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Chapter One: Introduction

Thereis no doubt that the issue of career commitment has drawn greet attention from both
scholars and managers in the last two decades. This could be explained partially by the fact
that organizationa commitment is considered as a predictor of turnover and work-re ated
behaviors, such as performance, absenteeism, and organizationa citizenship (Meyer & Allen,
1991). To correctly and effectively use commitment to predict and produce desired behaviors,
it isimportant to first understand the nature of commitment, and the variables serving as
antecedents of commitment. Moreover, with increasing globalization in the modern soci eties,
many compani es attempt to expand their business oversess to different markets in different
cultures, and it is a common phenomena that these internati onal companies recruit local

empl oyees from the local |abor markets. Arguably, without the knowl edge about the
antecedent variables of career commitment, predicting and generating desired behaviors could
be even more difficult concerning a cross-culture workforce. Thus, it is reasonabl e to state
that for both theoretical and practical purposes, the study of the antecedents of career
commitment on the cultura levd is necessarily important, and it suggests that this current
research should be derived from both theoretical relevant and practical relevant bases.

1.1. Theoretical Relevant Base

To date, more and more studies and researches have focused on commitment rel evant to
various objectives in different cultures. Lee, Allen, Meyer, and Rhee (2001) in their study
with Korean samples have reported that Meyer and Allen (1991)’s three-component model of
commitment could be adequatdly generalized and operated in Asian culture, and valid and
reliable measurement for sample groups outside the North America could be devel oped based
on the items imported from North America. They also pointed out that to properly perform
researches regarding cross-culture comparison, a careful attention needs to be paid on the
revision of measurement to avoid translation- and express on-based differences. Moreover,
Myer, Stanley, Herscovitch, and Topolnytsky (2002) in their meta-anal ysis of the
three-component model stated that besides translation- and expressi on-based differences,
culture-based differences also exist in the corrdations between antecedents and components
of commitment, components of commitment and outcomes, and corrd aions among three
components. They also noted that revising items based on rel evant culture-based differences
might recei ve a distinguishabl e conceptualization of the three-component construct of
commitment. Wasti (2002) in her research also supported the generaizability of the
three-component model by testing the three components and their antecedents and outcomes
in the Turkish context. Furthermore, she also added and tested culture-specific variabl es as
antecedents of affective and cal culative commitment, such as loyaty norms, ingroup approval
and so on, and she concluded that values of collectivism as one dimension of culture have
influences on the construct of commitment. However, the studies menti oned above only
examine culturd influences on commitment towards organi zations. According to Myer and
Herscovitch (2001), this three-component model could be generaized into other domains,



such as career commitment. Moreover, since career commitment concerning employee’'s
attitude towards one's entire career life rather than are atively more specific target as
organization, arguably, the influences of cultural values might be more significantly traced in
the domain of career commitment compared to organizational commitment. Hence, it is
meaningful to choose the focus of career commitment in this study to further examine the
three-component model of workplace commitment under the infl uences of cultural
dimensions.

1.2. Practical Relevant Base

Recently, the notion of competitive advantagesis intensively discussed and pursued by
compani s using various strategies. Many companies (e.g. 3M and Dow Chemical) bdieve
that the competitive advantage of the company is mainly derived from company’s human
resources, the people'. A more specific question is that how to make employees contribute to
and enhance the competitive advantages of the company. As mentioned above, workplace
commitment is considered as the predictor and contributor to particular desired behaviors.
Hence, many companiesin pursuit of competitive advantage have paid alot attention on how
to foster employees’ commitment. According to Beer, Spector, and Lawrence (1984),
commitment is one of the short-term outcomes of HRM poalicies and practi ces, and
commitment could influence the determination and formation of HRM policies and practices.
Thus, for companies, to conduct effective HRM policies and practi ces that generate employee
commitment, they need to understand the predictors or antecedents of various forms of
commitment.

Moreover, as noted earlier, globalization and international business alow companies to recruit
empl oyees from different cultures. It is not a secret that effective management strategies or
HRM policies and practices for one culture (e.g. European culture) might not be or be less
suitable for another culture (e.g. Asian culture or American culture)®. With different cultural
and/or organizationa va ues and norms in the workforce, proper and effective HRM policies
and practices can not be made without understanding the different sets of cultura vaues and
the influences of cultura vaues on commitment. In this study, the focusis on career
commitment, which means individual’s attitude towards one's vocation, including a
profession (Blau 1988). Hence, for practica concerns, the choice of this focus of career
commitment in this study might provide companies a broader and more employee-centered
view of commitment, and also hd p companies develop HR policies and practices that allow
empl oyees to achieve ther persona career goals and at the same time combine their persona
career goals with companies’ business goa's. To sum up, for companies, especially for
international companies, it is necessary and important to gain the knowl edge about how
career commitment can be predicted and how cultural values contribute to the function of
antecedents of commitment so that they could adjust their management strategies and HRM
policies and practices to best foster commitment in employees and to achieve desired goals.

! Enabling People Success a Dow Chemicals
2 Computer & Management Trainings Profile



1.3. Research Question

Based on the theoretica and practical rel evancy, two main issues are raised: the present
research aims at testing the influences of conceptuaized cultural val ues as antecedents on the
three components of career commitment in Dutch and Chinese cultures, and attempt to
explain the different results in career commitment by cultural differences. The formal research
guestion is stated bel ow:

Do cultural values and norms, conceptualized as five cultural dimensions, influence
affective, calculative, and nor mative career commitment in Dutch and Chinese cultures?

