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The Affective, Normative and Continuance Organizational Commitment Scales are meant to evaluate the commitment of individuals towards the organization they
work for. Although they can be used in any organizational context, this study focuses on workers from industrial enterprises.

ABOUT ORGANIZATIONAL COMMITMENT...

turnover and withdrawal intentions (Fields, 2002; Allen & Meyer, 1990), although it is obviously very
reductive to consider that Organizational Commitment is only related to focal intentions to remain with
the organization (cf. Meyer & Allen, 1997, for a more detailed view).

How is it conceived and presented?

In the model of the present scale, affective commitment denotes an emotional relationship that the
| Individual develops towards the organization, and is associated with the identification and
Involvement with it; continuance commitment reflects the perceived costs of leaving the organization

Hf moral obligation or responsibility to remain in the organization.

What is Organizational Commitment? * This study has as its OBJECTIVE conducting a Confirmatory Factor Analysis for the
Despite the multiplicity of definitions and models there is a common point in the sense that Affective, Normative and Continuance Commitment Scales (I\/Ieye_r & Allen, 1991, 1997;
organizational commitment reflects a psychological bond with the organization inversely related to Allen & Meyer, 1990) for the Portuguese Industrial Workers Population.

*The items are presented in a seven point Likert type scale, where subjects respond
Indicating their level of agreement with each statement. The answers can vary from 1
- | totally disagree and 7 — | totally agree.

*This scale I1s nowadays the most internationally used Organizational Com
Scale and it has been the target of large scrutiny and empirical support. The
of studies conducted outside North America is still reputedly reduced, therefore

O (such as the loss of seniority or lower pay); and normative commitment is associated with the feeling Impossible to systematically evaluate its generalization (Meyer et al, 2002).

» This study INTENDS to establish the best fit model for the referred population in a
to adapt and validate the referred Scales to the Population in question.
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