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Abstract:

This comparative study looks at the relationship between organizational commitment and turnover intention in
the manufacturing and IT industries, concentrating on the effects of tenure, gender, and sector-specific
characteristics. Based on Social Exchange Theory, the study investigated quantitative data from 120 employees
and discovered a substantial negative link between organizational commitment and turnover intention in all
sectors; more commitment correlates with lower turnover intention. While gender had no significant impact on

turnover intention, IT employees showed greater dedication and lower turnover intentions than their industrial
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counterparts. Furthermore, longer employment tenure was linked to stronger organizational commitment,
demonstrating that tenure has a favorable impact on loyalty. The report suggests that businesses use personalized
retention tactics, notably in career development and work environment enhancement, to increase commitment

and reduce turnover.

Keywords: Organizational Commitment, Turnover Intention, Manufacturing Sector, and Information Technology

sector
Introduction:

Organizational Commitment and Turnover Intention are two interrelated concepts that significantly impact the
stability, performance and long-term success of Companies, particularly in sectors like manufacturing and
information technology (IT). The term commitment means “engagement or involvement that restricts freedom of
action” (Oxford Dictionary). The leading study to OC has been the three-dimensional approach proposed by
Meyer and Allen (1984; 1997), which categorizes commitment into three distinctive scales, namely, affective,
normative and continuance commitment. Although these concepts find their roots in earlier studies (Becker 1960,
Porter, Steers, Mowday & Boulian, 1974) on organizational commitment and have contributed significantly to
the development of the concept, yet the limitations of these studies have prevented the construct of Organizational
commitment to be developed holistically and diminished the predictive validity of the Organizational
Commitment dimensions (Cohen, 2003; Ko, Price, & Mueller, 1997). Organizational Commitment refers to an

employee’s psychological attachment to their organization and willingness to contribute to its goals.

Turnover intention of employees refers to the likelihood of an employee to leave the current job he/she is doing
(Ngamkroeckjoti, et al, 2012). Every organization regardless of its location, size or nature of business has always
given a key concern about Employees’ turnover intention (Long et al, 20012). Turnover may be caused by
different factors. These factors of turnover intentions are different from organization to organization to some
extent (Shah et al (2010). Jha (2009) stated that no single factor can be attributed to turnover intentions and
proposed to follow a holistic approach in studying factors affecting turnover intention of employees. According

to Robbins in (Priansa, 2016) turnover intention is one form of withdrawal behavior in the world of work, but it
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is also at the same time the right of each individual to determine his choice, whether to keep working or leave the
company. According to Mobley in (Sudaryono, 2014) the term turnover intention is one's desire to leave the
organization, namely evaluation of one's current position regarding dissatisfaction can trigger one's desire to leave
and find another job. Whereas (Mowday R T, 1982) explains that turnover intention is the process by which
workers leave the organization and there must be someone to replace it. In theory, turnover intention is a person's

desire to leave his current work because he is dissatisfied with it and has found a better one.

The manufacturing industry has traditionally been a source of stable employment, stressing efficiency,
productivity, and cost management through traditional work patterns and repetitive operations. Employees in this
industry desire employment security and loyalty, which promotes organizational commitment. Recent changes—
such as automation, outsourcing, and leaner production—have disturbed traditional roles, thereby lowering job
security and organizational loyalty. Monotonous work, stringent control, and restricted innovation chances can
all undermine affective commitment, leaving employees feeling less emotionally engaged with their employers.
As a result, turnover intentions may increase, as employees seek more interesting and fulfilling alternatives
outside of the manufacturing industry. The IT sector differs significantly from manufacturing in terms of quick
innovation, knowledge intensity, and innovative problem solutions. Employees work in software development
and project management, requiring ongoing skill development. Opportunities for learning and autonomy
influence organizational commitment, and affective commitment is critical for retention. But the competitive
atmosphere frequently results in increased turnover intentions as individuals seek higher income and promotion.
Also, remote work and flexible hours improve job satisfaction but may simplify job changes, making retention
difficult. To solve this, IT organizations must establish methods for employee engagement, development, and

recognition in order to successfully retain talent.