To help understand the research question better and to find out the answers to the research
guestion at the end of the research, a number of sub-questions are devel oped, and they are
presented as following:

What is commitment?

What are the components of commitment?

What are the antecedents of the different components of commitment?

What are the consequences of commitment?

What is career commitment?

What arethe five dimensions of culture val ues?

What are the aspects of Dutch and Chinese cultures based on the five cultural
dimensions?

8. How could different cultural values, namely Dutch and Chinese cultures, influence each
form of career commitment?

No o ~wDdRE

1.4. Arrangement of the Paper

For a preview of the structure of this paper, theories of commitment, including definition,
components, antecedents and consequences, and conceptualization of five cultural dimensions
will be presented in the Theoretical Chapter. In the methodology chapter, the descriptions of
the sampl e groups and data collection procedures, variables and corresponding measurements,
and the process of data ana ysis are presented in section 3.1 to section 3.5. Theresults of data
analysis and the discussion about the results will beillustrated in the discussion chapter. At
last, the conclusion will be made to answer the research question.



Chapter Two: Literaturesand Theories

This chapter focuses on an explanation of the dependent and independent variables of the
present research: respectively (career) commitment and cultural dimensions. For the theories
concerning career commitment, first, the discussion of definition and targets of commitment
is presented in section 2.1 and 2.2. Second, the conceptualizations of three components of
commitment, namely affective, calculative, and normative commitment are demonstrated in
the section 2.3.1, followed by the discussion of identified antecedents of the three components
of commitment in section 2.3.2. Third, the conseguences of commitment and several outcome
variables are demonstrated in section 2.4. Finally, in section 2.5, the definition of career
commitment is presented. For the discussion about the five cultural dimensions, the
definitions and implications of the five cultural dimensions are discussed in section 2.6, and

in section 2.7, the aspects of Dutch and Chinese cultures based on the five cultura dimensions
are presented. In section 2.8, severa critiques on Hofstede's conceptualizations of five
cultura dimensions areillustrated. Furthermore, to combine the parts of antecedents of
commitment and the five cultural dimensions, a number of hypotheses are made to indicate
the possibilities of how cultural values as potential antecedents influence different
components of career commitment.

2.1. The Definition of Commitment

By reviewing alist of definitions of commitment provided by various sources, Meyer and
Herscovitch (2001) noted that although these definitions differed in the agreement about
dimensiondlity (unidimensional vs. multidimensional) or forms, and targets of commitment
(organization, occupation, union, ec.), a“core essence” should exist among different forms
or dimensions of commitment. To find out what is this “core essence”, Meyer and
Herscovitch (2001) summarized two similarities based on the definitions which they believed
conceptualizing commitment “in general”: (a8) commitment is a stabilizing force and (b)
commitment gives directions to behavior. Furthermore, Meyer and Herscovitch (2001) argued
that commitment with the “core essence” should beidentified as a distinguished construct
from other constructs, in other words, the construct of commitment was more than a motive to
engage in certain behaviors or a positive attitudes towards certain targets. To sum up, Meyer
and Herscovitch (2001) proposed the definition of commitment as: “Commitment is aforce
that binds an individual to a course of action of re evanceto one or more targets’, and
“commitment is di stinguishabl e from exchange-based forms of motivation and from

target-rel evant attitudes, and can influence behavior even in the absence of extrinsic
motivation or positive attitudes” (p. 301).

2.2. Objectives of Commitment

According to Meyer and Herscovitch (2001)’s definition, commitment is a binding force
between individuals and one or more targets to which the individual committed. To fully



present the definition of commitment, it is necessary to understand to what targets the
commitment is directed. Meyer and Herscovitch (2001) noticed that based on previous
literature, the targets of commitment could be organization, occupation, goal, union, job, and
so on, which fdl into two categories: a course of action (intended outcome of behavior, e.g.
goal) or an entity (e g. organization and union €tc.). They believed that the targets as
behaviors and as entities in the context of commitment direction were closely, albeit might not
be explicitly, associated. They argued that when referring commitment to an entity, the
behavioral outcomes were usually considered; and when referring commitment to certain
behaviors, the entity context was usually relevant. Thus, Meyer and Herscovitch (2001)
suggested that the targets of commitment could be both explicit and implicit, and in order to
measure and predict behavioral outcomes more accurately, commitment should be viewed as
being directed at both entity and course of action. For this research, the main focusis placed
on career commitment as a more specified objective of commitment, and the details of career
commitment will be explained in section 2.5.

2.3. Definitions and Antecedents of Three Components of Commitment

Based on previous literature, the disagreement about the conceptualization of commitment
also concerns the discussion of the dimensi onality or forms of commitment construct. The
various conceptualizati ons of the dimensionaity of commitment, believed by Meyer and
Herscovitch (2001), mainly differ in the nature of the “mind-set” that characterizes
commitment. They pointed out that among those conceptualizations which viewed
commitment as a multidimensional construct, differences in the various di mensions (forms or
components) were al'so made by the different nature of the mind-set underlying the
commitment constructs. Agreed with other authors, Meyer and colleagues (e.g. Allen and
Meyer 1990; Meyer and Allen 1991; Meyer et d. 1993; Meyer and Herscovitch 2001)
bdieved that commitment was a multidimensiond construct, and the mind-set characterizing
commitment construct mainly refl ected three motives: the affective attachment to the targets,
perceived costs of terminating the relation with the targets and perceived availability of
aternatives, and the feeling of obligation to remain binding with the targets. They labeled
these three motives or bases. affective commitment, continuance commitment (the use of
terms of continuance commitment or cal culative commitment will be discussed in the next
section, and before that the term of continuance commitment will be temporarily used), and
normative commitment. Meyer and Allen (1991) argued that affective commitment,

