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“IABSTRACT7d7”
This study 1nvest1gated the "reiationShips betweenﬁ

Y_organlzatlonal :commltment and Krole- confllct _job::"

‘satisfaction}f'and ethlcal behav1ors at work ’fThe;‘fv7}

.,hYpothesis ofwblnterest"inl thls .study was that.?d

organlzatlonal commltment could be ‘more acouratelyf-

‘explalned by a curv111near relatlonshlp v 225vemployed {gw'*

,people responded to a 75 questlon survey.i'Suppoft'wasi
‘tfound foriu~a relatlonshlp between | organlzatlonaliy'
'-,commltment and job satlsfactlon.vHowever -no support wasn
, found ‘Vfof:"ther,gotherlf llnear relatlonshlps v of’.
"organlzatlonal ‘ 'conmitnent '.uandlfﬂ role f:'confllct

torganlzatlonal commltment and eth1ca1 behav1or,‘or for_n-

' the curv111near relatlonshlp of organlzatlonal commrtment‘ . |

and ethlcs..,

i
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INTRODUCTION

W1111am Whyte flrst warned corporate Amerlca about the‘;

-dangers of overcommltment ‘ln hlS; 1956 book heV-“

quanization Man. Whyte descrlbed ‘an employee who not
only;worked.forfan,organlzatlon, but actually belonged”
to it-(Randall 1987)lj Two’ years later Paul R. Lawrence
(1958) wrote,»"Ideally, we would want one- sentlment to
be domlnant in all employees from top to bottom, namely
a complete loyalty toythe-organlzatlonal purpose"‘(p{7'
208). B | )

In search‘ of a new cure—all ‘for» corporate WOes,’
researchers and managers across America started looklngf
for ways to increase employee commltment (Glbson,
IvanceviCh;‘&'Donnelly, Jr.;l1985)¢ As a result,_for the -
past ’thirty years‘ most yof the research inyolving‘.
organlzatlonal commltment has elther started with or
concluded. w1th the concept that employers should be‘ :
fosterlng'hlgh 1evels of commltment in employees (Flsher,v:
H1989, }Romzek, 1989; Mowday, Porter,' & Steers, v1982,>
‘Steyensy‘Beyer; & Tr1ce,.1978;'Becker, 1960) Thls<
: sentiment‘”hasv espec1ally prevalled whenv commltment
measurements are llnked w1th absenteelsm and turnover

rates  (Blau & Boal, 1987; Stumpf & Hartman, 1984;



. O'Reilly & caldwell, 1980; Hom, ,..Katerberg',_‘* & Hulin,

',1979}hMOWday,"Steers, &lPorter,‘1979) Robbins (1983)

'aiwrote that ‘,..research 1nto commltment ‘has developed,»ig

taround the assumptlon that hlghly commltted employeeSf>
:w1ll be better performers and have 1ower turnover than
ha.those expre551ng low levels of_fcommltment._tot the=
;'organizatlon".(p 57) | | e |
Desplte, the amount. of research' in thls‘ area,fl
organlzatlonal commltment is st111 a dlverse concept.
) Mowday, Porter, and>Steers (1982) 1lst—ten deflnltlons
,froﬁ 10 different studies.- These definitions generally-
mentlon attltudes or types of behav1ors that descrlbe a
worker s feellngs of belonglng or hls/her 1ntentlon top'
stay w1th an organlzatlon. These deflnltlons dlffer
'w1de1y 1n.the1r ba51c understandings.of organiZational
commltment descrlblng it as a phenomenon, a process, a'
: state of belng,' an attachment, an orlentation,”tav
relatlonshlp, and morer(for a nore compiete description
. see Mowday et al. pp. 20—21) : |
However, much of the recent research can be d1v1dedp
into two'camps based.on,spec1f1c and reliable measurement
t‘devices that have been developed.for the tio more popular'

',definitions.',The firstvinvolves_Porter,_Steers,kMowday,



1-C»They'second commonly used deflnltlon stems from7

'sldefbet" theory Wthh looks at th

5]e}fmeasur1ng the‘"percelved costs" 1n leav1ng Also knowng
”Fl;as& contlnuance commltment ' thls deflnltlon can bebqa;”y'l
fmeasured by the thzer and Trlce Scale (1969) or thefli’

~,alHreb1n1ak and Alutto Scale (1972) (Meyer, Paunonen,ffs;'

-*ra'fcellatly, Goffln:_& Ja°k5°“' 1989)

Both deflnltlons;try‘to explaln the bond between theiffa

.;I}employeef and the organlzatlon,y but approach thlsf"”’

wconnectlon from dlfferent motlvatlng factors.lufeBy;xbv

:deflnltlon affectlvely commltted‘workers stay on the Jobl

because they want to, whlle employees w1th contlnuanct’

fcommltment stay because they feel they have to.jdf?}f
Tiﬁgresult the worker s subsequent behav1ors are belleved:

b"ffto dlffer.; EmploYees who want to remaln are hYPOth951zed;f{f




to put forth more effort benefltlng the organlzat1on.'

:.(Mowday, ‘ et al. , 1982) ) whereas employees who feel they':_f

must remaln are thought to be less dedlcated 'and

o '(,,motlvated (Meyer, et al., 1989) Thls dlfference 1n‘

comm1tment motlvatlon has led researchers to conclude,

"_that affectlve comm1tment is p051t1vely related and‘v

‘ contlnuance comm1tment negatlvely related to performance.
v So,f in order to measure performance at lea‘st 1t may

- become necessary for researchers to flrst determlne whlch

»vklnd of comm1tment they are deallng with.

Slnce the need to- contlnue deflnlng and measurlng

- organlzatlonal comm1tment perseveres w1thout resplte one

route that 'researchers have taken '1s to try to ‘clarlfy
the concept of organlzatlonal comm1tment by 1ncorporat1ng
it 1nto ‘more detalled models.’ “ An »example of 'thls
| ;llnvolves the concept of “work comm1tment" whlch uses a
facet design to measure a comblnatlon of commltments'
1nclud1ng ]Ob 1nvolvement 'organlzatlonal comm1tment
work ,eth‘lC endorsement, and 1ntent10n to remaln (Morrow
& McElroy, 1987) . 'Prev1ously,' MOrrow (1983) postulated
: that several aspects of work comm1tment actually overlapff
and are not distinct enough to be measured separately

. Hoplng that an 1ntegratlon ‘of multlple 'commltment



functions would reduce redundancy within the commitment
literature, ﬁorrow and McElroy (1987) designed a study
using "work commitﬁent" to measure job satisfaction overv
three career stages. Unfortunately, the overallyleﬁels
of explained variance were 1ow. Therefore, more research
will be necessary to decide if this approach is valié or
not. ’ | |

~ In a later study, Bfaoke, Russell, and Price (1988)
cited a lack of data and separate research traditions as
their reasons for designing a study to éssess the
discriminant validity of Jjob satisfaction, job
involvement, and or§anizational commitment; They
concluded that the three attitﬁdinal variables were

empirically distinct concepts.

How much commitment is desirable?

As the Morrow and. McElroy {(1%87) and the‘ Brooke,
Russell, and Price (1988) studies have indicated, the
variety of definitions, reéearch, and new concepts are
causing researchers to qﬁestion wheﬁher they have sﬁudied
organizational commitment ciosely enough.‘.Looking more
deeply ,into commitmeﬁt's 'individuai components, one
recént proposal ‘suggests that different-‘levels Qf

commitment may be caused by different attitudes and



'”7~mﬁﬂ(result 1n dlfferent behav1ors P(Randallzﬁ1987) ThlS has%V5’"‘

cproduced a debate about how much commltme”tils actual

e benef1c1al.

employee R

| under-comm1tted

llttlefi. i
"'”""-’1dent1f1cat10n or sense f belonglng w1th1n a‘nji,

'.*organlzatlon, results have qenerally concluded that low;"‘bg," : R

levels \ of _ comm.ltment are more dysfunct10nal than;_

, _productlve for both the 1nd1v1dual and the organlzatlon*g v

':’(Randall 1987, Mowday, et al., 1982, Kanter, 19‘75‘

o Hacker, 1978) The research reports that dlmlnlshed::f,t?- B

f;commltment can 1nh1b1t promotlon (Hacker, 1978) Ow Ry

a levels of comm1tment have also been attrlbuted poss:.bly‘-

} -_,unfalrly, to whlstle—blowers who are regarded as dlsloyalf" :

_ and rebelllous employees (Hacker, 1978) (However, :

| .‘ whlstle-blowers may actually be hlghly comm1tted workers;_?'*"-w feEn A

: 1_51nce they are concerned enough to "stlck the1r necks":_;,:.:f." el i

L "out in. an attempt to f1x spe01f1c problems ) Meanwhlle,‘_ﬁn"v_- L

1979), 1ncreased tardlness (Angle & Perry, 1981),

- organlzatlons burdened w1th under-comnutted employees may: e
ie"-fsuffer from hlgh turnover (Porter Crampon, ‘, &v Smlth-. :

SEE '"‘1976) , too much absenteelsm (Mowday, Steers, & Porter, ,




“,work quallty, (Steers, 1982),HandjdisloYalty (éChein,e:r

‘[1968)

'M'HCorrelates of Moderate Levels of Commltment.

