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Preface

A university campus, if it holds no intellectual activities or possesses no aca-
_ demic atmosphere, no matter how physically beautiful or modern it is, it would
be spiritually desolate and barren. In fact, the earliest historical European uni-
versities started from academic learning. The relationship between a university
and the academic learning cannot just be interpreted literally, but more impor-
tantly, it should be set on the ideas and academic learning which are the so -
called sources of the energy and vitality of all universities.

Zhongnan University of Economics and Law is a high education institution
which enjoys rich academic atmosphere. Having the academic germs seeded by
such great masters as Fanwenlan, Jiwenfu, Panzinian and Mazhemin, generations
of scholars and students in this university have been sharing the favorable aca-
demic atmosphere and making their own contributions to it, especially during the
past fifty — five years. As a result, at the beginning of the new century when a
new historical new page is turned over with the combination of Zhongnan Univer-
sity of Finance and Economics and Zhongnan University of Politics and Law, the
newly established university has set its developing strategy as “Making the Uni-
versity Prosperous with academic learning; Strengthening the University with sci-
entific research” , which is not only a historical inheritance of more than fifty
years of academic culture and tradition, but also a strategic decision which is to
lift our university onto a higher developing stage in the 21st century.

Our ultimate goal is to make the university prosperous and strong, even
through our struggling process, in a greater sense. We tend to unify the destina-
tion and the process as to combine the pursuing process of our magnificent goal
with the practical struggling process. The youth’s Academic Library of Zhongnan

University of Economics and Law, funded by the university, is one of our specific
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measures.

The guideline or academic theme of this Library lies first at promoting the
publishing of selected academic works. By funding them, an academic garden
with high — quality fruits can come into being. We should also make great efforts
to form the awareness and atmosphere of selected works and improve the quality
and standard of our academic productions, so as to make our own contributions in
developing such fields as finance, economics, politics, law and literate humani-
ty, as well as in working out solutions for major economic and social problems fa-
cing our country and the Communist Party. Secondly, our aim is to form some ac-
ademic teams, especially through funding the publishing of works of the middle -
aged and young academic cadreman, to boost the construction of academic teams
and enhance the strength and standard of our academic groups. Thirdly, we aim
at making a specific academic field of our university. By funding those academic
fruits which have some original or innovative points in their ideas, methods and
views, we expect to engender our own characteristic in scientific research. Our fi-
nal goal is to form an academic school and establish an academic idea system of
our university through our efforts. Thus, this Library makes great emphases par-
ticularly on the middle — aged and young people, selected works, and original ac-
ademic monographs.

Sowing seeds in the spring will lead to a prospective harvest in the autumn.
Thus, Let us get together to cultivate this academic garden and make it be opulent

with academic fruits and intellectual flowers.

Wu Handong
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Abstract

While in the modern workplace, commitments to organization have great im-
pact on individual-level outcomes, such as recruiting, training, performance,
remaining talented person to gain competitive advantage, many of the changes
(e. g , downsizing; reengineering; merger and acquisition) have the potential to
undermine that commitment. Therefore, it is important for us to make a study on
organizational commitment of the development, antecedents and mechanism.

This book consists of eight chapters and was summarized into four parts; in-
troduction and literature review (chapter 1), empirical study (including chap-
ter3, 4, 5, 6, and 7), summary and further direction (chapter 8) .

Chapter 1 is a stand-alone chapter, in that it outlined research background,
significance, scope, method, framework and literature review. The purpose of
the chapter 1 is to direct and arrange the whole dissertation in general.

In chapter 2, 1 explore the development mechanism of organizational com-
mitment and sheds light on two questions: (1) which tenure has the greatest im-
pact on employees’ organizational commitment level, and (2) how does the sig-
nificance of organizational commitment vary with time? The present model indi-
cates that organizational commitment level changes with time displays a cycle;
shock, cognition, stability, rumination, and entrenchment period.