Literature Review:

Relationship between Organizational Commitment and Turnover Intention:

Kadiresan et al. (2015) examined the connection between organizational commitment and HRM practices,

focusing on their influence on turnover intention. The study found that effective HRM policies for recruitment,
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training, development, and appraisal align with business objectives and enhance organizational performance.
Using convenience sampling, the research involved employees from companies with formal performance reviews
and training programs, revealing a strong link between HRM practices and turnover intention. Kanwar et al.
(2012) explored the impact of industry background and gender on job satisfaction, organizational commitment,
and turnover intention in the IT and ITES sectors, surveying 313 respondents from the National Capital Region,
Delhi. Results showed that the IT group had lower job satisfaction and commitment but higher turnover intent
than the ITES group. Males reported higher job satisfaction and lower turnover intent than females. The study

concluded that improving job satisfaction can enhance organizational commitment and reduce turnover intention.

A study investigating organizational commitment and turnover intention among employees in the BPO-1TeS and
organized retail sectors sampled 120 employees (60 men and 60 women) from Mumbai using purposive sampling.
Results showed no significant difference in organizational commitment between the sectors, but BPO-ITeS
employees exhibited higher turnover intention. The study concluded that sector is a more relevant predictor of
turnover intention than gender. Guzeller & Celiker (2019) conducted a meta-analysis of 13 papers on the
relationship between organizational commitment and turnover intention in the tourism and hospitality industry,
finding a moderate negative correlation. They suggested that higher emotional commitment leads to lower
turnover intentions and emphasized the role of effective HR practices in enhancing organizational commitment.
Bhatti et al. (2016) explored the impact of organizational commitment on turnover intention in the banking sector,
identifying job satisfaction as a mediator. Their findings indicated that employees with higher commitment and

job satisfaction were less likely to leave, highlighting the need to foster both to reduce turnover intentions.
Organizational commitment:

Meyer, Allen and Smith (1993) defined organizational commitment as an individual’s psychological state that
connects employees to their organization. Porter, Steers, Mowday and Boulian (1974) also stated that
organizational commitment is the employee’s commitment to the organization. According to Meyer and Allen
(1991), organizational commitment can be divided into three categories, that are affective commitment,

continuance commitment and normative commitment. Affective commitment can be understood as an
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employee’s decision to stay in the organization due to their own willingness; continuance commitment is defined
as the employee’s decision to stay in the organization due to financial support from the organization; and
normative commitment refers to the employee’s decision to remain in the organization as he or she feels obligated

to do so because of the support provided by the organization.
Turnover Intention:

Qureshi et al. (2013) examined job stressors, workload, workplace environment, and employee turnover intention
in Pakistan's textile industry, using a sample of 109 employees and structural modeling. They found that job stress
and heavy workloads significantly contributed to turnover intention, concluding that managing these factors could
enhance talent retention. Jahya et al. (2020) investigated turnover risk factors among Generation Y workers in a
financial institution with 321 participants. They found negative relationships between turnover intention and
training, development, compensation, and organizational culture, suggesting that competitive pay and a positive

culture can lower turnover intention for millennials.

Jehanzeb et al. (2015) studied the impact of supportive coworkers and training on turnover intention in fast food
franchises in Saudi Arabia, surveying 250 employees. They found that job satisfaction, coworker support, and
effective training reduced turnover intention, emphasizing the role of supportive environments. Nawaz & Pangil
(2016) focused on turnover intention factors in private universities in Pakistan, using social exchange theory.
Their findings indicated that organizational commitment partially mediated the effects of salary, performance
appraisal, and career growth on turnover intention, with promotion speed and remuneration growth being

particularly influential.
Relationship between social exchange theory and Turnover intention:

Hardena et al. (2018) investigated the turnover intentions of IT professionals using social exchange theory,
surveying employees from a large U.S. federal agency. The study found that perceptions of skill obsolescence,
work overload, and reward fairness significantly impact organizational commitment, which in turn affects

turnover intentions. Notably, organizational commitment mediates the relationship between skill obsolescence
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and intentions to leave, highlighting the importance of fostering commitment to retain skilled IT professionals.
Ur Rehman et al. (2022) examined the link between workplace incivility and turnover intentions among charge
nurses, highlighting organizational commitment as a mediator. Using a quantitative approach, they found that
workplace incivility significantly increases turnover intentions, with organizational commitment playing a key
mediating role. The study suggests that nursing managers should foster a positive work environment and
implement zero-tolerance policies to retain qualified nurses. Munir et al. (2022) studied the relationships between
horizontal violence, organizational cynicism, and turnover intention among nurses in Punjab, Pakistan. Analyzing
668 valid responses from 870 distributed questionnaires, they found no significant mediating effect of
organizational cynicism on the relationship between horizontal violence and turnover intention. The study

underscores the need for nursing managers to recognize factors influencing nursing attitudes.

Problem Statement:

The lack of comparative studies on turnover intention and organizational commitment in the manufacturing and
IT sectors limits the development of sector-specific retention strategies. This research aims to address this gap by
examining how these dynamics vary between the two industries, providing insights to enhance organizational

performance and employee retention in each sector.

Research Gap:

Numerous studies have explored organizational commitment and turnover intention individually across
industries, only few have focused on comparing these dynamics specifically in the manufacturing and IT sectors.
This research addresses this gap, examining how commitment and turnover intention vary between these two
distinct work environments. Also, it contributes valuable insights into employees’ commitment levels across

sectors, providing a clearer understanding of factors influencing retention.

Research Question:

What is the nature and strength of the relationship between organizational commitment and turnover intention in

the manufacturing and IT sectors?
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Hypothesis:
H1: There is a significant relationship between organizational commitment and turnover intention in both the
manufacturing and IT sectors.
H2: There is a significant difference in Organizational Commitment and Turnover intention between employees
in the IT sector and the Manufacturing sector.
H3: There is a significant difference in Turnover Intention based on gender among employees in the IT and

Manufacturing sectors.

H4: Employees with longer job tenure exhibit higher Organizational Commitment compared to those with shorter

tenure, across both the IT and Manufacturing sectors.
Theoretical Framework:

This study framework centers on two main variables: organizational commitment (and its three components) and
turnover intention, grounded in Social Exchange Theory (SET). SET posits that social relationships are built on
reciprocal exchanges, where the efforts invested by one party prompt mutually beneficial responses from the
other. In an organizational context, SET explains that employees value companies that support them through
career growth, recognition, and a positive work environment. This support fosters a sense of obligation,
encouraging employees to reciprocate with increased commitment to the organization. Consequently, SET
suggests that higher organizational commitment correlates with lower turnover intention, as employees feel a
stronger bond to an organization that invests in them. By leveraging SET, this study aims to analyze how
perceived support within manufacturing and IT sectors impacts employees' commitment levels and influences

their intentions to stay with or leave the organization.
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Conceptual Model:

The relationship assumed between these two variables has been depicted in Figure 1
B

Methodology:

This study employs a cross-sectional, quantitative approach to examine the relationship between organizational
commitment and turnover intention in the manufacturing and IT sectors. Using convenience sampling, 120
employees (60 from each sector) were selected based on availability and willingness to participate. This design
enables data collection at a single time point, facilitating statistical analysis to explore and test the relationship

between organizational commitment and turnover intention across both sectors.
Measuring Tools:

A structured survey questionnaire is used as the primary tool for data collection. The survey consists of validated

scales to measure organizational commitment and turnover intention.

. Organizational Commitment: The study uses the Meyer and Allen’s (1991) Organizational Commitment
Questionnaire (OCQ). The OCQ measures three dimensions:

Affective commitment: Emotional attachment to the organization.
Continuance commitment: The perceived costs of leaving the organization.