Moderate levels of commltment are hypothe51zed by somevfﬁ*

to be the 1deal blend between employee and organlzatlonalfsf o

1nteractlon Wlth both partles beneflttlng from mutuale_/f"

"1needs be1ng met (Randall 1987,vMowday et al.,,l982,fﬁ'th 2

'Stumpf & Hartman, 1984) f Moderate commltment to the

'aforganlzatlon helps the employees to feel secure, useful

'5h and a sense of belonglng (Mowday et al., 1982), whllejﬁﬂf

jstlll allow1ng them to malntaln thelr own 1dent1ty (Katzfﬁ’

;&vKahn, 1966) , The organlzatlon beneflts from a loyal‘,

'vfland d111gent workforce that 1ntends to stay and recelveshg'"

- sense of satlsfactlon from the work (Mowday et al.,cd

-1982)

TlftCorrelates of quh Levels of Commltment (Ind1v1dual)glf"

Flnally, desplte the fact that some researchers stlllh.i

Vuadvocate 1ncrea51ng employee commltment (Romzek 1989,*'

‘riFlsher, 1989),' Mowday,»Porter,vand Steers (1982) and e

vt'Randall (1987) have categorlzed long llStS of deleterlousft

&geffects attrlbuted to fhlgh levels haf Commltment""

“1*suggest1ng“many'dysfunctlonal consequences, For example,f*ﬁ~ﬂf,"

'ffthe negatlve results of overcommltment for an 1nd1v1dualf'”v“



employee‘can inélﬁde:fthélinhibifiéh'of self—deVelbpment,
growth, and 6pportunitYffor7m65i1ity (Mowdéy,»et ai.
1982); resistance nto‘ changé and - a susceptibility‘ to
'grpupthink (Staw‘& Roés,'i978f{istre55jwithih family
units (Graddiék; & Farr, 1983; Holéhan & Gilbert, 1979;
Kanter, 1977); family conflict sometimes'resulting.in‘a
denial of family lifé (Greenhaus‘ & Beutell, 1985);
tension within other reiationships'stemming from the loss
of self and the inability'tp relate to others outside of
the job (Korman & Korman, 1980); possible lessening of
time for outside activities (Larsbn & Fukami, 1984);
workgroup conflict (Mowday et al., 1982; Etzioi, 1975);
and role-conflict resulting from role ovefload (Reichers;_
1986) .

Researchers have alsb speculated that-the inhibition
of creativity and innovation (Wright, 1980; Thompson
1965), reduced peer dJgroup solidarity (Whyte, 1956),
waéted and/or misused energies df devoted employees kept
in jobs they diélike or are unsuited for (Rowan, 1981),
and‘organizationé overburdened by employees too willing
to suspend their own judgement (Hoffer,‘1963)‘cou1d also
be probiems arising from too much commiﬁment‘ These

areas still need more research.



".‘Correlates of quh Levels of Commltment (Orqanlzatlon).;m_.u‘7

Pos51ble negatlve consequences for the organlzatlonm

.c'lnclude.: reduced effectlveness- because of decreased‘

functlonal turnover (Mowday 'et al.,k 1982),‘ less;pf_ffr

"hblnnovatlon, creat1v1ty, and/or adaptatlon (Mowday,‘etffﬁ,

3fal 1982);_devot10n to past p011c1es and tradltlonszl

wvresultlng 1n entrenchment (Salan01k 1977), and

hf,‘w1111ngness to commlt 1llegal or unethlcal behav1ors forf.-,.r-:z'

':'the company welfare (Randall 1987) Wthh can result 1n?‘,jff

rpvlawsults publlc 111 w111 and even death.; Some examples;l“f

vof 1llegal or unethlcal types of behav1ors 1nclude John;?

f‘DeLorean s reported experlences ,as a General MotorSj-V'

berexecutlve that descrlbed how hlgh levels of_l yalty and;_

| commltment not only reduced creat1v1ty, but also led tof“f‘

deadly consequences because of the fallure to f1x safety_“”

B defects Stlll 1nherent 1n the Corvalr when 1t went onff

”esale in 1959, (erght 1980), the General Electrlc prlce-h]fmfngfg

fll f1x1ng consplracy 1n whlch GE was charged W1th monopolyf

'ff'practlces and pr1ce-f1x1ng maklng thls a real 11fejALf7

'hexample of how corporate norms and codes can clash w1thi?"““h

" the leg’al system (Ge1s,.1982), the escalatlon of the

’iVletnam War as stated 1n a memo wrltten by George Ba11535.5‘”

ls-to Lyndon Johnson 1n 1965 notlng that so many casualtles""”



f‘had already occurred that'to stop wouldrresu1t in'public_3="~

humlllatlon maklng further commltment seem llke the onlyf:
’ycourse'left»open (Staw & Ross,,1978) and the Watergate
IConsplracy that thrlved because of the- protectlve y
‘ygroupthlnk that surrounded Rlchard leon before, durlng,;
' and after the Watergate break—ln (Mullen,v1976)- -

.'Conclu51ons From the Organlzatlonal Research
Drucker (1972) suggested that there ‘1s a natural ‘

ytendency for organlzatlons to dlscourage 1n1t1at1ve by-,'

‘ promotlng conformlty.;m He wrote that thls vcan be"

'evaccompllshed by Weakenlng external tles and encouraglnng

f dependence on the corporatlon. " As. Cook (1966) noted-yj_,_

'about the organlzatlonal men 1nvolved 1n the GE prlce-ﬂ

_bf1x1ng consplracy,i"They were men who surrendered thelr"”

;own 1nd1v1dua11t1es to the corporate gods they served.; o

v‘:Though they knew that the1r acts were 1llega1 vnot to sayr

unethlcal though the shady maneuverlng at tlmesi.';

. affronted thelr sense of decency, not one found 1t'
poss:Lble to pronounce an unequlvocal 'no' " "(p;~ 38)
:fAngle and Perry (1981) wrote, "It 1s more llkely that t"

h’w1th respect to adaptablllty,vthere 1s some optlmal levelr

'"vof-commltment + sufflclent to evoke needed employeeﬂvyﬁ

;fbehav1ors beyond exp11c1t role stlpulatlons, but not sof’

10



‘strong as to 1ncur the suspen51on of 1nd1v1dual judgment o

‘in favor of the organlzatlonal precepts" (p )’. I‘n"]'*'..;

o addltlon, Morrow (1983) concluded ". . .that decreas1ng”"?‘- S

levels of- organlzatlonal : comm1tment » sometlmesr ’*‘s o

V:'des:l.rable (Salanc1k 1977) because "Malntalnlng a:-,"_’f‘;_f:'

sufflclent amount of turnover and av01d1ng groupth:mk?,—

lpractlces | represent Sltuatlons 51n Whlch excess;ve-*_"

. comm1tment ‘can be dysfunctlonal (p.v 496)

r’Purpose of thlS study {jj ¥

Randall (1987) ‘._. concluded that ’ "Because ‘:.‘_,thevf.":;"i

‘relatlonshlp between comm1tment and negatlve work—related R

outcomes is not fully understood more attentlon shouldv

el be pald to the potentlal negatlve aspects of hlgh levels S

of comm1tment for both organlzatlonal members and the 1

Org‘anlzatlon 1tself"v' (1987 pa 461) ' She also wrote‘i,;"'f‘:

»that the 11near relatlonshlp between hJ.gh 1eVels of

' comm1tment and pos1t1ve work behav1ors preVJ.ously thought

b to ex1st should be: re examlned.»: Randall suggested thatg‘

an 1nverted U—shaped curve 1s a more accurate statlstlcal R

ffdescrlptlon of comm1tment because J.t 1s poss.1b1e that atf :

‘;i'i'i?b'both ends of the spectrum, commrtment (llke stress and*_," S

e anx1ety) 1s more harmful than beneflclal thus maklng

~»moderate rather than hlgh levels of comm1tment more,;,_



llkely to produce beneflclal work behav1ors.f

Hypotheses-ff

To test thlS theory, thls study has been de51gned tohi'"'

' measure ‘an employee s percelved dlfferences betweenf-,ffo

‘”,organlzatlonal commltment tand role confllct jéb? el

fsatlsfactlon,'and ethlcal behav1ors at work.‘,ﬂ‘*‘h“

Slnce people spend most of thelr tlme at home or at

7work the" varlables 1;¢fh role : confllct ?andd_“jobf o

satlsfactlon, were chosen to cover the w1dest number of'nf¢

”quSSlble role varlatlons w1th1n 1nd1v1dual workers.'-

HVDOtheSlS One.v Role confllct 1s deflned as, '"Af;jf

'.]kf51tuat10n in. whlch an 1nd1v1dual 1s confronted byi!d”

‘ddlvergent role expectatlons, (Robblns, 1983, p..543)

b”fThe role confllct scale w1ll measure 1f workers reporth

”'rsconfllcts between work and home, and then assess thedr

"relatlonshlp_ between thehlsubjects"

ff.commltment and role confllct scores. 2

_organlzatlonal"*'

| ypothe51s two.v Job satlsfactlon:is deflned as . ?;Q.afddi.

"eworker S emotlonal affectlve, or. evaluatlve responseﬁfﬁﬁﬁf

”fgtoward;hls (or her) job " (Saal & Knlght 1988, p.

.297)37”""

Th1s scale w111 determlne 1f a. relatlonshlp ex1stsf °f .

’between the subjects' organlzatlonal commltment scores

‘"fliand how satlsfled (or not) they report feellng aboutji.,-




:ethelr‘jobs.,: “h

‘ vaothe51s three

"ffsadded to see 1f the subjects report a w1lllngness tofﬁF

“ffsacrlflce‘{lnd1v1dual ]udgement fonf behalf Of thef;g

‘"af;organlzatlon. Because 1t has been hypothe51zed but not R

‘5fff;researched thls scale w111 assess the f relatlonshlph*h

'~between'the subjects organlzatlonal commltment and thelr‘”;h
‘freported ethlcal behav1or scores.t w:‘v

Hypothe51s four.b;h?‘ Ultlmately, fa curv111near'fh7

‘n3+re1atlonsh1p 1s belng predlcted between organlzatlonal‘

Vcommltment and ethlcs._ ff‘



»' PILOT STUDY

| . Method A
_g—DéSi n , S . . :
t7 To test the rellablllty of the two scales developed by?tj

;;thls author, a survey ‘was created in the style 1ntended33'-5**””

Efor the flnal the51s questlonnalre.” -

The EtthS Scale was wrltten from 1tems based on. the”}]jﬂ s

7'Brenner & Molander (1977) survey reported in- the ﬂgrzg;gpj‘b

e Bu51ness Rev1ew, and chapter 10 (“The Fallure of Bus1ness,°”

-Ethlcs), 1n the Cllnard & Yeager book entltled Corporate;y;%v:p‘

‘Crlme

The Role Confllct Scale was adapted from the Gllbert

'_x& Holahan (1979) Role Confllct Scale.}‘Thls adaptatlonjp ;

was made because the or1g1na1 scale d1d not spe01flcallyfff'ﬂ

taddress work related behav1ors.;y;.ypln;4

In both cases, the pllot‘study was 1ntended to assess: y’

jdy,the rellablllty of the two scales before they were usedav"‘

" in the flnal the51s study

o Sub]ects‘p

The subjects were 50 undergraduate ‘and graduate;fj.ijV

'Wﬂfstudents enrolled at Callfornla State Unlver51ty, Sany*

"Vt-Bernardlno., The subjects were a non-random, convenlence,;sg;f

T?Sample\f whose;t partlclpatlon liwas?j‘voluntary ffand?ff

o1a



&:xﬁgjfage, and number of years'employed were also asked of the];f

:T'Wfiffrom the above

t-ffPsychologlcal Ass001atlon, 1983)