conti nuance commitment, and normative commitment should better be considered as
components rather than types of commitment, because these three components refl ected
distinguishable, but not mutually exd usive, nature of mind-set or psychological states
underlying commitment construct. This three-component conceptuaization of commitment
was supported by many researches (Allen & Meyer 1996; Meyer, Stanley, Herscovitch, and
Topolnytsky 2002). Meyer and Herscovitch (2001) concluded that “(t)he mind-set
accompanying commitment can take varying forms ind uding desire, perceived cost, or
obligation to continue a course of action. These mind-sets reflect distingui shable components
of the underlying commitment construct” (p. 308). Details about the three distingui shable
mind-sets and the different antecedents of the three components of commitment will be



discussed in the next section.

2.3.1. Definitions of Three Components of Commitment

As discussed in the previous section, Meyer and colleagues bdieved commitment was a
three-dimension or three-component construct, and Meyer and Allen (1991) suggested that
individual might experience al three components of commitment to varying degree. Although
the definitions of the three components of commitment offered by Meyer and coll eagues
(1990; 1991) were devel oped in the organizationa context, according to Meyer and
Herscovitch (2001), the conclusions could be generaized to other workplace commitment.

Firstly, Allen and Meyer (1990) stated that affective commitment reflected individual’s desire
to maintain rel ations with the targets to which one committed, and individuals who
experienced strong affective commitment remained within the entity or course of action,
because they wanted to. Thus, Allen and Meyer (1990) defined affective commitment as
“affective or emotional attachment to the organization such that the strongly committed
individual identifies with, isinvolved in, and enjoys the membership in, the organization”
(p-2).

Secondly, Meyer and Allen (1991; Allen and Meyer 1990) label ed the second component of
commitment as continuance commitment, and defined it as: the investments/costs perceived
by the individual associated with terminating the rel ations with entity or a course of action,
and the perceived avail ability of feasible aternatives.

According to Meyer and Allen (1991), some authors used the term “cal culative’ to describe
this kind of commitment assodi ated with the perception of costs and benefits. To clarify the
uses of terms, it is necessary to view Becker (1960)’ s side-bet theory. Becker (1960) viewed
commitment as an explanatory variable of “consistent lines of activity” (p.33), and he noted
that this kind of commitment was achieved by making a“side bet” (p. 35). According to
Becker (1960), the side-bet could be things perceived valuabl e, in economic or psychol ogical
sense, by the individual, such as potential pension, time, reputation, and ease of performance
efc. He suggested that individual engaged in the consistent lines of activity, because the side
bets that they made both consciously and subconsciously weretoo “expensive” to lose when
one disconti nued the activity. M oreover, Becker (1960) pointed out that to achieve the
commitment, individua needed to take prior actions that made the side-bet/investments, and
then needed to recognize it. Meyer and Allen (1991) argued that compared to their definition
that emphasized commitment as a psychol ogical state (i.e. recognition of the costs and
aternatives), Becker’s side-bet theory emphasized the continuation of consistent lines of
behaviors, and it considered the behaviors (i.e. prior actions that made the side-bet) as the
initiation of the commitment. Thus, according to Meyer and Allen (1991)’ s definition
presented above, cal culative commitment could be considered as a better word to refl ect
individual’ s perception of/attitude toward the costs/investments and avail ability of
alternatives.



Furthermore, according to McGee and Ford (1987)’ s examination of the cal cul ative
component, cal culative commitment included two dimensions: (a) perceived
costs/investments or persona sacrifices associated with |eaving the organization, and (b) low
availability of alternatives perceived. Becker (1960) in his side-bet theory suggested that
when the costs associated with leaving the current position were perceived too expensive,
individual might not perceive any other aternatives feasible. In other words, the individual’s
perception of the costs might influence one’s perception of the availability of dternatives.
This finding was proved by Meyer et d. (2002) by using the meta-analysis, which reported a
high correlation between the subscal e of costs and subscal e of lack of alternatives. They dso
reported the correl ations between the subscal es and both affective commitment scale and
normative commitment scal e were oppositein sign. To sum up, Meyer and Herscovitch (2001)
assumed that these two dimensions were two bases for the same commitment mind-set, and
suggested further research to make the issue resolved.

Finally, Meyer and Allen (1991) defi ned normative commitment as perceived feeling of
obligation to remain with the rd ations with the entity or course of actions. Meyer and
colleagues (Meyer and Allen 1991; Allen and Meyer 1990; Meyer et a. 1993; Meyer and
Herscovitch 2001) pointed out that the feeling of obligation might be derived from two bases:
internalized normative pressure and the need to reciprocate. Meyer and Allen (1991)
suggested that normative commitment characterized the mind-set which reflected individual's
personal norms (e g. moral obligation) and their need to pay back certain benefits or
investment the organization made beforehand (e.g. training).

2.3.2. Antecedents of the Three Components of Commitment

Meyer and Herscovitch (2001) believed that since the three components of commitment
reflected three distinguishable mind-set characterized commitment construct, the three
components would involve different variables that serve the functions of antecedents to each
form of commitment.