Normative commitment: The obligation to remain with the organization.
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The OCQ includes 18 items rated on a 7-point Likert scale, where 1 represents "strongly disagree™ and 7
represents "strongly agree.” In the Meyer and Allen Organizational Commitment Questionnaire (OCQ), some
items are reverse-scored to control for response biases and ensure that participants are reading and considering
the questions carefully. These reversed items are negatively worded, meaning that agreement with them would

indicate lower organizational commitment, which is the opposite of the positively worded items.

Here are the reverse-scored questions and their corresponding numbers of the OCQ:

1. Affective Commitment (6 items):

a. 4. | think that I could easily become as attached to another organization as | am to this one. (R)
b. 5. I.do not feel like “part of the family’ at my organization. (R)

c. 6. I do not feel ‘emotionally attached’ to this organization. (R)

d. 8. I do not feel a ‘strong’ sense of belonging to my organization. (R)

2. Continuance Commitment (6 items):

a. 9. I am not afraid of what might happen if | quit my job without having another one lined up. (R)
b. 12. It wouldn’t be too costly for me to leave my organization now. (R)

3. Normative Commitment (6 items):

a. 18. 1 do not believe that a person must always be loyal to his or her organization. (R)

b. 19. Jumping from organization to organization does not seem at all unethical to me. (R)

c. 24. 1 do not think that to be a ‘company man’ or ‘company woman’ is sensible anymore. (R)

. Turnover Intention:

Turnover intention was measured using a six-item Turnover Intention Scale (T1S-6) developed by Bothma and
Roodt in 2013. The reliability of the TIS-6 was assessed, with a reported Cronbach's alpha coefficient of 0.80

Data Analysis:

The data collected from the surveys is analyzed using statistical methods to assess the relationship between
organizational commitment and turnover intention, as well as to compare the results between the manufacturing

and IT sectors.
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Descriptive Statistics: Mean, standard deviation, and frequency distributions for organizational commitment and

turnover intention scores were calculated to provide a data overview and highlight any sectoral differences.

Correlation Analysis: Spearman’s correlation examined the strength and direction of the relationship between

organizational commitment and turnover intention.

Independent Sample t-tests: Compared mean levels of organizational commitment and turnover intention between

the manufacturing and IT sectors to identify significant differences.

ANOVA: Conducted to assess variations in organizational commitment and turnover intention based on job

tenure.
Results:
Table 1:

Descriptive Analysis of Organizational Commitment and Turnover Intention in Manufacturing sector and 1T
(Information Technology) sector

OC_MEAN TI
N 120 120
Mean 5.83 1.17
Median 5.8 1.2
Standard deviation 0.26 0.26
Minimum 5.3 0.7
Maximum 6.3 1.7
Shapiro-Wilk W 0.957 0.957
Shapiro-Wilk p <.001 <.001

Table 1 shows that the descriptive analysis of employees across the Manufacturing and IT sectors have high

organizational commitment (OC mean = 5.83) and low turnover intention (TI mean = 1.17), with minimal
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variability in responses (standard deviation = 0.26 for both). The data are tightly clustered around their respective
means, indicating consistency in both OC and TI across the 120 respondents. But, the Shapiro-Wilk test (p <
.001) suggests that the data for both variables are not normally distributed, although the low variability and small

ranges for OC (5.3-6.3) and T1 (0.7-1.7) still reflect a generally uniform response pattern.

Table 2:

Correlation Matrix of Organizational Commitment and Turnover Intention in IT (Informational Technology)
Sector

OC_MEAN TI_MEAN
OC_MEAN Spearman's rho —
df .
p-value _
TI_MEAN Spearman's rho S xR i
df 58 —
p-value <.001 —

The table shows a perfect negative correlation (-1) between organizational commitment and turnover intention in
the IT sector, indicating that as organizational commitment increases, turnover intention decreases in a perfectly
inverse relationship. With 58 degrees of freedom and a highly significant p-value (< .001), the results confirm
that higher organizational commitment is strongly associated with a lower likelihood of employees intending to

leave, highlighting a statistically robust and significant relationship in the IT sector.
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Table 3:

Correlation Matrix of Organizational Commitment and Turnover Intention in Manufacturing Sector