ﬁ?fwas adapted from the Gllbert & Holahan (1979) scale;

'*”3f~copy of the complete survey )

'VTProcedure

"7“surveys and thelr confldentlallty was guaranteed

”fconfldentlal.l The demographlc 1nformatlon of gender,:

ti7vsubjects.. The subjects were treated in accordance w1th’j7ff‘

fjgthe "Ethlcal Pr1n01ples of Psychologlsts" (Amerrcanfff“ﬂv

The Ethlcs Scale con51sted of 21 1tems and was wrlttenf‘***f

Thf:Appendlx A for a copy of the orlglnal survey )

}ﬁﬁgThe Role Confllct Scale, whlch con51sted of 20 1tems,f‘ffﬂ,.f:

7ffuwas de81gned to measure percelved confllcts between ajn”**

’ ”fsubject's home and work llves., (See Appendlx B for aE;T,S‘

Permlss1on was’recelved from the Unlver51ty s Human.yi"'

: ﬂféubjects cOmmlttee to run the pllot study Whlch Was;f;flif"
‘ifihdlstrlbuted to students whlle they attended class-z Bothiflkfav
C“}f;surveys were passed out at one t1me to each subject and?fﬁif

X aethen collected The sub]ects were told the nature of theéfiyi'”vz'ﬂ

pentloned Brenner & Molanderfsurvey andlfff'”




PILOT STUDY

for ltem :

'.,69

;xu;;;, Py

,wfffcoefflclent alpha Of

*5P5exam1natlon, seven of the 1tems (questlon numbers 1 9 -

f-,1f1“,‘ 12, 15";"1 ‘and 20, ,were drOpped ~once the Se"en:ﬁi-«

o 1tems were deleted the alpha equalled 84.»(See,Append1Xf,f**ﬁ:

'lf‘c for a EtthS Scale Descrlptlve Statlstlcs )

Role Confllct Scale.» The Role Confllct Scale‘pjoduced fi;”hfh:f-

vl[ua Cronbach's coeff1c1ent alpha of .82 (N '

::lltems 8, 10 and 14 were deleted because they were notetﬁ

g.contrlbutlng to the 'cale,,the alpha~1ncreased to

| (see ppenaix. fd”ﬁ“feigghgﬁf?,

V;jﬁftstatlstlcs )




IPiLOTESTubyry'f

DlSCUSSlOD

The pllct study results produced Cronbach coeff1c1ent“;v,

’”falphas of 84 for the EtthS Scale, and 83 for the Role»f_ff"

:aConfllct Scale. Therefore, these scales' alphas met thej_‘;"'”

[
|

‘:L»generally accepted levels of cons1stency (. ZO)_.erflfgf..

_.psychologlcal‘researchf(Nuhnally,‘l978,¢p, 245).m,~-




THESIS STUDY

Method
: Design B . _
 This thesis Study-used‘aJSurVermethOd" The»surveyr

'conSisted fOf 75" questlons~ in,:all, complete with
'1nstructlons for respondlng to the 1tems, Two of thesc

scales‘ were prev1ously tested 'standard meaSurement'

devices.' The other two were developed by thls author_"

h‘spe01f1cally for this research progect.f (For aycomplete
dlscu551on, please refer to the Pilot Study.) |
gSubjectsf | | “j - ;‘ | |

- The subjects for thlS study were 225 employed peoplea‘
'who worked at a varlety of jObS for varlous lengths ofho
‘tlme. The sub]ects were recrulted at four small s1ged'
unlver51t1es 1n Southern Callfornla,'as well as from
prlvate 1ndustry;. The subjects ranged in educatlon from
highhrschool graduates to master sv level graduate»'
students.5~~'rhls study' actlvely 'trled to sample many
dlfferent types of jObS spec1flcally to: av01d any‘r
‘1nherent blases found w1th1n one group of employeesff

worklng at one organlzatlon.

: There were .. 122 female respondents and 102 male[:“‘

respondents, w1th one person decllnlng to state hls/herg‘

18



’"gender.r The subjects ranged 1n age from 16 to 58.;¥Theoj
most common length of employment was w1th1n the range oﬁl
one to ten years.‘. (Appendlx E shows the completehff

| demographlc break-down for the subjects)

' f?The. subject' partlclpatlon -,was“, voluntary 'ndflv;_"

.anonymlty was guaranteed The subjects were treatedfi‘
"accordlng to the’"Ethlcal Pr1n01ples of Psychologlsts"il;

-(Amerlcan Psychologlcal Assoc1at10n, 1983)

lﬂ§§£ﬂﬂ§ﬂ§ . T T R A Sl v
Organlzatlonal Commltment‘ ;fg;Th‘ Organlzatlonalﬁht”‘

:Commltment Scale was dev1sed by Buchanan (19‘4) and was;

'selected for use because 1t 1ncorporates the threeyf’

components of (1) 1dent1flcatlon, Wthh 1s descrlbed asrh

",how much an employee 1nternallzes the goals and’ valuessflﬁx?

of the organlzatlon, (2) ]ob 1nvolvement, descrlbed aslf”

‘;”the 1mmer51on of one! s self 1nto the work role, and (3)7“'

'loyalty de51gned to measure feellngs of attachment tof‘ﬂ

the,organlzatlon. All three subscales were con51deredﬂfH

*1mportant for -a well-rounded measurement of dlfferlngif:?ﬁf

'f’_levels of organlzatlonal commltment., Seven of the 23tff.i'

ajltems are reversed scored Th1s scale 1ncludes 1tems,3u3

“'f‘,“llke,b "I feel a sense of prlde 1n worklng for thlsi'” !

’“forganlzatlon" "The most 1mportant thlngs that happen toffwje o

”.T 19;.



me 1nvolve my work" and "I feel a strong sense of,;;,b

floyalty toward th1s organlzatlon" f These questlons areljf'

o rated w1th a leert scale ranglng from 1 (stronglyf

dlsagree) to 7 (strongly agree) In creatlng thls scale,"'

Buchanan used the responses from 279 managers,f and;
‘_'recorded coefflclent alpha scores of ;86; ?54;_.92 for
all three subscales; and« 94 for the total scale.

ThlS study also 1ncluded the questlon, "Overall,_how
ccmmltted are you tocyour career?", selected‘from.the',u
”1984 Gilbert & Holahan study.f This question was used to
gauge the"subject's other'responses, and used'ahLikert
'scale-iranging from 1'f(not: chmitted) tor 77:(yery‘
‘commltted) | | i | vn |

Overall Job Sat1sfact1on. Warr, Cook and Wall (1979)'

‘developed the Overall Job - Satlsfactlon Scale: that was .
iused in thlS study. Thls‘scale was’ de51gned to measure
vextr1n51c and 1ntr1n51c job features and approaches ]Ob
satisfaction from a global perspectlve. It 1ncludes such
1tems as' How would. you descrlbe,,"Your fellow workers"‘d
‘"Your rate of pay" "The 1ndustr1al relatlons between'
" management and workers 1n your flrm" and "Your job]'
lsecurlty"» Respondents used a leert scale ranglng from

1 (I'm extremely dlssatlsfled) to -7 ‘(I m extremely ‘

20



satlsfled) ‘ Warr,_Cook & Wall used samples of 200 andp,
h390 male, blue—collar manufacturlng employees 1n the_
Unlted Klngdom, and reported coeff1c1ent alpha scores of .

.85,’and .88 for the two samples.,p.f

i Role Confllct Scales. The Role Confllct Scale was5dw'

‘adapted by thls author from the Gllbert and Holahan_ .

u:(1979) scale measurlng role confllct for palrs of llfe"

roles, llke worker and spouse., The coeff1c1ent alphas:f‘

o for the orlglnal subscales of worker versus spouse,

worker versus famlly, and worker versus self were-.87,k’
.76, and .79.' The total confllct scale had an alpha of
CLe2. | | | - |

. The. scale developed for‘thls study 1ncluded 1tems

like: "Do you feel a confllct when. You are asked to put

h_your work before your fam11y°" And, "Do'you feel a
confllct when° You let your work consume nearly all your'
tlme and energy 1nstead of devotlng time to the -
‘development of out51de 1nterests7" The pllOt sample of
:41 subjects reported an alpha of 83.

EtthS Questlons. The Ethics Questlons were wrltten;f

‘by thlS author to measure how sub]ects percelved ethlcalu

vbehav1ors occurrlng at thelr workplace. The Ethlcsﬁ ‘)

Questlons. Were _;wrltt_en W_ltmn-nthe-guldelines of the

'.21».



't.Harvard Bu51ness Rev1ew reader”

Other ethlcs questlons were wrltten from subtoplcs 1n{”ﬂ?7hv

:E.cnapter ten of Cllnard and Yeager s Corporate Crlme bookf$f#

'rﬁdunusual for emploYees to xperlence an‘onfllbt betweenfd:”

;thelr own bellefs of 5001al respon51b111ty and companylvv

"jfgfrequlrements."e The pllot sample of‘42 subjects reportedwwwﬁ,v’

lffan alpha level of 84 for the rev1sed'survey. ;{f'

'fw;Procedure
Each sub)ect completed a questlonnalre evaluatlng'}_a:iﬂ}

v@thelr organlzatlonal commltment “job satlsfactlon, roleh'n'"'

”'rij,confllct between work and home,'and someﬂethlcal work_ffd -

ﬁfcon51deratlons. - (See Appendlx G’ for;f - completefp*f';“

'°fg[fquestlonna1re as 1t was admlnlstered ) 270 surveys werehtfrf?]?ﬁfi

‘?Zri?dlstrlbuted and 225 were returned w1th usable data.

All completed quest}onnalresﬁwere scored and enteredtjﬁ'u

7f¥rh1nto a correlatlonal analy51s to see what relatlonshl“swﬁg*f7,t_

ﬂ]ex1sted between organlzatlonalffcommltment and j ob




'7fsatlsfactlon, frole Tconfllct

. >Because the bellef7tha

fethlcal behav1or.fff'

fcur illnear relatlonshlp could?ff;”'

’fex1st between organlzatlonal commltment and the other s

‘vvvarlableS, regres51on uslng a quadratlc term was alsnyf 1*“"“

J;used.




