations, and reliability coefficients for the proposed variables. The partial correlations among
proposed variables provided initial support of our hypotheses. In the support of hypothesis 01 age is positively correlated with affective commitment (r = 0.255,
p < 0.05), continuance commitment (r = 0.244, p < 0.05), and normative commitment (r = 0.279, p < 0.01). For supporting hypothesis 02, the duration of
organizational and job tenure is positively correlated with affective commitment (r = 0.217, p < 0.05), continuance commitment (r = 0.219, p < 0.05), and
normative commitment (r = 0.262, p < 0.05). In support of hypothesis 03, Extraversion is positively correlated with affective commitment (r = 0.229, p < 0.05).
Extraversion is negatively correlated with continuance commitment (r = -0.224, p < 0.05) supporting hypothesis 04. In support of hypothesis 05, neuroticism is
positively associated with continuance commitment (r = 0.375, p < 0.01). Conscientiousness is positively associated with continuance commitment (r = 0.233, p <
0.05) to support hypothesis 06. In support of hypothesis 07, Extraversion is positively associated with normative commitment (r = 0.218, p < 0.05).

TABLE 1: MEANS, STANDARD DEVIATIONS, PARTIAL CORRELATIONS, AND RELIABILITY COEFFICIENTS OF VARIABLES

Mean S.D. 1 2 3 4 5 6 7 8 9 10 11
1. Agein years 35.85 4.27

2. Job Tenure in years 8.21 3.20

3. Organization Tenure in years  7.46 2.86

4. Extraversion 3.10 .90 -.114 -.074 -.033 0.88

5. Neuroticism 269 1.07 .041 .035 .060 -187 0.94

6.Agreeableness 3.86 .83 -.001 .028 .076 229 .053 0.92

7. Openness 3.43 .67 -.057 -.115 -.079 215 191 .170 0.91

8. Conscientious 404 78 3200 3247 318" -200 .184 -127 -060 0.91

9. Affective Commitment 390 .81 .255° 2177 356" 229" -3217 098 061 .048 0.82

10. Continuance Commitment 295  1.16 .244° 219" 235  -224" 3757 -084 .139 .233° -130 0.88

11. Normative Commitment 348 .95 2797 262" 3557 218" -137 124 -008 -046 438" -152 0.89

**_ Correlation is significant at the 0.01 level (2-tailed).

*_ Correlation is significant at the 0.05 level (2-tailed).
The table 02 shows the results obtained after running multiple regressions. It is evident from the table 02 that the correlations among variables are low. The
coefficient of determination of three dimensions of organizational commitment such as Affective commitment, Continuance commitment, and normative
commitment are 35.8%, 24.6%, and 20% respectively. The coefficient of determination indicates the change in dependent variable is explained from a change in
independent variables. It is evident that the relationship in a linear is medium for affective commitment and small for continuance commitment and normative
commitment as the value of the coefficients of determination are very weak. The F-ratio for the three dimensions of organizational commitment such as
Affective commitment, Continuance commitment, and normative commitment are 5.255 (p < 0.001), 3.08 (p < 0.01), and 2.357 (p < 0.05) respectively. It is
evident from the values of F-ratios that the relationship between dependent and independent variables is statistically significant.
When exploring the beta values of three dimensions of organizational commitment, the magnitude of approximately all values is low. The 35.8% explained
variance in the coefficient of determination for the affective commitment may be attributed to organization tenure, job tenure, extraversion, and openness to
some extent. The 24.6% explained variance in the coefficient of determination for the continuance commitment may be attributed to organization tenure,
extraversion, neuroticism, and conscientiousness to some extent. The 20% explained variance in the coefficient of determination for the normative commitment
may be attributed to organization tenure, job tenure, and extraversion to some extent.
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TABLE 2: MULTIPLE REGRESSION ANALYSIS

Dependent Variable Affective Commitment | Continuance Commitment | Normative Commitment
R’ 35.8% 24.6% 20%
F 5.255 3.08" 2.357
Independent Variables Beta Beta Beta
Age in years
geiny .028 .086 .041
Job Tenure in years
.604 .016 330
Organization Tenure in years
.904 151 .666
Extraversion
.120 -.162 152
Neuroticism
-.358 .310 -.138
Agreeableness
.034 -.084 .066
Openness
.107 .153 .007
Conscientiousness
.045 .071 -.121

DISCUSSION

The findings suggest that the studied model serves as the foundation in the exploration of the various dimensions of organizational commitment. In particular,
Age and organizational tenure has played substantial role in all three forms of the organizational commitment. Moreover, Extraversion has played a role of the
most consistent independent variable of the all dimensions of the organizational commitment. Extraversion was positively associated with affective commitment
because the positive emotionality is important dimension of personality (Watson et al.,1988; J. Erdheim et al. 2006). Secondly, Extraversion was negatively
associated with continuance commitment. In general, extraverts have better relations with peers than introverts which may result into better career options
(Watson & Clark, 1997). Finally, Extraversion was positively associated with normative commitment. Because extraverts believe that their extraordinary service
by providing congenial social environment may enhance the psychological contract with the organization (Watson, 2000; J. Erdheim et al. 2006).