OC_MEAN TI_MEAN
OC_MEAN Spearman's rho —

df —

p-value —
TI_MEAN Spearman's rho S ekl —

df 58 —

p-value <.001 —

The table shows a perfect negative correlation (-1) between organizational commitment and turnover intention in
the manufacturing sector, indicating that as organizational commitment increases, turnover intention decreases
in an exactly inverse manner. With 58 degrees of freedom and a highly significant p-value (< .001), the results
demonstrate a strong and statistically significant relationship, suggesting that higher commitment is strongly

linked to a lower intention to leave among employees in the manufacturing sector.

Table 4:

Independent T- test to compare the difference between Organizational Commitment and Turnover Intention in
the Sectors

Group N Mean Median SD SE Statistic p
OC_ME
AN IT 60 5.88 5.9 0.256 0.033 1419 0.044

Manufactu

ring 60 5.78 5.8 0.256 0.033 1419 0.044
TI IT 60 1.12 1.1 0.256 0.033

Manufactu

ring 60 1.22 1.2 0.256 0.033
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The comparison between the IT and Manufacturing sectors shows that organizational commitment is slightly
higher in the IT sector (mean = 5.88) compared to the Manufacturing sector (mean = 5.78), with this difference
being statistically significant (p = 0.044). Both sectors display consistent levels of commitment with the same
standard deviation (0.256). Turnover intention is slightly lower in the IT sector (mean = 1.12) than in the
Manufacturing sector (mean = 1.22), though no statistical significance for Tl is indicated. Overall, the IT sector
shows higher commitment and lower turnover intention, with both sectors exhibiting minimal variability in

responses.

Table 5:

Independent T- test to compare the difference between Organizational Commitment and Turnover Intention in
Gender.

Group N Mean  Median SD SE Statistic df P
OC_ME
AN Female 60 5.83 5.8 0.267 0.0345 -0.28 118 0.78

Male 60 5.84 5.8 0.254 0.0328 0.28 118 0.78
Tl Female 60 1.17 1.2 0.267  0.0345

Male 60 1.16 1.2 0.254  0.0328

The comparison between male and female employees reveals no significant differences in Organizational
Commitment (OC) or Turnover Intention (T1). Females have a mean OC of 5.83 and males have a mean of 5.84,
with both showing identical medians of 5.8 and non-significant p-values (p = 0.78), indicating that gender does
not meaningfully impact organizational commitment. Similarly, turnover intention is nearly identical, with
females at a mean of 1.17 and males at 1.16, further underscoring the lack of notable differences between the
genders. Overall, both male and female employees exhibit similar levels of commitment and intention to leave,

with minimal variability in their responses.
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Table 6:

Results of Kruskal-Wallis Test for Differences in Job Tenure Among Employees

W p e df p
1to 5 years 11 to 15 years -8.885 <.001 91 4 <.001
1to 5 years 16 to 20 years -8.532 <.001
1to 5 years 6 to 10 years -1.996 0.621

1to 5 years more than 20 years  -8.388 <.001

11to 15 years 16 to 20 years 3.977 0.04
11to 15 years 6 to 10 years 8.275 <.001
11to 15 years more than 20 years  0.216 1

16 to 20 years 6 to 10 years 7.798 <.001

16 to 20 years more than 20 years  -4.028 0.036

6to 10 years  more than 20 years  -7.92 <.001

The table displays the results of pairwise comparisons of employee experience ranges regarding a specific
variable, likely Organizational Commitment or Turnover Intention. Significant differences are noted particularly
for employees with 1 to 5 years of experience compared to those with 11 to 15 years (W = -8.885, p <.001), 16
to 20 years (W = -8.532, p <.001), and more than 20 years (W = -8.388, p < .001). Also, there are significant
differences between 11 to 15 years and 16 to 20 years (W = 3.977, p = 0.04), as well as between 11 to 15 years
and 6 to 10 years (W = 8.275, p <.001), and between 16 to 20 years and 6 to 10 years (W =7.798, p <.001). But,
no significant differences are found between 1 to 5 years and 6 to 10 years (W = -1.996, p = 0.621) or between
11 to 15 years and more than 20 years (W = 0.216, p = 1). Overall, the results indicate that experience duration
significantly influences the variable being studied, with marked differences in perceptions or behaviors among

various experience levels.
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Discussion:

The study aimed to explore the relationship between organizational commitment and Turnover Intention, within
the Manufacturing sector and IT (Information Technology) sector. It also sought to examine how demographic
factors such as gender, sector itself and years of experience of the employees impact the variables. By employing
a quantitative approach with a sample size of 120 participants, the study aimed to provide insights into employee

behavior in these sectors and contribute to the existing literature on organizational behavior.

This comparative study of Organizational Commitment (OC) and Turnover Intention (TI) across the IT and
Manufacturing sectors underscores high commitment and low turnover intention in both sectors, suggesting
workforce stability. A strong negative correlation between OC and T1 is especially notable in the IT sector, where
supportive leadership likely fosters greater engagement, leading to statistically significant higher OC and lower
TI. Gender shows no significant effect on either OC or TI, while tenure analysis reveals that less experienced
employees have higher turnover intention, highlighting the importance of professional development and

recognition in retaining talent, particularly within the IT sector.

The results of the study provide insights into the relationship between organizational commitment (OC) and
turnover intention (TI) across the IT and Manufacturing sectors, as well as variations based on sector, gender,
and tenure. First, there is a strong inverse relationship between OC and TI in both sectors, supporting H1, as
higher commitment is associated with lower turnover intention. Regarding H2, while organizational commitment
differs significantly between sectors (IT employees showing slightly higher commitment than those in
Manufacturing), turnover intention does not show a significant difference, making H2 partially accepted. Gender,
But, does not significantly impact OC or TI, leading to the rejection of H3. Finally, significant differences in OC
based on tenure confirm H4, as employees with longer tenure display higher commitment than those with shorter
tenure. Overall, organizational commitment is influenced by sector and tenure, but not gender, and is strongly

associated with turnover intention across both sectors.

Both the manufacturing and IT sectors demonstrate high organizational commitment, indicating successful efforts

by companies in fostering environments where employees align with organizational goals and values.
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Commitment levels appear slightly higher in the IT sector, possibly due to its emphasis on innovation, career
growth opportunities, and a collaborative culture. Turnover intention was low in both sectors, though slightly
higher in manufacturing, which may highlight challenges related to job satisfaction, workplace conditions, or
engagement that HR could address in retention strategies. A strong negative correlation between organizational
commitment and turnover intention was observed, showing that highly committed employees are less likely to
consider leaving. This finding supports existing literature that committed employees are typically more engaged,
reducing turnover rates. Professional growth opportunities play a crucial role in retaining employees; in the IT
sector, where ongoing technological advancement requires continuous learning, companies that invest in
employee development may see higher commitment and lower turnover. Also, strong leadership is critical for
increasing employee morale and dedication. Supportive leadership develops a culture of trust and motivation,
which has a substantial impact on employees who intend to continue with the firm. These insights are critical for

HR practitioners developing retention and engagement strategies.

Conclusion:

This study reveals a strong, negative relationship between organizational commitment and turnover intention in
both the manufacturing and IT sectors, underscoring the importance of commitment in mitigating turnover risks.
Significant differences in turnover intention based on experience suggest the need for retention strategies that
address tenure-specific challenges, while the absence of gender differences indicates consistency in commitment
and turnover intentions across genders. To strengthen retention efforts, organizations could focus on factors like
job satisfaction, work-life balance, career development, and organizational culture, which may further enhance
employee commitment and satisfaction. Future research should explore these additional factors and examine the
long-term effects of commitment on turnover, helping organizations create supportive environments that retain

talent and enhance overall performance in competitive industries.

Limitations:
1. Limited sample size and convenience sampling may restrict generalizability.
2. Self-reported data can lead to socially desirable responses.
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3. Findings may not apply to industries with different dynamics.