"ftTHESIs;STUDY7tl
}'lfSampleFMeasurements e Lo
g Bas1c summary descrlptlve statlstlcs were computeddf‘
Hﬁfor each of the measurement scales 1nclud1ng means and."
]standard dev1at10ns. Next Cronbach coefflclent alphas -

’were 'calculated to measure; re11ab111ty. ,’ Flnally,

multlple regres51ons Were krun to determlne if ~any

"ﬁcorrelatlons ex1sted between the crlterlon varlable Lo

(organlzatlonal commltment) and the predlctor varlables
‘(role confllct Job satlsfactlon, and ethlcs) xﬂv.? o
Organlzatlonal Comm1tment Scale."' Th1s't scale‘e

'orlglnally con51sted of 24 1tems.} Items numbered 13 and
21 were deleted because they d1d not appear to be
contrlbutlng t0‘the scale The flnal alpha measured
(N‘= 225) for all of the respondents, and  the rev1sed
scale was used to test the hypothe51s.v (The»means are-
reported in Table 1. ) | | |
,chb Satlsfactlon Scale; Thls scale orlglnally had 15’*
items;‘ Item 3 was deleted because it d1d not appear to
~be contrlbutlng to the scale. The orlglnal‘alpha was‘;90‘f
"Q(N'=225),_ After the‘deletion, alpha equaled .90 (N =225)

and this revised scale was used for’the7analysis‘cf the

24



) hybothesis.‘ ffhe}means are.reported in Table 1. ) |
1’ﬁtbics Scale. ThlS scale orlglnally contalned 16 1tems.‘tf‘
_items 6, l10, 11, 14, and 15 were deleted because ‘these
.1tems d1d not appear to be contrlbutlng to the scale.,i'
‘After the deletlons, ‘an alpha of-,89 =’V(N = 225) was |

- obtained and.thissrevisedhscalefwasxusedrtc téstdthed
‘hypothe51s. (The means are reported 1n Table 1 )

‘Role Confllct Scale.“ Thls scale orlglnally con51sted ’

‘of 20 1tems.v Item number 14 was deleted because it did
not appear‘to be contrlbutlng to the scale. The flnal‘
alpha‘cf the cverall‘revised,scale-was .87’(N =225), and
'Vwas used to test the hypothe51s. (The means are reported

in Table 1. )

25



,Table 1

»The51s dy Scale Statlstlcs

,_tSCale;"d f“_‘;;“’F.MQaﬁ fdthdStandard, s Range =

 Deviation

- organizationa1~

Commitment  91.023 21.746 34 -147

Qd”Job Satlsfactlon - 63.157 16,084 ffe‘19 -~ geft L
iEthlcs :T°%ﬂfjﬂffd 58.157 - 12.348 13 - 77

.Role Confllct 115@}848tdﬁdvvtw125964,_ 20 - 82

"d tTest of Hypotheses

vaothe51s one. Hypothe51s one set out to see 1f therei‘td“‘

‘,was a correlatlon between a 'worker s percelved. role"”"‘”'

confllct and how commltted the person sees h1m/herself.iﬁﬁf

The regress1on 1nformat10n resulted ‘in a 1: of ,11_(;a>'
squared of .01, ‘-n.s.).4 ‘.No~vsupportv,was‘vfound[,fer*f

‘hypothe51s one.j5

1'“?ﬁ26g;att““




| satisraction

; .S;,ati-sfacfién :




Table 4 | »
' Correlatlons of Organlzatlonal Commltment Subscales w1th:lv?

'Job Satlsfactlon Subscales o

| idéntifieationf " Job Involvement . Loyalty =

'Ihtrinsiefevl'f e;53bifff,ffr";42;ve; 731‘_7‘f;62.;e,2];;u

'-.-fHVbathESiégthféé,f Hypoﬁhesls three‘was 1ntended tOijai
_'edetermine ,if_ there were dlfferences ~e"";zethxcalj,
f percept1ons of commltted workers.}"»Thee-eOrreIatieﬁie
:‘:_coefflclent was .11 (r squared of 01,,n s. ) 1nd1cat1ngf“v

- no support for thls hypothe51s.']vf'



http:�v'----.53

| ;?Table 5

‘Regress1on of Organlzatlonal Commltment and Ethlcs

‘:Ethicsaf S {5;057p53fh&;fv7’1;25f *prt“ﬁ.zasif;}c_'

: Iniaddition; because a curv111near relatlonshlp was
expected a quadratlc effect was tested A regre551onf

u51ng organlzatlonal commltment as the«iependent*var1ablef~'

"bdwas run, enterlng EtthS flrst and then a quadratlc term o

: fsecond.g As can be seen from Table 6 the quadratlc'

‘v.ueffect d1d not 51gn1f1cantly contrlbute to the pred1ct10n1

;fof organlzatlonal commltment ' Hence, the'hypothe51s‘of

B 3”' curv111near ,»relatlonshlp between B organlzatlonaI‘

g commltment and ethlcs was not supported

g



Table 6

Regression Table Quadrétic Effect

Variables Beta . Partial Corr F Sig F
Ethics -.399 -.067 .993  .320
'Ethic Squared = .539 .090 ©1.814  .179
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THES I S STUDY

fj Dlscu531on

ThlS the51s ‘was de51gned to examlne the three 11nearp;"”'

y relatlonshlps between organlzatlonal commltment and role?fﬂ”l

Iconfllctv Job satlsfactlon, and ethlcal behav1ors atfd

'in‘wéfk'~ It was also 1ntended to. assess the p0551b111ty of :

a curv111near relatlonshlp between.commltment and ethlcs.
| 'Unfortunately,‘. only partlal support fwas found o

’Organlzatlonal commltment was statlstlcally related tOi‘f

.f'job satlsfactlon, but vno support ‘wa found féf:]"g

i’relatlonshlps ‘w1th role ~conf110t ”or' ethlcal workV'“f'

"_:behav1ors.v No support could be found for the curv111nearl;

o relatlonshlp between organlzatlonal comm1tment and ethlcs o

v“-elther.p

Hypothesis Vonef"hlr_The g relationShip betweenﬁn

5yforganlzatlonal commltment and role confllct was not;»~'"

.':stat1stlcally 51gn1flcant._p There are ‘a ‘number“-ofjf::“g”‘

"'rposs1b1e reasons for thlS result. It is theoretlcallyx,‘:f»

'a’pos51b1e that the two constructs are not related It 155}1‘

\#;also poss1b1e that the “two measurement dev1ces d1d notru:‘,

'correlate., or 1t could have been due to sample blases,ﬁiﬂaQﬂ

Iillke a predomlnately young subject pool w1th smallf

' amounts of time 1n the workforce.‘ Role confllct probablyiﬂfee




- was not seem to be a problem for young respondents who

11may st111 have been 11v1ng W1th parents. ‘ However,.-

fbecause thls" survey ‘d'd‘_lnot‘}'ask about. living

‘.arrangements, it was not p0551ble to assess thls concept '

l”Poss1b1e areas for future research should 1nclude the_j.h'

'Vsubjectsf“level'of personalvrespons1b111ty, ‘as well as

"}thelr level of occupatlon and the extent of thelr work'

.“hrespon51b111ty. The amount of control a subject feels,'f
phe/she can exerc1se over hls/her own 11fe could greatly,.
.‘1mpact the amount of confllct belng reported.:H | |

‘This author would 11ke to conclude that thls 1svalgoodfh

'vf finding,t‘lndlcatlng that commltted workers ‘do ‘not‘

necessarlly'have to experlence confllcts betweenhwork and :
"home. However,,no such conclus1on can be drawn from thlS :
:data. More research 1s needed 1n thls area to verlfyr
thisfflndlng.» | | — | | | |
",“vaothesis ’two.‘r:‘n.The' Jrelatlonshlp --bétweén‘

”organiZational commltment and job satlsfactlon ‘was
‘statlstlcally 31gn1flcant Thls flndlng was expected.d

=jp0rganlzatlonal commltment and job satlsfactlon have been; :

'“7fm,corre1ated,many tlmes 1n the PaSt (espec1ally 1n the area

,:of turnover) : Plus, _the two scales used for thls’v

'-measurement have been prev1ously tested and proven.vja



Hypothe51s three.,: The thlrd hypothe51s sought tof“7””"

:fexamlne 1f the subjects reported more of a w1111ngness_f?fﬁf'

to sacrlflce 1nd1v1dual judgement on. behalf of thelr'f~7:

o organlzatlon. ,l ThlS' flndlng was not statlstlcallyyf;7.7»

*'51gn1f1cant.v There are. a number of p0551b1e reasons forf”ﬁ

.7thls result as well : Once agaln, the two varlables of 5”

organlzatlonal commltment and ethlcs may not be related -
'However there are many cases of unethlcal work behav1ors.f

7be;ng performedgbynoverly commltted employees 01tedv1n7

o a varietyhof disclplines throughout‘the literature and

. _the lay press (for spe01flc examples,» refer‘ to the"

_Introductlon) _‘7So, any ev1dence supportlng thls
&v1ewp01nt would need to be very comprehen51ve.
Another explanatlon 1s that once again, the two scales’
5~may not have shared enough varlance to be correlated.
It is ~also, p0551b1e that because the 'subjectsp‘
dcomprlsed a relatlvely young group, thelr tendency towardvh~
vlunethlcal behaviors, while not 51gn1f1cant could have~
reflected thelr lack of experlence.-

“In addltlon the subjects mlght have responded as they
ybelleved they should and not’ as »they really had
experlenced ethlcal or unethlcal behav1ors at thelr jobs.*;

‘A tendency to respond 1n a way that w1ll "please" an'

s 33[;“13“7‘



"authorlty flgure (wh1ch in thlS case was probably the,

teacher who was asklng them to volunteer), has been known_v

to occur in. 51tuatlons where power is unllaterally one-f o

:'51ded

"‘ Another’ explanatlon could 1nvolve the ‘concept ofh.f"

‘_compartmentallzatlon whlch bas1cally states that becausef?
';’people categorlze sectlons of thelr llves, what is
con51dered ethlcal 1n one areas does not necessarlly
transfer over to any of the other sectlons.y Therefore,h
bwhlle a person mlght be very honest at home,.he/she mlght
not feel it is wrong to 11e about a product at work whenf
thls latter behav1or ;s‘_51mply ucon51dered‘,a;'”goodl’
‘hbu51ness practlce" e | e |
| Flnally, 1t should also be mentloned that thls author

xrecelved the same complalnt from several of the prlvatev

;_sector employees about the dlfflculty of the survey.