Firstly, according to Allen and Meyer (1990), the mind-set characterized affective
commitment refl ected individual’s desire to engage certain actions of relevanceto certain
targets. Meyer and Herscovitch (2001) pointed out that the psychologicd state of desire was
produced through three channels: involvement, shared value, and identification. Thus, they
proposed that any personal or situational variable, which increased individua’s invol vement,
recognition of shared va ue, and identification with the targets, could function as potential
antecedents of aff ective commitment. Among those variables that identified as antecedents of
affective commitment, Meyer and Allen (1991) categorized them into three groups: personal
characteristics (e.g. age, gender, individual-environment relation etc.), organizationa
characteristics (e.g. decentralization of decision making process and supervisory support etc.),
and positive work experiences. They also suggested that the positive work experience was the
most influential predictor of affective commitment compared to persona and organi zational
characteristics. Meyer and Allen further argued that within the category of positive work
experiences, variables could be divided into those contributed to deve op individual’s need of



feeling comfortabl e and those contributed to deve op individual’s work competences. They
label ed the two sub-groups of work experiences. comfort and competence. Variables
identified by Meyer and Allen (1991) in the “comfort” category included: confirmation of
pre-entry expectation, equity in reward distributi on, organizational support, supervisory
consideration and so on; while variables in the “competence” category included:
accomplishment, autonomy, opportunity for advancement and so on. Theresults of Meyer and
Allen (1991)'s analysis of those variables within the category of work experiences suggested
that a common set of relevant needs and val ues might exist influencing individua’s
perception of positive work experiences, and then influencing one's affective commitment.

Secondly, according to the definition of cal culative commitment presented in the last section,
Meyer and colleagues (Meyer and Allen 1991; Allen and Meyer 1990; Meyer et d. 1993;
Meyer and Herscovitch 2001) identified the recognition of costs/investments and availability
of aternatives as the antecedent variabl es of cal culative commitment. However, McGee and
Ford (1987) pointed out that * high personal sacrifice” and “low alternatives’ are two distinct
dimensions of cd culative commitment, rather than antecedents. Regarding the issue of
antecedents of cal culative commitment, Becker (1960) proposed several potential variables,
from which the side bets were derived and accumul ated or the perceived availability of
aternatives was lowered. He believed that side bets (e.g. reputation of being stable) could be
made because of “the existence of generalized cultural expectations’ (e.g. a culture va ues
loyalty and responsibility) (p. 36), which might bring negative results for violating them. Side
bets (e.g. pension) could also be made by the operation of bureaucratic arrangement (e.g.
rules governing the pension fund). Moreover, side bets (e.g. ease of performance) could be
made through the process of individual adjustment to social positions. Becker argued that
individual might be so comfortabl e and accustomed to the requirement of one’s current social
position that one could not deal and fit with other positions as feasible aternatives. Thus,
according to Becker and Meyer et d, it is reasonable to hypothesi ze that individual's
perception of availability of alternatives and costs associated with terminating a course of
action could be influenced by general val ues as potential antecedent variables on the macro
leve (e.g. culture).

Finally, as discussed earlier, Meyer and Allen (1991) noted that normative commitment was
generated from the internalization of normative pressure through socidization and the need to
reciprocate the benefits or investments offered beforehand (e.g. the costs of pre-empl oyment
training). They argued that both theinternalization of norms and the “rewards in advance”
created a feding of obligation which hel ps create normative commitment (p. 72). Thus, they
identified the antecedents of normative commitment as socidizations (e.g. cultural, familial,
and organizational socidization) and pre-paid investments. However, Meyer and coll eagues
(Meyer and Allen 1991; Allen and Meyer 1990; Meyer et al. 1993; Meyer and Herscovitch
2001) did not include and test systematical variables of val ues or norms as antecedents in
their three-component framework of commitment.
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2.4. The Outcomes of the Three Components of Commitment

For the purpose of this research is to test the influences of cultural dimensions as potential
antecedents on the three components of commitment, the outcomes of commitment is not the
main focus, and they will be discussed briefly in this paragraph.

Although turnover has been studied most widey by the behavioral scientists as a correlated
conseguence of commitment, Meyer and Allen (1991) demonstrated that turnover/turnover
intention and on-the-job behavior were both important outcomes of affective, continuance,
and normative commitment. Meyer and Herscovitch (2001) argued that since affective,
calculative, and normative commitment reflected three different mind-sets, they would have
distinguishabl e implicati ons on the outcome behaviors. According to Meyer and Allen (1991)
who considered commitment as a binding force between individual s and rel evant targets,
turnover or turnover intention is the outcome that implied by al three components of
commitment, and the differences in terms of outcome behaviors among affective, calculative,
and normative commitment would be reflected by the variety of on-the-job behavior.
On-the-job behavior, suggested by Meyer and colleagues (Meyer and Allen 1991; Meyer et d
2002), includes absenteeism, job performance, and citizenship.

Meyer et d. (2002) reported that all three components correlated negatively with turnover,
turnover intention, and withdraw cognition, and for both turnover/turnover intention and
on-the-job behavior, affective commitment showed a stronger correlation with outcome
variables than normative and cal culative commitment. They aso found that absenteeism
strongly and positively correlated with affective commitment, while negatively and
moderately corrd ated with normative and cal cul ative commitment; and both job performance
and organizational citizenship behavior corrdaed positively with affective and normative
commitment, while had a negative and near zero corre ation with ca culative commitment
(Meyer et d. 2002). Moreover, Meyer and Herscovitch (2001) suggested that since the three
components of commitment would have independent influences on a particular behavior, the
consequentia effect of one single form of commitment on outcome behaviors would be
moderated by other forms.