4. Correlations identified do not establish causation.

5. External influences on commitment and turnover intention may not be considered.
6. Insufficient exploration of demographic impacts.

Implications:

The findings of this research carry significant implications for organizations operating within the manufacturing
and IT sectors: As a social worker, these findings emphasize the need for supportive and inclusive workplace
practices to enhance employee commitment and reduce turnover. Social workers can advocate for mentorship
and onboarding programs that foster belonging, aligning with principles of empowerment and community-
building. By tailoring interventions to employees’ experience levels, social workers help meet diverse needs,
promoting engagement and retention. This might include developing wellness programs or peer support networks

for newer employees, as well as growth opportunities for long-tenured staff.

Diversity and inclusion initiatives, although not directly tied to turnover intention here, remain crucial. Social
workers can help cultivate a workplace culture that celebrates diverse backgrounds, ensuring all employees feel
valued and respected. Such efforts support organizational commitment by reinforcing a sense of equity and
belonging, ultimately contributing to a healthier and more engaged workforce. Through these strategies, social

workers help build resilient, supportive organizational environments that drive commitment and retention.
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Appendix A:

Demographic Details:

1. Name

2. Age

3. Gender (Male or Female)

4. Sector (Manufacturing Or IT)

5. Years of Experience (1 to 5 years, 6 to 10 years, 11 to 15 years, 16 to 20 years and More than 20 years)

Appendix B:

Original Commitment Scale Items (Allen and Meyer, 1990)
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Affective Commitment Scale Items

1. 1 would be very happy to spend the rest of my career with this organization. * #

2. | enjoy discussing about my organization with people outside it. #

3. I really feel as if this organization’s problems are my own. #

4. | think that | could easily become as attached to another organization as | am to this one. (R) #
5. I do not feel like ‘part of the family’ at my organization. (R) #

6. I do not feel ‘emotionally attached’ to this organization. (R) #

7. This organization has a great deal of personal meaning for me. #

8. I do not feel a ‘strong’ sense of belonging to my organization. (R) #

Continuance Commitment Scale Items

1. I am not afraid of what might happen if I quit my job without having another one lined up. (R)
*#

2. It would be very hard for me to leave my organization right now, even if | wanted to. *

3. Too much in my life would be disrupted if | decided to leave my organization now. *

4. It wouldn’t be too costly for me to leave my organization now.(R) *

5. Right now, staying with my organization is a matter of necessity as much as desire. *

6. | feel that I have very few options to consider leaving this organization. + *

7. One of the few serious consequences of leaving this organization would be the scarcity of

available alternatives. *

8. One of the major reasons | continue to work for this organization is that leaving would require
considerable personal sacrifice—another organization may not match the overall benefits | have

here. *
Normative Commitment Scale Items

1. 1 think that people these days move from company to company too often. *
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2. |1 do not believe that a person must always be loyal to his or her organization. (R) ** #
3. Jumping from organization to organization does not seem at all unethical to me. (R) * #

4. One of the major reasons | continue to work in this organization is that | believe loyalty is
important and therefore feel a sense of moral obligation to remain. * #

5. If 1 got another offer for a better job elsewhere, | would not feel it was right to leave my,
organization. * #

6. | was taught to believe in the value of remaining loyal to one organization. ** #

7. Things were better in the days when people stayed in one organization for most of their careers.

*

8. I do not think that to be a ‘company man’ or ‘company woman’ is sensible anymore. (R) **
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Note: + Meyer and Allen (1997) substitute ‘believe’ for ‘feel’ in this item.

* Directly reflects the focal behavior for organizational commitment, staying/leaving.
** Indirectly reflects the focal behavior.

# Reflects affective content.

(R) Reverse-coded item.

Appendix C:

Turnover intention survey questionnaire

1. | am actively looking for another job.

2. | am seriously thinking about quitting my job.

3. | will probably look for a new job in the next year.
4. | hardly think of quitting the job.

5. As soon as possible, 1 will leave the organization.
6. | am actively searching for another job right now.
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