' They felt they had to "thlnk too hard" about some of the d“

’:1tems.f If thls type of survey were to be used in thee:

'?7.workforce ;agaln,,,lt m;ght need -to _bep worded .less: o

scholastlcally. _ _ v
Hypothe31s fourﬁ o Because ‘no "relatlonshlp was f
establlshed between organlzatlonal comm1tment and ethlcs, o

no. curv111near relatlonshlp could be found._y

tﬂf34. :‘v



Deépite.the probiems inhéréh£’in fhis thesié, mére
research is warranted.v Time and again, throughout ﬁhe
research, throughout management text books, throughout
business ethics chapters; one theme'predomihates:‘

"...a central facet of all careers is balancing
commitment to the organization with the maintenance
of a sense of independence. Pure rebellion, which
rejects all organizational values and norms, can

end only in departure; pure conformity, which accept
everything, means loss of self" (Hampton, Summer,

& Webber, 1987, p.86). : ' '
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roletfconfllct

;lfi;and ethlcal behav1ors at work.UJThls study;ﬂwu

‘»falso looked for a_ curv111near relatlonshlp betweenﬁffgf;f

"organlzatlonal commltment and ethlcs.. Regre551on scores;@'ﬁ

;were calculated for the('arlous varlables. Support wasu*k
':@found ﬂﬁo thef organlzatlonal .commltment ~hdfi_".jo'_l“‘:f:::

ﬂ.satlsfactlon relatlonshlp 'However, no support was foundp pgff

m‘ue tfor the other relatlonshlps (organlzatlonal commltment&fi?

or‘fortthe curv111near relatlonshlp.zgf_’*~7

‘End organlzatlonal commltment andf}*p;ﬂwf,ﬂ



- s , Appendlx A ; _
Pllot Studv ﬁ_ Questlonnalre (Ethlcs Scale)

LR BEHAVIORAL STUDY

 This is a pllot StUdY deSlgned to measure your:’nffw

sreactlon to the follow1ng' behav1oral 1tems.iv Please‘.
,ﬂ respond to these 1tems as they apply to the organlzatloni‘

'jyou are presently employed at Your responses w111 be“:
'Qikept completely anonymous and. yourr partlclpatlon 1sy“'

¢yyvoluntary. ; Please answer all the questlons becauser”

‘-levery response you make is 1mportant.a Thank you veryfﬁ g

.much for your tlme and 1nput.

V]ResponSes"l strongly agree, 2£somewhat'agree)‘ —agree, S

~4 I m not sure, 5 dlsagree,’G somewhat

dlsagree, 7 strongly dlsagree.af.

’pfi) At work employees can expect to experlence a;f:

‘ ;confllct between what 1s requlred of them as workers andgfu(a

gwhat they belleve 1s rlght as ethlcal people.

@fstrongly agree 1 2 }3 4 5 6 7 strongly dlsagree




: “(ZJQQ It is. okay for a superv1sor to ask an employee tokff~'“

;support someone else s 1ncorrect v1ewp01nt..,:h jwr

e f"strongly agree 1 2f;3lp4;~5g%6 7 strongly dlsagree

5,(3),: An employee may need to lle to a customer/cllent tOjff?p;ff:- o

protect the company.

}K4X;, It 1s sometlmes necessary for the company to engagegpfr

ll: jfln shady practlces because the competltlon 1s d01ng so.,‘f:

4'»strongly agree 1 ‘éfﬁ3" - 5 6 f?'strongly dlsagree

‘f;(S). An employee' should overlook someone éiéeisf,fj;_‘

5wrongd01ng’1fhki5“”

‘stronle»agreejifféfjj'iilfsfféi 7 strongly dlsagree S

the best%hnterest of the companyal'"~ L

Jﬁ(e). Organlzatlons occa51onally mlsrepresent products tofn;gfi”

| ﬁcyfmake them look better to the consumer.‘t,5f"“”

'lipstrongly agree 1 zyfjj_4g}5iﬁ§i 7 strongly dlsagree;°jl;k; ;ffa

. (7) i

’.5superv1sor s frlends.~~

:'-’»Strongly agree 12 3 4 5 6 7strongly disagree
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(8). A. supervisor 3shou1d' not”’care'.how“ resultSj'are“.i

"achleved as. long as the de51red outcome occurs.

“strongly agree 1 23 4 ;5.,6 7 strongly dlsagree o

>7(§), Any organlzatlon should have a .clearly deflned .
‘~;ethlcal code for how all employees should perform thelrg‘u;
»jobs.st ‘ B |

‘strongly agree 1 2nt3f;4 f5 '6J:7°stron91y disaéreetn“

'(10) There is- nothlng wrong w1th a superv1sor asklng an‘“°
‘femployee to fa1s1fy a document. : '

:strongly agree,lv 21 3;,47 5 6 7 strongly dlsagree SN

S (11).. The customer should always come before proflt. f~f

strongly agreevl ~2,*3- 4"5 6 7 strongly dlsagree.

(12) It 1s not unusual for employees to experlence ayffy‘

,'confllct . between thelr f-oWn‘v bellefs,"ofﬁ soc1a1
k'c_respons1b111ty and company requlrements.{‘f’

. strongly agree 1 2 ,34,4vv5 6 7 strongly dlsagree f'




"to stay in business.

15{f65_7fStrongly‘disagreefo""

“f(14y* An employee may need to 11e to a co—worker to. o
tfprotect the company

?strongly agree 1 2:;3” 4;;5g56; 7jstrong1y disagree:

'f,(15) An employee may ‘have to deal w1th others (out51def"~'

7ffof the company) w1thout company perm1551on because s/he7
erels 1t would be 1n the best 1nterest of the company

iastrongly agree 1 2 u3ff4: 5. 6 7 strongly dlsagree S

‘(16) Proflts should be glven a hlgher prlorlty than the
' ;safety of a product. ’ SR

""VS,tronleagree 1 2 3 ,4'1 5 6 7 strongly disagree
,f(17) | It 1s a good bu51ness practlce to plan for a

_;product s obsolescence., .

:~?strong1y agree 1 2. '3f54"5»y6~f7,Stronglyfdisagreeb‘“'
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An employee may need to lle to a superv1sor/managerf

‘“ﬁl?tohprotect the company

'fmtfor d01ng thelr jobs. fhﬁ

L (20) An organlzatlon should be concerned about protectlngff'

'f;[strongly agree 1 2‘h57f47'5t'§ 7 strongly dlsagree‘falffj.*

‘rv7istrongly dlsagree

please COntact me through the PsycholOGYi

.'i'thank YOur for yau,utlme and 1nputff&fﬂ“:"

? Krlstlna Froellch

{f‘,,(l9) Employees are entltled to recelve glfts or klckbacksf;fff_f

ffthk,communlty agalnst p0551ble harm from 1ts operatlons.fgg;

located at PS 214 or Dr. Janet Kottke at 880 5585., Rt




Appendix B
Pilot Study #2 Questionnaire (Role Conflict Scale)

ATTITUDE SURVEY

This is a pilot  study designed to measure your
reactions to the following items which will ask you about
some spe¢ific attitudes. Please réépond to these items
‘as they apply to you in your pfesent situation. 'Ybufv
responses will be kept completely anonymous and your
participation is 'Voluntary.  Please answer all the
queétions becausé every responée you make is important.

Thank you'for your time and input.

RESPONSES: l=causes no conflict, 2=causes slight conflict.
3=I'm not sure,‘4=causes moderate conflict, 5=causes high

conflict.
DO YOU FEEL A CONFLICT WHEN:

(1) . You are asked to put your work before your family.

causes no conflict 1 2 3 4 5 causes high conflict
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57fDo You FEEL A CONFLICTwWHEN" T
”ff;{Z);gﬂ You want to be hlgle recognlzed at work Whlle“

i;your personal development.’;c°»

"ﬂstlll wantlng to max1mlz

"iynDo YOU FEEL A CONFLICT WHEN.,5,a*

~ causes no conflict 1. 2

>7(3) _ Supportlng recreatlonal act1v1t1es takes tlme away 'j"
"‘ffrom your career development.,_yw

'“"zfcauses no confllct »32ﬁ23“4 5 causes h1gh confllct

- DO YOU FEEL A CONFLICT WHEN'”‘H
“7f(45' Your de51re to take a long vacatlon 001n01des w1th -
'.belng needed at work |

5 causes high conflict

b0 YOU FEEL A CONFLIC’,WHEN'fff

'ﬁ,}_(§)_ Your need for tlme w1th your famlly c01nc des w1th3,'

JﬁYour worki*:demand forwtlme from you..'