Correlation  between Neuroticism and Organizational Commitment varied for three components of organizational commitment. Correlation between
Neuroticism and Affective Commitment was found significantly negative and significantly positive with continuance commitment. While with normative
commitment it was found negative (nonsignificant). Neurotics tend to be prone to negative experiences and negative affect. This tendency makes them low on
affective commitment. Neurotic individuals used to be conscious of the costs associated with leaving the jobs so continuance commitment used to be high
among neurotics.

Conscientiousness displayed positive significant relationship with continuance commitment while nonsignificant relations with affective and normative
commitments. Since conscientious individuals tend to be highly involved in to their jobs (Organ & Lingl, 1995) and it increases their chances of workplace
rewards. These rewards will have impact on the continuity of individuals in the organizations.

THEORETICAL AND MANAGERIAL IMPLICATIONS

The results of the present study reflect that the role of personality is vital in the development of organizational commitment. It gives a scope of relationship
between personality job attitudes and organizational commitment. This theoretical implication gives further scope of study pertaining to the factors of other
dimensions of the job attitudes such as job involvement, job embeddedness etc.

Managerial implications of the study are primarily in the personnel selection. Since different components of organizational commitment are correlated with
personality traits, organizations need to judge personality traits at the time of selection and foresee the impact on the candidates’ commitment. It has been
found in meta-analysis that employees with low level of commitment are more likely to leave their organizations (Meyer et al., 2002).

LIMITATIONS AND FUTURE DIRECTIONS

Furthermore, this study suffers from three limitations whereas the results are statistically in most parts. The first limitation is related to the sample size which is
relatively small in comparison to similar other studies. The second limitation pertains to the coefficients of regression model which are relatively low and may
affect the reliability and validity of findings. The third limitation which is prominent in nature is that the proposed model was tested using correlation and
regression analysis among variables. However, this technique can only examine a single relationship at a time (Hair, at el, 1998). An area of upcoming research is
to test the proposed model using Structural Equation Modeling (SEM) which may provide better results. SEM is a multivariate statistical technique used to
estimate a number of interrelated dependence relationship simultaneously.

The present study will give additions in the literature of the factors pertaining to the organizational commitment in various dimensions. There are evidences of
outcomes of the study that the application of the five-factor model of personality assisting the prediction of three forms of the organizational commitment. This
model paves the way to a new dimension of the research which may explore the extensive relationship between the unexplored dimensions of personality and
organizational commitments. Our findings have various practical implications in the selection procedure of the organization. Further research may be extended
to explore the utility of using personality tests to predict organizational citizenship behavior in a selection setting.
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APPENDIX
APPENDIX: 1
Constructs
1 |2 3 4 5 B 7 B

| am someone who Is talkative -.113}-.020}-.111).752 |.236 |-.216|.152 |-.039
Is reserved -.062].169 |.055 |.355 [.092 |-.020}-.202|.114

Is full of energy -.013}-.128].091 |.328 |.055 |-.026}.049 [.031

Generates a lot of enthusiasm -.054{.021 |-.123.764 |.071 |-.113].176 |.009

Tends to be quiet -.051}-.026|-.210.810 [.199 |-.116|-.063|.008

Has an assertive personality .056 |.149 |.018 |.833 |.038 |-.014].093 |.066

Is sometimes shy, inhibited -.031}-.121}-.082|.842 |.111 |-.099}-.022}-.032]
Is outgoing, sociable -.023}-.117]-.076}.790 |.166 |-.002}.141 }|-.090
| am someone who tends to find fault with others -.038].068 [.110 |.089 |-.141}-.080}-.038|.734
Is helpful and unselfish with others -.049-.044}-.046}-.077].064 |-.262].159 |.754
Starts quarrels with others .001 |.066 |.142 |-.055.005 |-.045].164 |.852

Has a forgiving nature -.021}.049.015 }-.135/.043 |.001 |.100 |.740

Is generally trusting -.014/.026 |.200 |.082 |-.141{.077 |.089 |.842

Can be cold and aloof -.006[.220 |.148 |.046 [.059 |.198 |.018 |.654

Is considerate and kind to almost everyone .162 }.017.139|.130 |.036 |-.061}-.073|.816

Is sometimes rude to others -.096[.189 |.126 |-.122|.058 |.060 |.046 |.784

Likes to cooperate with others .069 }.021{.101 |-.051}-.165[.069 |-.104}.795

| am someone who Does a thorough job .150 }-.020.766 |.009 |-.072[.057 |.027 |.196