2.5. Conceptualization of Career Commitment

A commonly used conceptuali zation and measurement of career commitment was deve oped
by Blau in his series studies on target groups as registered nurses, insurance/newspaper

empl oyees, and bank tdlers, which distinguished in different professional levels of their
vocations (1985; 1988; 1989). By reviewing previous literature, Blau (1985; 1988; 1989)
suggested that there was some extent of ambiguity and redundancy in the conceptualization
and measurement of career commitment with other related constructs, such as job
involvement and organizational commitment. In order to avoid the overlap with other
constructs mentioned above, Blau (1985) defined career commitment as “on€' s attitude
towards on€e’ s profession or vocation” (p. 278), and later he revised the definition to “one's

11



attitude towards one' s vocation, including a profession”, by arguing that profession was one
type of vocations (Blau 1988, p. 295). In his studies, Blau reported that career commitment
could berdiably and distinguishably, albeit with a moderate correl ation, operated and
measured from job involvement and organizational commitment, and proved the reliability
and discriminant validity of his 7-item measure of career commitment.

Organizational Personal
Structure Characteristics
Characterigtics
Work Experience -
-Comfort - Affective R Turnover
_Compaer[;e Commitment
Investments/
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Figure 1. Meyer and Allen (1991: 68)’s Three-component Modd of Commitment

However, based on Meyer and Herscovitch (2001)'s framework of workplace commitment,
two limitations of Blau's studies could be detected. Firgt, according to Blau's definition of
career commitment presented above, he considered career commitment as a unidimensional
construct. As described by Meyer and colleagues in their multidimensional framework, the
nature of commitment is the underlying mind set that characterizes commitment, and
workplace commitment invol ves distingui shable components, namely affective, calculative,
and normative commitment, that reflect different features of the mind sets. Blau's studies
have tended to neglect these distinguishabl e features of the underlying mind sets. Second,
Blau's studies have more focused on the devel opment of measurement and testing the
reliability and validity of the sca e, and paid little attention on identifying the antecedents of
the career commitment construct. Although Blau tested several variabl es in the categories of
personal and situational characteristicsin London (1983)’s career motivation modd as
potential predictors of career commitment, how and why these variabl es influence career
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commitment was not mentioned.

Thus, to understand the different nature of individual’s psychological states towards one's
career more clearly and completdy, Meyer et al. (1993) suggested that career commitment
should also be conceptualized in a multidimensional approach, and Meyer and Herscovitch
(2001) also noted that although their three-component conceptualization of workplace
commitment was mainly devel oped based on organizational literature, the general framework
could be applied to other commitment constructs, namely career commitment. As
demonstrated by Meyer et d. (1993), the definitions and antecedents of the three components
of career commitment, affective, cal culative, and normative commitment, were consi stent
with Meyer and Allen (1991)’s three-component model of organizational commitment, which
were presented in the Section 2.3.1 and 2.3.2. Moreover, for the purpose of measuring career
commitment reliably and validly, Meyer et al. (1993) revised the measurement based on
organizational commitment and devel oped a three-factor scale, which correspondingly
measured affective, cd culative, and normative commitment. The details of their three-factor
scalefor career commitment will be discussed in the methodology chapter.

2.6. Definitions of Hofstede's Five Cultural Dimensions

Hofstede (1997) defined culture as “ coll ective mental programming: it isthat part of our
conditioning that we share with other members of our nation, region, or group but with not
with members of other nations, regions, or groups’. Based on the scores obtai ned from 53
countries and regions, Hofstede (1980; 1988) summarized five cultural dimensions. power
distance, collectivism vs. individuaism, femininity vs. masculinity, uncertainty avoidance,
and long- vs. short-term orientation, which reflected asociety’s cultural values and norms.
Hofstede's studies provided an empirical foundation for understanding how the values and
norms influence individuals' mind sets on the cultural level.

2.6.1. High vs. Low Power Distance

According to Hofstede (1980), power distance referred to the degree of equality and
inequality and the extend to which | ess powerful members expect and accept unequal power
and weelth distribution within a society. Hofstede noted that high power distance cultures
were morelikely to follow a caste system that did not allow significant upward mobility of its
citizens. And these high power distance societi es tend to have centralized political power and
establish tall hierarchiesin organizations (e.g. family and company) with large differencein
salaries and status. In the organizational context, clear distinction in the power and status
between supervisors and subordinate is usually observed, and the subordinates tend to have
little influence on and invol vement in the decision making process. Moreover, Individuals on
the higher level of hierarchy expect respect and obedience; subordinates are expected to be
told what to do, to absolutely follow the order, and to do exactly what they aretold. On the
other hand, low power distance soci eties de-emphasize the differences between citizens
power and wedlth, equality and opportunity for everyoneis expected and desired. In the
organizational context, low power distance societies have flatter hierarchies in organizations;
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supervisors are expected to consult subordinates’ opinions and ideas in daily work; employees
tend to have more influence and invol vement in the decision making process; and
subordinates and supervisors are believed to be interchangeable. To sum up, the values of
respect to the authority and acceptance of inequality are emphasized in high power distance
cultures, while the value of mutual respect and equality are emphasized in low power distance
cultures.