":jcauses no’ confllct 1 :g f3v‘ 5 causes hlgh confllct‘i’“

erff&3-r‘““

’;fiecauses no confllctzkl,‘,ff’fﬁ4f;5f causes hlgh confllct f»y,:’”



-DO YOU FEEL A CONFLICT WHEN'“"
'(6) f' You are asked to glve priqrity.tofyogr:familyQ
rather than to yourself | |

B causes‘no_confl;ct.; ‘:2‘-3‘*4 5 Causes‘high*conflict:'rg'

DO YOU FEEL A CONFLICT BETWEEN; e
(7)." Wantlng to advance career—w1se and stlll have a'
family. |

causes no:oonflict_ﬁ17 2nr3E‘4,v5"causes high conflict

DO YOU FEEL A CONFLICT WHEN:
- (8). »”Youfendfupﬂspending most evenings on work-related
- act1v1t1es instead of w1th your famlly.

causes no confllct _1»:2 '3 4 5 causes ‘high confllct

DO YOU FEEL A CONFLICT WHEN:

7(9).~f You . devote recreatlonal “time to yourself 1nstead
of devotlng extra tlme to your work

‘causes no confllctvvi 2 3 ‘4 5 causes high confllct
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I;DO YOU FEEL A CONFLICT WHEN.ZFE | I . |

v:(lO) You handle the household management yourself even 5
,though you feel that your famlly should share theﬁ,a

household respons1b111t1es. L e

'.'causesrno'oonfllct '1_I2':3kT4‘15 ‘causesahigh‘confliotim‘

DO YOU FEEL A CONFLICT WHEN.
(11) : You want to be alone but'yéﬁr'fam11y7wants-to7bé7'
»With.?out‘ _ . N : Y
causes noLconfliethintz 3 4 5 ,causes:high ooaniCt
DO YOU FEELEA CONFLICT WEEN' L

(12) ‘ You feel overloaded by‘household respon51b111t1es’
: but do not trust others to perform them.

causes no conflict 1 23 4 5 causes high conflict N

DO YOU~FEEL A CONFLICT WHEN'
(13). | You qu1t worklng in a satlsfylng work env1ronment
 because of famlly obllgatlons.

causes‘no confllct‘tltﬂzvj3»’4 5 causes high confliot ,;
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DO YOU FEEL A CONFLICT’WHEN:
(14). You spend time with your family instead of spending'
time with your co-workers.

causes no conflict 1 2 3 4 5 causes high conflict

DO YOU FEEL A CéNFLICT WHEN:

(15). You let your work consume nearly all yéur time and
energy instead of devoting time to the development of
outside interests.

causes no conflict 1 2 3 4 5 causes high conflict

DO YOU FEEL A CONFLICT WHEN:

(16) . You want to be a "good" family member but feel

unable to risk taking time from your work.

causes no conflict 1 2 3 4 5 -causes high conflict

DO YOU FEEL A CONFLICT‘WHEN:_

(17). You devote a large bercentage qf time to your
family instead of devoting a large peréentage of your time
to your work.

causes no conflict 1 2 3 4 5 causes high conflict
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DO YOU FEEL A CONFLICT WHEN:

(18) . You advance your career goals instead of developing
meaningful relationships.

causes no conflict 1 2 3 4 5 causes high conflict

DO YOU FEEL A CONFLICT WHEN:

(19). You do what you know needs to be doné to advance
in your work instead of what you would prefer to do in
your work.

causes no conflict 1 2 3 4 5 causes high conflict

(20). In general, how much total role éonflict do YOﬁ
experience?

1 2 3 ‘ 4 - 5

no slight not moderate - high
conflict conflict sure conflict conflict

GENDER: F M
AGE: 18-25 26-35 36-45 46-55 - 56-65

HOW MANY YEARS EMPLOYED? ' yeérs
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If’anyéne would-like'é copy of the resulté from this piict
study, pleasé conta¢t me through the Psychology Dept.
located at Ps 214, or Dr. Janet Kottke at 880-5585. Once.
'again, thénk you for your timé and input.

' Kristina Froelich

48



Pllot S dx Descrlgtlve

SEX:

. Female

Male

' AGE GROUP

18

26

36
o
55

| YEARS EMPLOYED:'

Missing

25

T
45
55

‘65

STANDARD DEVIATION‘V

| Appendlx C
Statlstlcs((Ethlcs Scale)

Freguency :-R Percent‘v,r

Hr.;19 i

f_ 5. 94

20

18

10

49

'. 100;0

 '31’0 o

4209



Appendlx D

fiPllot Studv Descrlptlve Statlstlcs (Role Confllct Scale)

Freguencx vg,;  ngercent«ﬂif

sEX:
‘Male . 20 a8.s8

 Missing . 3 . 7.3

| BGE GROUR

18 -25 43317

26-35 a7 4l

'vf55f-'65 S 0o . 0.0

‘”_YEARS EMPLOYED

MEAN STANDARD DEVIATION ~ RANG




Pilot

Appendix E

Study Reliability Analysis (Ethics Scale)

SCALE

Itenm
.Item
Item
Item
Item
Item
Item
Item
Item
Item
ITtem
Item
Item
Item
Item
Item
item

Item

ORIGINAL‘ S REVISED
Corrected Item- Corrected Item-
Total Correlation

1 o .159 ' ————
2 .437 .514
3 .605 .593
4 : .567 o .727
5 .442 .588
6 .337 .267
7 .243 ' .418
8 .396 .522
9 -.220 ————
10 . .404 ' - .602
11 -.165 ' | ————
1é .255 | ————
13 .290 | .211
14 .558 .554
15 . .078 ————
16 .433 .594
17 -.102 | ——
18 .507‘ ' : . .643
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Item 19 .359

Item 20 -.180
Item 21 _.439

alpha = .685

N 42

52

.320

.481

alpha =

N

.839
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PllOt Studv Rellablllty Ana1151s (

Appendlx F _”

Role Confllct”Scale)

Scale

ORIGINAL R

o Corrected Item-'"

Total Correlatlon

. REVISED

. Corrected Item-

'*;»TotalfCorrelatian 

»fItémf?
o 'ifem"
ft Itéﬁ |

| Item

| Item
_iItéﬁ;;
}Itéﬁ »
 :\Iteﬁ:

" Ttem

Ttem

. Itenm

. Item .

Item

 Item

. Item

;11  ‘

 12
13
EE
16

17

. .565

L2077

v'_:3g0:3353~
12
’.;570 2,f>'

05

 ’~263ﬂ;ff'-”

.a03

: ?2571; .

7;34éff ”f'r:,,;,.:._

hk435‘7'5“iw-
”?l;-192f 51H**“
f ,481ff ”’ '
e
5 f55ii:' ?f:ﬁVﬁ ""'

o530

L4048
o .528
~.301
S us72
.261
.319
. .aa9
. .e29

- 301



Item 18 - .380 ‘ . .338

Item 19 C .324 | .319
‘Item 20 .582 .591
Alpha = .82 ) Alpha = .83

N of cases '41‘,' f‘ o Nf'c}f .cases = 41
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,Appendix G

Thesis Study Demographic Descriptions

Frequency

Percent SEX:
Female 122 54.2
Male : . 102 . 45.3
Missing - 1 R 0.4

N = 225 100.0
AGE GROUP"
18 - 25 : 127 56.3
26 - 35 : : 44 | 19.7
36 - 45 34 14.9
46 - 55 - 13 5.6
55 - 65 - » ‘ 3 1.2
Missing 4 ' 1.8
YEARS EMPLOYED
1 -~ 10 | 156 . 69.3
11 - 20 42 18.7
21 - 30 R 16 6.6
31 - 40 6 , 2.5
Missing ’ 5 2.2
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' WORK HOURS

D Part Time

o Sentor i

. Junior -

- Freshman (and below)

SOphomore :




Appendlx H

Thes1s Study Cover Letter

ORGANIZATIONAL COMMITMENT QUESTIONNAIRE e

The purpose of thls study 1s to examlne the effectsf

vf“that job satlsfactlon, role confllct and some ethlcalf

rfffbehav1ors and attltudes have on a worker s organlzatlonalf'“'

1.comm1tment » Please respond to the 1tems as you belleve]:r’v‘

- they apPlY to You, and please answer all of the 1temsk7-'M”

because your oplnlons and experlence are very 1mportant.;}¢

'fiEverythlng on thlS survey w1ll be kept confldentlal andﬁ;u,

y,your part1c1pat10n is voluntary._ In addltlon, I want to -

'zgsay that I appre01ate your cooperatlon.ﬁ
If you would 11ke 1nformatlon about thlS study s"

‘yresults, please f111 1n your name and address at theﬂ

.I.bottom of thls page._ Or you can contact me through theq_,

’_lPsychology Dept..at PS 214 or through my adv1sor Dr,i;

?Janet Kottke at 880 5535.-..

- ~ffThank you very much for your tlme and 1nput

v-ndKrIst;nafrroeliChli

- ADDRESS___




Appendlx I

Thes1s ;;__x §g;zez

."Flrst; please tell us about youfself'_"
‘} SEX: "M F | |

AéE-"" R

crLass: Fr 8o Jr sr Grad |
leEARS WORKED SINCE HIGH SCHOOL'el”&h

FULL /PART TIME°

| Please use the follow1ng responses for items 1-23:

,-(Responses- 1=strongly dlsagree, -dlsegree,'3-somewhat‘
- disagree, 4=I'm not sure,. s—somewhat agree, Gnagree,p

{:pl -strongly agree)

k1. Thls organlzatlon has a flne tradltlon of publlc-'
serv1ce.;;; : : :

strongly dlsagree 1 fsz 5 4 5 6 7 strongly agree L

12..1 If I had mny 11fe to llve over agaln, I would stllllv7
choose to. work for thls organlzatlon. . : o

IStr°n91Y dlsagree 1 ,"2]'?3l‘li "'5,f,6 7 stronqu agreei' S

3. I really feel as if thls organlzatlon s problems are’ ,‘“;‘

my problems. g

strongly dlsagree 1 2 2433“'4ﬁi55'p161' 7 strongly agreef7'

4. I feel a sense of prlde 1n worklng for thls o
organlzatlon. T o . :

strongly dlsagree 1 H?f‘.3_; qfv'si”‘sf 7 stronglyﬂégfee;'
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.5, ' The record of thls organlzatlon 1s an example of whatg~=
' dedlcated people can achleve.: B D

‘»strongly dlsagree 1 Héfyréﬁlaﬁzbt§””'6”*37wétr0hglybagféed'l

."»6; H'I would adv1se a young college graduate to choose a:7

management career 'in ‘this organlzatlon.' Nt »
:Hstrongly dlsagree 1 Hg2,\f3;'_4{gk§ r.sf 7 strongly agreen
7; The major satlsfactlon “in- my llfe comes from ny ]ob |
. strongly dlsagree 1 | 2'nﬂ3_iT4> pSh"st. v strongly agreeﬁr

8.1 do what my job - descrlptlon requires: this

organlzatlon does not ‘have the rlght to expect more.,.‘~v"

rstrongly dlsagree 1 2 i,3“ 4.5 6 7 strongly agree;

B 9., I don't mlnd spending a half—hour past qulttlng tlmey
,1f I can flnlsh a task k

,strongly dlsagree 1 2 ‘3, 4 S 6 7 strongly agree

©10. The most 1mportant thlngs that happen to me 1nvolve«
my -work. . 3 ‘ .

b‘strongly dlsagree 1‘ 2ak'§l“4-'f5 l‘é ‘>7 Strongly agree'
‘11, I llve, eat, and ‘breathe my job. St ,

strongly dlsagree 1 2 3; ‘4. 5 6 7 strongly agree f
:12. Most thlngs in llfe are more lmportant than my work. g
: strongly dlsagree 1 .2‘>‘3‘3j4 5 ‘6> 7 strongly agree

~13. As long as I am d01ng the kind of work I enjoy,:lt”
doesn't matter what partlcular organlzatlon I work for.'