Can be somewhat careless .015 [.082 |.586 |-.139}-.179[.073 |.037 |-.007|
Is a reliable worker .082 1.000 |.810 |-.022}-.004{.000 [.006 |.094

Tends to be disorganized .008 }|.053(.788 |-.092}.089 [.114 |.112 |.041

Tends to be lazy .005 |.032 [.785 |-.125}-.069.101 |-.077.030

Perseveres until the task is finished .171.176 |.748 |-.143].146 [.045 |.082 |.082

Does things efficiently .225 |-.010[.795 |.018 |-.039.136 |-.039].050

Makes plans and follows through with them -.031].191 |.720 }-.186}.105 |.221 |-.053}.225

Is easily distracted -.110}-.059|.741 }-.091}.057 |-.078|-.026}-.014]
| am someone who Is depressed, blue .808 |-.034{.101 |-.152}-.151}.125 |-.179].074

Is relaxed, handles stress well .835].126 [.148 |-.078}-.202].026 |-.125}-.066
Can be tense .702 |.062 |.234 |.046 [.093 |-.037}-.109}-.033]
Worries a lot .849 |.155 |.018 |-.034}-.089.127 |.032 |.068

Is emotionally stable, not easily upset .778 |.084 |.042|.115 |-.129.316 |-.055}-.040}
Can be moody .818 |-.016]-.067}-.107].064 |.187 |-.112|.124

Remains calm in tense situations .859 |-.005{.060 |.045 |-.139[.110 |-.056}-.011f
Gets nervous easily .817 |.070 |-.004]-.055}-.043|.229 |-.099}-.089
| am someone who Is original, comes up with new ideas .075 |.791 |.011 |-.080}.039 [.072 |.014 |.022

Is curious about many different things .107 |.717 |-.072}-.123}.159 [.056 |-.221].029

Is ingenious, a deep thinker -.103].779 |-.030}-.028].040 [.095 |-.132}-.023]
Has an active imagination -.091].687 |.069 |.105 |-.010}-.003].023 }-.034
Is inventive .040 |.768 |-.004{.043 }-.043].092 |-.069].013

Values artistic, aesthetic experiences .087 |.743 |.089 |.080 |.116 |-.072].107 |.104

Prefers work that is routine .221|.761 |.048 |-.055}-.034}-.159[.072 |.389

Likes to reflect, play with ideas .095 |.745 [.124 |-.048].041 |-.033].044 |.131

Has few artistic interests .162 |.759 [-.077}-.050}-.119}-.075].027 |-.0914
Is sophisticated in art, music, or literature .071 |.494 |.019 |-.059}-.149}-.132].102 |.051

| would be very happy to spend the rest of my career with this organization -.110}-.033|.128 |.077 |.245 |.015 |.647 |-.064]
| feel as if this organization's problems are mine -.077-.059|.203 }-.105|.061 [.016 |.686 |-.134]
| do not feel a strong sense of "belonging" to my organization (R) -.193].012 |.050 |.100 |.322 |.047 |.752 |.022

do not feel "emotionally attched" to this organization(R) -.120/.080 |-.040}.277 |.317 |-.042|.767 |.072

do not feel like "part of family" at my organization (R) -.265/-.002|.021 |.114 |.279 |-.141}.551 |.102

This organization has a great deal of personal meaning for me -.240-.047|-.104).106 |.187 |-.115|.775 |.094

Right now, staying with my organization is a matter of necessity as much as desire .247 |.038 |.075 |-.112}-.042.860 |.023 |.031

It would be very hard for me to leave my organization right now, even if | wanted to .266 |.029[.120 |.226 |-.264{.503 |.090 |.105

Too much of my life would be disrupted if | decided | wanted to leave my organization now. .167 }|.043|.154 |-.043|.016 [.834 |-.092|.012

| feel that | have too few options to consider leaving this organization .105 |.033 |.072 |-.238}-.027,.719 |.021 }-.031}
If | had not already put so much of myself into this organization, | might consider working elsewhere .172 }.018].023 |-.214}-.101/.816 |.030 |.030

One of the few negative consequences of leaving organization would be the scarcity of available alternatives.}.161 |-.010[.124 |-.002.013 |.750 |-.131{.051

| do not feel any obligation to remain with my current employer. (R) -.049}-.051/.029 |.263 |.774 }|-.099|.240 }-.005
Even if it were to my advantage, | do not feel it would be right to leave my organization now -.037|-.011].146 |.208 |.785 |.087 |.123 |-.118]
| would feel guilty if | left my organization now. .035 }-.035}-.127/.103 |.741 |-.148].173 |-.054]
This organization deserves my loyalty. -.271].016 |.093 |.152 |.831 |-.017.095 |-.035]
| would not leave my organization right now because | have a sense of obligation to the people in it. -.031}-.044.019 |.075 |.746 |-.007|.117 |-.076]
| owe a great deal to my organization. -.199].185 |.014 |.087 |.787 |-.006}.173 |.045
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