2.6.2. Collectivism vs. Individualism

Collectivism vs. individualism refers to the degree that the soci ety reinforces individua or
collective achievement and interpersonal rel ationships, which implies the degreeto which
individuals are integrated into groups. Hofstede (1980) suggested that high individualism

sodi eties believed that individuality and individua right were paramount within the society,
and looseinterpersona relationships were easily devel oped: individual s were expected to
look after themselves and their immediate family only. Moreover, these societies place
individual socia-economic interests over the group, maintain strong rights to privacy, nurture
strong private opinions, emphasize the political power of voters, maintain strong freedom of
the press, and profess the ideol ogies of sdf-actualization, self-redlization, self-government,
and freedom. High collectivism societies believe everyone shoul d take responsibility for
fellow members of their group to maintain a harmoni ous interdependence, and the
interpersonal relationships are collective and close. In these societies, individuals are
integrated from birth into cohesive groups (e.g. extended family and organizations), which
protect them in exchange of unguestioning loyalty. High collectivism sodi eties place
collective socia-economic interests over the individual, favor laws and rights for groups over
individuals, and profess the ideol ogies of harmony and consensus, and individuals are
expected to behave in pursuit of collective interests for all the members of the group. Thus, to
sum up, the values of loyalty and responsibility are emphasized and desired in collective
culture whilethe values of individual’ s interests/benefits and independence are emphasi zed
inindividualistic culture (Hofstede 1980).

According to the discussion above, Hofstede (1980)’s conceptualization of collectivism and
indivi dualism mainly focused on cultural or national level, and assumed that all membersin
the culture or country are homogeneous on the collectivism and individualism dimension
(Shulruf et d. 2003). Triandis and Gelfand (1998) argued that there are different kinds of
individualism and collectivism, and on the individud levd, the collectivism and

indivi dualism dimension could be defined by four patterns: vertical individuaism (V1),
vertical collectivism (VC), horizontal individualism (HI), and horizontal collectivism (HC).
They stated that the vertical and horizontal patterns differed in the rel ative emphases on the
vertical or horizontal social relationships (e g. emphases on hierarchy and status). More
specificaly, horizontal pattern referred to “one self ismore or less like every other sdf”,
while vertical pattern referred to “one sdf is different from other selves’ (p. 119).
Furthermore, they defined HI as the desire of individua to be unique and distinct from groups
without seeking high social status; VI was defined as the desire of individud to seek high and
distinguished statue through competitions; HC was recognized as senses of similar with
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others emphasizing common goals with the group and i nterdependency; V C was recognized
as senses of emphasizing integrity, sacrifice of personal goas for in-group goals, and
submission to authority. To test the vaidity of the vertica -horizontal approach of collectivism
and individualism, Triandis and Gel fand (1998) devel oped a vertical-horizontal scale, and the
detail of this scale will be discussed in the methodol ogy chapter.

2.6.3. Femininity vs. masculinity

Femininity vs. masculinity refers to the degree the soci ety reinforces, or does not reinforce,
the traditional masculine work role model of male achievement, control, and power. The leve
of femininity or masculinity indicates the degree of gender differencesin power and various
statuses within the sodi ety. In other worlds, in masculine cultures, emotional gender roles are
clearly distinct: males are expected to be assertive, tough and focused on material success,
and femal es are expected to be tender and focused on quality of life. In feminine cultures, the
emotional gender roles are observed overlapped: both males and femal es are expected to be
modest, tender, and focused on quality of life. He also found that in masculine countries,

mal es dominated a significant portion of the society and power structure, with females being
controlled by mal e domination; and in feminine countries, females are treated equaly to
malesin al aspects of the society. Hofstede also illustrated that traditional masculine goals
included: earnings, recognition, advancement, and challenge, while traditional feminine goals
included: good relations with supervisors, peers, and subordinates; good living and working
conditions; and employment security (Hofstede 1980).

2.6.4. Uncertainty avoidance vs. Uncertainty Acceptance

Uncertai nty avoi dance refers to a soci ety's tol erance for uncertainty and ambiguity, and it
indicates to what extent a culture programs its members to fed either uncomfortable or
comfortablein unstructured situations. Unstructured situations refer to situations that are
novel, unknown, surprising, and different from usual. Uncertainty avoiding cultures try to
mi nimize the possibility of such situations by strict laws, rules, regulations, and controlsin
order to reduce the uncertainty. Individuals in uncertai nty avoiding countries are also more
emotional, and motivated by inner nervous energy. However, uncertai nty accepting cultures
concern less about ambiguity and uncertainty and have more tolerance for a variety of
opinions. Thisisreflected in asociety that isless rule-oriented, more readily accepts change,
and takes more and greater risks. Individuals within these cultures are more phlegmatic and
contemplative, and they are not expected by using their environment to express emotions.
Further more, on the work-related level, Hofstede noted that in the uncertainty avoiding
cultures, longer career commitment was expected and valued, and individuals expect structure
in organization, career, and re ationships to make situation interpretable and predictabl e;
while in the uncertainty accepting cultures, individuals are more likely to expect challenges,
risks, and flexibility/mobility. Thus, to sum up, value of stability is desired in uncertainty
avoidance culture, while values of challenge and mobility are emphasi zed in uncertainty
acceptance culture (Hofstede 1980).
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2.6.5 Long- vs. short-term orientation

Long- vs. short-term orientation refers to the extent to which a society exhibits a pragmatic
future oriented perspective rather than a conventional historic or short term point of view. By
studying the students from 23 countries, Hofstede (1988) pointed out that Asian countries
scored highest on this dimension, while most western countries scored comparably low. He
stated that long-term ori entation countries believed in many truths, had along term
orientation and had thrift for investment, while cultures scoring low on this dimension
bdieved in absolute truth, were conventiona and traditional, had a short term orientation.
Moreover, Hofstede (1988) showed that |ong-term orientation countries believed in and
defined virtuous work-rd ated behaviors as affective to acquire skills and education, working
hard, and being patient. Inthe work related aspects, individuals in long-term oriented cultures
tend to concern more about long-term benefits, both financially and psychologically, in the
future, and valued long-term commitment towards organizations and career. In the contrast,
individuals from short-term oriented cultures tend to pursue instant benefits and satisfaction.