’ strongly dlsagree 1 2 3 4 5 6 7 strongly agree ,

‘ 14. ', I feel a. ‘strong ‘sense of loyalty toward thls
~Torganlzatlon.. : o . : L

.strongly dlsagree 1 2 3 4,j;5 ,sg'”7;strongly'agree‘- :
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| as a ‘place to. work.

‘515v If another‘organlzatlon offered‘mebmore money for theQﬁj_,f_

1tsame klnd of work I would almost certalnly accept.;,f“ e

3Tﬂ3fstrong1y dlsagree 1 2y5731ﬁf4j'151f‘§ 7 strongly agreeif?;;?ffwf

16, 1 have always felt that this organlzatlon was. a cold ﬂf{h;;*'i'

o unfrlendly place to work.

Eihﬁstrongly dlsagree 1 véili3?4;4f;35”ffé | 7 strongly agree}if<77i¥'i'

“'5“17 over the years I have grown fond of the organlzatlonl

:fstrongly dlsagree 1

dﬁ:g;Sviidi' 7 strongly agreegf;;,s -

,;v318.‘ Generally speaklng, my career 1n thls organlzatlonﬁnf;ﬂ,f
“y~jhas been satlsfactory._ L : . .

?Nrstrongly dlsagree 1 :f2,1y3dbf495:5 f¥3 7 strongly agreef}ﬂff~3’5‘

‘vjﬁl9.~ I have warm feellngs toward thls organlzatlon as a;fﬁ{]ﬂ"
'fﬁplace to work - e o - T , Ty

?lstrongly dlsagree 1 ”f?”ff}ﬁ:lﬁ_fkbfgfﬁ' 7 strongly agree:}i‘]"'

20,

,strongly dlsagree 1 >33,- {h5§tfio 7 strongly agreefr"

Jhb*i21._ My loyalty 1s to my work 'not to any partlcular ff;=1

“"ﬁstrongly dlsagrerflﬁff“'u

lﬁk*IAStronle dlsaqree 1 l?fﬂ””“

_organlzatlon.v

D - ave no partlcular feellngs or sentlments toward’ e
%.@thls organlzatlon at all N o L co e

?f?fstrongly agreefIJV'“

1'ﬂfy22 Few organlzatlons‘can match thls‘one as a good placef?f;3:~
ng:tO work.“fkyyv 4 R - ‘ _ L

1175;1_6: 7 strongly agreehyff-

Lﬁ§23.; Based on what I know now. and what I belleve I cany,j§a~;hf
. .expect, I would be. qulte willing to spend the rest of my”'j@,;*w
,{]career w1th thlS organlzatlon..n, e LD A T e e

ldfstrongly dlsagree 1_;gi:

1A32$ﬁ4”t 5'y25$fl7fstronglygagrééf_*ﬁ? |



“Please use the follow1ng responses for 1tem 24: JREREN
(Response: 1=extreme1y “not committed. ‘2nvery - not.
committed, 3= not commltted, 4=I'm not sure, sfcomm;tted,_

':-6-very commztted, 7-tota11y commltted)

24.  Overall, how commltted are you to your career’ B

extremely not 1 2 3 4\ '5 6 7 totally comnitted
 Please use the following respoﬁsés'for:items 25-39:

" (Responses: 1=I'm extremely dissatisfied, 2=I'm very
dissatisfied, 3=I'm moderately dissatisfied,4=I'm
not sure, 5=I'm moderately satisfied, 6=I'm very ‘
satisfied, 7=I'm'extremely“satisfied) ' : e
HOW,WOULD YOU DESCRIBE "YOUR FEELINGS ABOUT‘

25.. - The phy51ca1 worklng condltlons at your job7

extremely dissatisfied 1 2~,31v4,,5'j6. 7 extremely
R ‘ PP R satlsfled

26. Thé7freedom‘to chQOSe your‘ownvmethod Of working?w

‘extremely dissatisfied 1 2 3 4 5 6 7 extremely
o . o ‘ : i T ‘satisfied

* 27, Youruféllow workers?

extremely dissatisfied 1 2 3 4 5’ 6 7 extremely
: o ’ : satlsfled

28.  : The. recognltlon you get for good work’

extremely dlssatlsfled 1 2 3 4 ’5‘ 6 7 extremély
‘ ‘ o ; : ‘  satisfied -

29,:f_Your,immédiate boss?

eXtrémely»diSsatisfiedt1jj2 3 4,_5 6 7;extremely'
N - R . satisfied

61



| f3d};” The amount of respons1b111ty you are glven9 S

o  extremely dlssatlsfled 1 léf‘3fu4fm5T 5 7 extremely

- S ‘satlsfled:‘

31, Your rate of pay'> | E -

‘7extreme1y dlssatlsfled 1 _2‘t3'h4}h5,rs‘v7 extremely
S : N : satlsfledv;g

| -v‘32;_: Your opportunlty to use your ab111t1es° "

,extremely‘dlssatlsfled ;v 2h’3* 41”5:j6: 7 extremely
- e e T A I satlsfled

" 33. The 1ndustr1a1 relatlons between management and
workers 1n your firm? ’

extremely dlssatlsfled,i 2 3 4 s 6 7 extremely
~ ce C 2 . ‘satisfied

'34. Your chance of promotion?

'ektremelyhdissatisfied 12 3 'AT'S‘ 6 r7‘extreme1y
Loy o0 satisfied

'35, The way YQur firmvisfmanaged?,".v-

 extremely dissatisfied 1 2 3 4 5 6 7 extremely o
| S T  satisfied

36;' The attentlon pald to suggestlons you make?“

extremely dlssatlsfled 1 2.3 4 5 6 »7 extremely
’ . ‘ ‘satlsfled

. 37. Your hours of work?

extremely dissatisfied 1 2 3 4 5 6 7 extremely
' - ‘ L R Lo satisfied

38, The amount of varlety in your job’z

?‘extremely dlssatlsfled 1 2 3«~4T 5 6 7 extremely
L B L Lo e i SRS ‘satisfied
”‘39. Your ]Ob secur1ty7 ; o P e
extremely dlssatlsfled 1 2 3 45 6 7 extremely
. : oo satisfied
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"ﬁgconfllct,_3 I'Hl not. sure,‘

" DO YOU FEEL A CONFLICT WHEN.;ffﬁé‘“"““"

ffRESPONSES. (1—causes ”confllct *2—causes SIlght?'“
4—causes moderate COnfllct

‘;gs =causes" hlgh confllct)

‘::i}j40 You are asked to put your work before your famlly.'};tff

bukﬁﬁcauses o confllct 1' 2

*z:f7:Do YOU FEEL A CONFLICT WHEN't‘l s SRS e T e
'13‘4; ~You want to be’ hlghly recognlzed at work whlle stlll;.-a"~‘

'7{j‘causes no confllct’ 1‘;2'

f‘causes hlgh confllct f‘

wantlng to max;mlze your personal development.n;;g;

3 4 ‘5 causes hlgh confllctvﬁf?'

- DO YOU FEEL A CONFLICT WHEN:

v dfff42.,ﬁ Supporting recreational: aCt1v1t1es takes tlme away“f”"k

F'”yfcauses no.confllct 1 2

'7f;Do YOU FEEL A CONFLICT WHEN.,f

i from your career development

f3f,4 5 causes hlgh confllct 55”5

.f;fDo YOU FEEL A CONFLICT WHEN-*f ' LR e
9443.; “Your desire to take a- 1ong vacatlon c01n01des w1th3;;j'
T belng needed at work.s ST : - T

’anuses no confllct 1 2 3f;4 5 causes hlgh confllct ,r“f

o Your need for time with your famlly 001nc1des w1th?fﬁft
:gyour work's demand for tlme from you.:-n» SR e

jfcauses no confllct 1 2 vl4ﬂ‘5“ causes hlgh confllct f}{iJ°

. DC erEL A CONFLICT WHEN': rf‘”'*' SR T e e
%[45 vYou are asked to glve prlorlty to your famlly rather” e
’ ’f ﬁthan to yourself.‘;- . , : e e




DO YOU FEEL A CONFLICT BETWEEN.,TQ

1'46._ Wantlng to advance career-w1se and st111 have a»i:
' famlly.ur i L ,

l‘~causes no‘conflicti‘lfféﬁs; gi“fsgEcauSEs_highfconflict
o,DO YOU FEEL A CONFLICT WHEN. . il
47, - You end up spending most evenlngs ‘on work—relateduﬁ««

. act1v1t1es 1nstead of w1th your famlly. S L

" 5ﬂcauses no confllct ZITUZQféng 5 causes hlgh confllctye“”"

yf5Do You FEEL A CONFLICT WHEN: E ' | | Lt
48. You devote recreational time to yourself lnstead Offyf.ri

devotlng extra tlme to your work. -

' ’;causes no confllct 1 2 3 TAV 5 causes high confllct .

‘f.DO YOU FEEL A CONFLICT WHENoyfv SRR o o
- 49. You handle the household management even though you AT

feel that your famlly should share the household
‘ respon51b111t1es.vg PSR SRR

.;causes no confllct 1 2 3_’{fﬁs “causesﬁhighféanﬁlictﬁ'

-;'DO You FEEL A CONFLICT WHEN.fﬁ:: g e e
;50.. You want to be alone but your famlly Wants to be w1th_sg
' you.g’ ' SR R B ‘

.v.vcauses no. confllct 1 2 3 4 5 causesehidh;conflict[ls'
- DO YOU FEEL A CONFLICT WHEN’*T : o BRI o
51, You feel overloaded by'household respon51b111t1es but}”’

do not trust others to perform them._,,;;_¢v~ : =

;icauses no confllct 1 2 3':1,'5 causes hlgh confllct f\;

fDO YOU FEEL A CONFLICT WHEN.