The second section of the report contains five chapters, each focusing on the
organizational commitment mechanism. chapter 6, addresses direct effect on or-
ganizational commitment, and chapter 3, explores the interaction effect of com-
mitment on role performance and extra-role performance. The other chapter in the
section, chapter 4, chapter 5 and chapter 7 discusses the mediator of organiza-

tional commitment, and chapter 8 examines the antecedents of organizational

commitment.
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In chapter 3, the relative contributions of organizational commitment to the
four-dimension performance was examined. Confirmatory factor analysis of survey
data from 1453 employees and 768 supervisors’ dyads supported the distinction
among the four-component of job performance. Regression analysis found that
three organizational commitment components was differentially related to the four
forms of job performance, which affective commitment ( AC) and normative
commitment ( NC) is related to job performance, while continuance commit-
ment (CC) was not associated with TP, CP, and IP, but negatively correlated
with LP. Moreover, CC moderated the relationship between AC, NC and CP as
well as LP. The objective of this study was to present and demonstrate the four-
dimension model of employee job performance, and examine the impact of organ-
izational commitment on job performance.

In chapter 4, interactive effect of organizational commitment is examined.
Confirmatory factor analysis of survey data from 267 employees and 253 supervi-
sors’ dyads supported the distinction among the three-component of organizational
commitment. Regression analysis found that three organizational commitment
components was differentially related to in-role performance and extra-role per-
formance which affective commitment ( AC) and normative commitment ( NC)
is positive related to them, while continuance commitment (CC) was not asso-
ciated with in-role performance, but negatively correlated with extra-role per-
formance. Moreover, NC moderated the relationship between AC, and in-role
performance as well as extra-role performance. The objective of this study was to
present and demonstrate the three-dimension model of Allen and Meyer (1991)
’s organizational commitment, and examine the impact of organizational commit-
ment on in-role performance and extra-role performance.

Further, in chapter 5, I use a sample of 1066 employees from 12 firms to
examine whether job satisfaction and organizational commitment mediates the re-
lationship between goal orientation and employee job performance and its out-
comes applying structural equation modeling analysis. Research result indicated
that job satisfaction, organizational commitment, and goal orientation are signifi-
cant not uniform for the influence of every sub-job - performance-dimension. In

particular, job satisfaction had significant positive effects on the different dimen-
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sions of task performance, contextual performance, learning performance, and
innovation performance. Organizational commitment had significant positive
effects on the dimensions of task performance, contextual performance and learn-
ing performance, and negative effects on the dimensions of innovation perform-
ance. Job satisfaction and organizational commitment was not found to mediate
the relation between goal orientation and job performance, but effects directly on
job performance.

In chapter 6, using empirical study to explore how organizational commit-
ment influences on innovative behavior. Regression analysis found that three or-
ganizational commitment components was different which affective commitment
(AC), was positive related to, continuance commitment ( CC) was negative
correlational , innovative performance, while normative commitment (NC) was
not associated with it. Moreover, performance goal orientation moderated the re-
lationship between AC and innovative performance (IP) . Yet, learning goal o-
rientation enhanced the relationship between NC and innovative performance as
well as the relationship between CC and IP.

In chapter 7, on the foundation of literature review, it deeply analyses what
influences the employee turnover intention under the two different ownership sys-
tems: state-owned enterprises and private enterprises, and proposes the assump-
tions of critical relationship between performance and turnover intention. A cont-
rastive empirical research had been done amongst four state-owned enterprises
and four private enterprises excluding the influence of industry and region, in
which one thousand of questionnaires are sent out. The data were processed with
the tools of SPSS12.0 and AMOS5.0, and examines the assumptions on the
premise that job satisfaction and organizational commitment are taken as moder-
aters. The result shows that job satisfaction and organizational commitment do not
moderate the relationship between performance and turnover. Further research al-
so finds that the relationship between performance and turnover intention are me-
diated by perceived alternative job opportunities, think of quiting, intentions to
search, and state-owned enterprises and private enterprises show different path
model of the relationship between performance-turnover. Finally, it summarizes

the different turnover metivation between state-owned enterprises and private en-
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terprises by using the push-pull theory, and unifies concrete management meth-
ods to discuss the better way to manage them.

In chapter 8, Synthesizing theories of leader political skill, perceived in-
sider status, psychological empowerment, and employee commitment, this re-
search built and tested a theoretical model linking leadership political skill with
employee commitment via several intervening variables. Using survey data from
professional employees and their supervisors in six large banks in China and
structural equation model, we found that, as anticipated, political skill posi-
tively affected perceived insider status, which in turn influenced both psychologi-
cal empowerment and employee commitment. The results generally supported our
predictions. Finally, implications for management theory and practice were dis-
cussed.

The final section, it summarized the whole report and indicated directions

for the future study.

Keywords: organizational commitment; affective commitment; normative
commitment ; continuance commitment ; developmental mechanism; casual effect;

mediator ; moderator
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