2.7. Aspects of Five Cultural Dimensions in Dutch and Chinese Cultures

Anather question attempted to be answered by this research is what differences arein the
patterns of development of affective, ca culative, and normative career commitment between
Dutch and Chinese culture, contributed by different cultural values and norms. In the last
section, common sets of cultural values and norms have been systemati cally conceptualized
by Hofstede's five cultural dimensions. Then to answer the question, it is necessary to
understand the different aspects of each cultural dimension in Dutch and Chinese cultures.

2.7.1. The Netherlands

Hofstede® reported (presented in Figure 2.) that the Netherlands had the highest score on
individualism (IDV) (score=80), which ranked the fourth highest individual scorein the
worldwide context. The high individualism score of the Netherlands indi cates that the
Netherlands is the society that has loose interpersonal rel ationship and more individualistic
attitudes. Individuals in the Dutch culture are more self-reliant and look out for themse ves
and close family members. Privacy is considered as cultural norm, and individual pride and
mutual respect is highly evaluated and appreciated. The second highest cultural dimension for
the Netherlands is uncertai nty avoidance (UAI), which marks the score of 53 and is d ose to
the world average of 64. This moderate UAI scoreindicates a cultural tenancy to minimize or
reduce the leved of uncertainty within the population by enacting rules, laws, policies, and
regulations. The following score of cultural dimension for the Netherlands is the long-term
orientation (LTO) (score=44). As expected, this moderate LTO scoreis consistent with the
level of the uncertainty avoidance of the Netherlands, and it reinforces the values of
appreciating clarity and stability (e.g. long-term employment or involvement with one's
career role). The score of power distance (PDI) of the Netherlands shows a closetieto its
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score of UAI. Thisrdatively low PDI score (38) indicates that the Dutch people emphasize
equality of power and wealth, decentralization of decision making process, and close
relationship between subordinates and supervisors. The lowest score that the Netherlands
marks is the score of masculinity (MAS) at 14. Thislow score of MAS indicates alow leve

Netherznds

Figure 2. The Netherlands' Index Scores PDI=38, IDV=80, MAS=14, UAI=53, LTO=44"

of differentiation and discrimination between genders. In the Dutch culture, femaes are
treated more equally to malesin al respects of society, and it shows the values, which
emphasize and appreci ate good relationships with supervisors and employment security.

2.7.2. China

According to Hofstede's® index (presented in Figure 3.), China has the highest score on
Long-term orientation (LTO) shared by all Asian cultures, whichis 118. Thisindex shows a
sodi ety’s time perspective and attitude of persevering, and the high score of LTO for China
indicates that the population in China emphasize long-term orientation, and more likely to
make plans toward long-term future. China’s second highest score is on power distance (PDI)

FOI 1o kRS LAl LTO

Figure 3. China's Index Scores PDI=80, IDV =20, MAS=55, UAI=60, LTO=118°
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ranking of 80 compared to the other Far East Asian countries average of 60 and the world
average of 55. This significantly high score of PDI for China shows ahigh level of inequality
of power and weath within the society, and also a high level of centralization of decision
making. In this culture, respect to and following orders from the authority (usualy the € der)
arethe cultura norms, and voice from lower hierarchies tends to be ignored. Another
relatively high score for Chinais masculinity (MAS) compared to western culture, which
marks 55. This score indicates a moderate level of inequality between genders, and the

femal es are treated unequally in some aspects of society (e.g. occupation). As same as the
Netherlands, China ranks an average score of 60 for uncertainty avoidance (UAI). This score
is consistent with China’s high rank on power distance. Dueto the high leve of centralization
and ta| hierarchies, organizations and eventsin this culture are highly structured and
controlled. Individuals in Chinatend to pursue stable lives and works (e.g. jobs, occupations,
and employers), rather than taking risks. The lowest score of cultural dimensions for Chinais
individualism (IDV) at 20 compared to Asian average of 24. This low individuaism score
shows that the value of collectivist and loyalty is tightly held. Individuals in Chinese culture
tend to look after members of a group (i.e. family, extended family, organizations), and at the
same time everyone takes responsibilities for one’s fellow members in the group.

2.8. Critiques on Hofstede's Studies

After presenting Hofstede's conceptualizations of five cultural dimensions, it iscrucial to
indicate that many literatures have challenged Hofstede's findings by criticizing both the
assumptions based on which his claims are made and the research methods he used in those
studies. To critically use Hofstede's conceptualization of cultural dimensions and his
measurement, several mgjor critiques are summarized here

Firstly, as the start point of his conceptualization, Hofstede was inconsistent on using two
notions of national culture. One definition of national culture he used as he selected the
sampleisthat every individual in one culture shares a common national culture, but when he
analyzed the data, he tended to use ancther different notion of nationa culture, whichis*“an
average tendency” referring to a statistical average based on individual’s views. This
inconsistency of the use of the notion of national culture was challenged by the question:
whether the sample Hofstede used could truly represent or reflect the nationd culture
(McSweeney 2002: 93, 99, 100).

Secondly, the national representativeness of Hofstede's sample was also chalenged by the
fact that al respondentsin his sample were from one organization (although different
branches): IBM. According to M cSweeney (2002), the narrowness of the sampleis believed
not nationally representative and not appropriate for cross-culture comparison.