‘,t52., You quit working in a satlsfylng Work enVlronment t.vv..

because of famlly obllgatlons.‘,

*ycauses no ConfllCt 1 2 ?3f'4‘ 5 causes hlgh confllctff’




'CDO YOU FEEL A CONFLICT WHEN.. T B R S
~% 53. You spend time with your famlly 1nstead of spendlng L
tlme w1th your co-workers.» o : '

'.'causes no confllct 1 2 '3f;4sf5 ”Causesvhigh-confiictlfﬂ :

- DO YOU FEEL A CONFLICT WHEN:

C.54 _You .let your work consume nearly all your tlme andf-_ﬁﬁv
energy instead of devotlng tlme to the developmentgy“'

' of out51de 1nterests.g
: causes no confllct 1 2 3CN4C‘5:acausesyhigh"coﬁflictf?ﬁg‘

‘ DO YOU FEEL A CONFLICT WHEN.

55. You want to be a "good" famlly member but feel unable;ftu.

to rlsk taklng tlme from your work.

~causes no Confllct 1 2 _§bi§ 5 causes hlgh confllct -

Cﬁ,DO YOU FEEL A CONFLICT WHEN‘E*

75556. ~You ‘devote a large percentage of tlme to your famlly’
’ ‘instead of devoting a large percentage of your tlme“
to your work.,,wh_ : Co
'fcauses no.confllct 1f 2 ﬂ3“f4_N§ ‘causes.high_couflictf»»;

CDO YOU FEEL A CONFLICT WHEN. ' ‘ R
- 57. You advance your: career goals 1nstead of developlng ;o
' ’f'meanlngful relatlonshlps. e .

"causes no confllct 1 2 f3 4"5"causes’higthonfliCtt»:,

DO YOU FEEL A CONFLICT WHEN: . e

~ 58. 'You do what you know needs to be done to advance 1n@i”’

your work 1nstead of. what you would prefer to do in
‘your work..,g : _ : N B

’yCauses no confllct 1 2 ?3’ 4 SCHCausesfhigh‘ConfliCt'fi’

s9. general h°W.mMChtt°tal7rolé.¢onfli¢t7do‘YCﬁQ"“

;H*experlence7

“no slight  not  moderate high

v_fconflict" confllct ; . sure. - conflict. - Cconflictgf"”



Please use'the following responses for items 60-75:

(Responses: 1l=strongly agree, 2=agree, 3=somewhat agree,
4=I'm not sure, 5=somewhat disagree,
6=disagree, 7=strongly disagree)

* 60. At work, employees can expect to experience a
conflict between what is required of them as workers
and what they believe is right as ethical people.

strongly agree 1 2 3 4 5 6 7 strongly disagree

61. It is okay for a supervisor to ask an employee to

support someone else's incorrect viewpoint.
strongly agree 1 2 3 4 5 6 7 strongly diségree

62. An employee may need to lie to a customer/client to

protect the company.

strongly agree 1 2 3 4 5 6 7 strongly disagree

63. It is sometimes necessary for the company to engage

in shady practices because the competition is doing
so.

strongly agree 1 2 3 4 5 6 7 strongly disagree

64. An employee should overlook someone else's wrongdoing
if it is in the best interest of the company.

strongly agree 1 2 3 4 5 6 7 strongly disagree

* 65. Organizations occasionally misrepresent products to
make them look better to the consumer.

strongly agree 1 . 2 3 4 5 6 7 strongly disagree

66. An employee should be asked to do business with a
supervisor's friends.

strongly agree 1 2 3 4 5 6 7 strongly disagree
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67. A supervisor should not care how results are achieved
as long as the desired outcome occurs.

strongly agree 1 2 3 4 5 6 7 strongly disagree

. 68.. There is nothing wrong with a supervisor asking an
employee to falsify a document.

strongly agree1 2 3 4 5 6 7 strongly disagree
69. It is not unusual for employees to experience a
conflict between their own beliefs of social
responsibility and company requirements.

strongly agree 1 2 3 4 5 6 7 strongly disagree

* 70. Pollution is a by-product of many companies' need
"to stay in business.

strongly agree 1 2 3 4 5 6 7 strongly disagree

71. An employee may need to lie to a co-worker to
protect the company.

strongly agree 1 2 3 4 5 6 7 strongly disagree

72. Profits should be given a higher priority than the
safety of a product.

strongly agree 1 2 3 4 5 6 7 strongly disagree

* 73. An employee may need to lie to a supervisor /manager
to protect the company.

strongly agree 1 2 3 4 5 6 7 strongly disagree

* 74. Employees are entitled to receive gifts or kickbacks
for doing their jobs.

strongly agree 1 2 3 4 5 6 7 strongly disagree

75. Aniemployee may need to lie to another company's
- representative to protect the company.

strongly agree 1 2 3 4 5 6 7 strongly disagree

* Items were deleted
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'“‘RANGE MAX/MIN VARIANCEjf»“”’

';786 :-27 56 f .021 fg;¥aIu»

? 0RIGINAL SCALY

ﬁCORRECTED

"f592 729“?

93, 431{




06

07

08

09

010
o011
012
013
014
015
016
017
018
019
020

021

022

023

024

94.253
94.622
93.436
92.698
94.747
95.493
94.742

94.924

- 93.204

95.067
92.289
93.236
93.049
93.142
93.018
94.187
94.084
94.978

93.160

.530

.547

.314

.366
.464
.336
.295
.213
.671
.376
.347
.667
.603
.755
.572
.225
.630
.600

.358
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.886
.885
.891
.890

.887

.890

.892
.894
.882
.890
.890
.883
.884
.881

.885

.893

.883

.891
.891
.898
.896
.893
.896
.898
.888
.897
.896
.888
.890
.886
.891
.890

.890

+ 8386

.897



Appendix K

Thesis Study Reliability Analysis (Job Satisfaction)

ITEM MEAN  MINIMUM MAXIMUM RANGE MAX/MIN VARIANCE

MEANS 4.617 3.739 5.329 1.600 1.429 = .248

ITEM MEAN MINIMUM MAXIMUM RANGE MAX/MIN VARIANCE

VARIANCES 3.037 1.686 3.681 1.995 2.183 .401

INTER-ITEM MEAN MINIMUM MAXIMUM RANGE MAX/MIN VARIANCE :

CORRELATIONS .374 .077  .681 .604  8.880 .017
ORIGINAL SCALE | REVISED
SCALE CORRECTED , . SCALE
MEAN o . ITEM- ALPHA ALPHA
IF ITEM | TOTAL IF ITEM IF ITEM
DELETED 'CORRELATTON . DELETED  DELETED
J1  64.249 435 ~ .899 .902
J2  64.218 | .574 | .895 .897
J3  63.920 329 .902 ———
J4  64.893 .715 . .889 ~ .891
J5  64.347 .605 - .894 .896
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J6
J7
Js
J9
J10

Ji1

Jiz

J13

Jl4

J15

64.124

65.520

64.707

65.058

65.338

65.258

64.773

64.169

64.653

64.258

. .666

.530

.683

.650

.644

.654

.694

.416

.633

.480

ALPHA

71

.892
.897
.891

.892

.892

.892

.891

.901

.893

.899

.901

.893
.899
.892
.894
.893
.893
.892
.903
.894
=901

.902



Appendix L

Thesis Study Reliability Analysis (Ethics)

ITEM MEAN MINIMUM MAXIMUM RANGE MAX/MIN VARIANCE

MEANS 4.914 3.280  6.240 2.960 1.902  .846

ITEM MEAN MINIMUM MAXIMUM RANGE MAX/MIN VARIANCE

' VARIANCE 3.604 2.406 5.247 2.841 2.181 .548

INTER-ITEM MEAN MINIMUM MAXIMUM RANGE MAX/MIN VARIANCE

CORRELATIONS .270 -.0364 .633 .669 =-17.39 .034
ORIGINAL SCALE | REVISED

SCALE CORRECTED  SCALE

MEAN ITEM- ALPHA, . ALPHA

IF iTEM -  TOTAL IF ITEM  IF ITEM

| DELETED . CORRELATION ‘bELETED | DELETED
El 75.022 .112 ~ .856 .870
E2  72.964 .533 | 834 - .871
E3 73.880 616 ,‘ ,‘,.829" R .865
E4  73.142 '.638“¥‘ | ;829 . Lse1
E5 73.364 , .702  .825 .880
E6 75.351 .233 .853 ——
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E6
E7
'E8

' E9

E10
E11l
Eiz
E13
'El4
E15

El6

75.351 .

73.471

73.373

72.391

75.204

74.636
73.378
72.538
73.031

74.222

73.498.

.233

.475

©.542

e29

.224
.226
.620
©.470
- .674
.369
.596

ALPHA

73

.853

©.837

.834

.831

.850

.855

~ .829

.838

- .828

.844

.831

.846

.880
.872

.864

.871
.875

_.872

.882



‘: Appendlx M

TheSlS Study RellabIlItz Analy (Role Confllct)

CITEM  MEAN MINIMUM MAXIMUM 'RANGE MAX/MIN VARIANCEQ.V" )

'MEANS 2.800;' 1. 604 3. 702 2. 098 2. 308 1”, .269]Q,r

 ITEM MEAN MINIMUM MAXIMUM ‘ RANGE MAX/MIN VARIANCE;Qf.a

VVARIANCES 1.649 .946 1.991 1. 046 2.106  .087

INTER—ITEM "MEAN MINIMUM MAXIMUM RANGE MAX/MIN VARIANCE‘ o

’Y\CORRELATIONS .247‘ -.002 .,574v .576  =-255.63 ,-013:‘

| | ‘ORIGiNAL’SéALEV L ‘k*M 'REVISED;”

5cALE;' "I‘f © CORRECTED =~ R ;fSCALE”'

MEAN ; o “"IIMMf e ,M"AFPHA N I ALPHA"
IF ITEMwa*'Vﬂ EMIOTAL:‘f'?]37“If'IIEM o IF ITEM
']DELEiEo‘j: ©CORRELATION DELﬁTﬁbiff? DELETED
i c11‘ s2.302 .447,*‘_ - __.864_~'11,Mf.§64,j"'
cé.u§3;lqu;, M fﬂI;f404¥?v;?fMUgi;8$6‘7ﬁjMfﬁ]f;866
c3_‘M ‘s3.516 o ﬁ41§7 . .ses ,f:"f866 :
I?é4‘ os2.773 Ml456M' o lses ‘Mf“:;864M‘_

C6 . 53.538 . .428 . .865 . .866
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c13
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