Finally, McSweeney (2002) also pointed out that al five cultural dimensions are defined by
Hofstede as bi-polar dimensions, which means that each dimension is composed of
contrasting positions. This critique was supported by Triandis and Gelfand (1998) in their
study of collectivism and individualism. Triandis and Gelfand (1998)’s vertica -horizontal
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approach suggested that individuals might reflect different individualism or collectivismin
different situations or contexts, and one individual might carry both individualist and
collectivist attitudes depends on different situation and emphases.

2.9. Hypotheses about the Influences of Cultural Dimensions on Career Commitment

Reviewing Meyer and colleagues (Meyer and Allen 1991; Meyer et al. 1993; Meyer and
Herscovitch 2001))’s three-component model of commitment mentioned in section 2.3, they
conceptualized the career commitment into three main components that reflected the
underlying mind sets: affective (i.e. desire), calculative (i.e. need), and normative
commitment (i.e. obligation). To demonstrate the devel opment of each form of career
commitment, they also identified positive work experience (i.e. comfort and competence),
recognition of investments (side bets) and availability of alternatives, and socialization and
organizational pre-paid investment as antecedents of affective, cal culative, and normative
commitment correspondingly. Moreover, as noticed in section 2.3, several authors have
further suggested that cultural values could influence individual’s feelings as positive work
experiences, perceptions of costs and feasible aternatives, and internalized norms, and in turn
influence and contribute to the devel opment of each form of commitment.

In the empirica perspective, Meyer and colleagues’ series studies had tested potentia
antecedents variables of commitment focusi ng on the organizational level. To further test
Meyer and colleagues’ theory about the mechanisms that contributed to the devel opment of
the three components of commitment, this research will focus on testing the influences of
antecedents variables on the cultural level, conceptualized as five cultural dimensions, on
affective, calculative, and normative commitment. Based on this point, several hypotheses
have been made, and they are graphically presented in Figure 4.
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Figure 4. Hypothesized Antecedents to Career Commitment

(H1) Dueto the differences in the dimension of power distance, Chinese empl oyees
experience lower level of affective commitment towards career than Dutch employees
do.

As presented in section 2.3, decentralization of decision making process and equal treatment
among employees are variables that contribute to devel op positive work experiences, and
consequently increase the affective commitment. This finding had been proved by Allen and
Meyer (1990, study 2) who reported a strong paositive correlation of .65 and .67 between
“participation”, “equity”, and affective commitment. According to the features of power
distance dimensi on presented in section 2.6.1, in high power distance culture, the decision
making process is highly centralized, and with high hierarchy system, inequality in power and
status among employees is expected and accepted. Thus, it is reasonabl e to presume that
individuals in high power distance culture woul d experience lower level of affective
commitment than individuals in low power distance culture do, becauseindividualsin high
power distance culture experience littleinvol vement and empl oyee influence, and more
unequal treatment.
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(H2) Dueto the differences in the dimension of power distance, Chinese empl oyees
experience higher level of cal culative commitment towards career than Dutch
employees do.

Hofstede (1980) stated that high power distance cultures tended to have higher degree of
inequality of distribution of power and wealth towards the authority or the eder, and the value
of respect to the elder was broadly held. In other words, the authority or the elder in high
power distance culture usua ly possesses more power and wealth. In the organizationa
context, these values in the high power distance society might influence individuals
perception toward membership in certain career as potential costs associated with leaving the
career role This hypothesisis consistent with Becker (1960)’s proposition that tenure would
increase the side bets perceived by individuals, and result of Meyer et al. (1993 Study 2)’s
study with registered nurse, which reported a corrdation of .49 (beginning of year) and .43
(end of year) between cal culative commitment and tenure. Moreover, sincethe high
inequality of distribution of power and wedth, this tendency could be enhanced in high power
distance culture, which means in high power distance culture, individuals might tend to
remain with one’s career longer for more power (i.e. opportunities to climb to higher
hierarchy) and more wealth.

(H3) Dueto the differences in the dimension of collectivism or individualism, Chinese
employees experience higher level of cal culative commitment towards career than
Dutch empl oyees do.

Becker (1960) had stated that side bet could be derived from “ generalized cultural
expectations’, and presumed that in the culture that highly valued loyaty and responsibility,
one form of side bets could be identified as the reputation of be ng stable, which was too
“expensive” for individuals to lose by changing the job frequently (i.e. taking other
aternatives) (p. 36). Hofstede (1980) found that in the collective culture, loyalty and
responsibility were the values highly expected and held. Thus, it is presumably that
individuals in collective culture would experience higher level of ca culative commitment
than who in theindividualistic culture do. M oreover, this hypothesis has been tested by Wasti
(2002) in the Turkish context by reporting a correlation of .20 between “norms of loyalty” and
calculative commitment (p. 541).

(H4) Dueto the differences in the dimension of collectivism or individualism, Chinese
employees experience higher level of normative commitment towards career than Dutch
employees do.

According to Hofstede (1980), in a collective culture, every onein the group sharesthe
collectiveresponsibilities and is expected to take responsibilities for one's flow membersin
the group. Individualsin this culture might have much stronger fedling of obligation than
those in theindividualist cultures. This could be explained by that as Meyer and Allen (1991)
suggested, the nature of normative commitment is the fedling of obligation, and this feeling of
obligation could be derived from the need to reciprocate. In the case of collective culture,
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group’s protection is reciprocated for one's abligation to take responsibilities of other group
members.

(H5) Dueto the differences in the dimension of femininity or masculinity, Dutch employees
experience higher level of affective commitment towards career than Chinese employees
do.

London (1983) pointed out that one's career motivation and level of satisfaction of work
experiences was closdy linked with one's supervisory support. According to Blau (1985),
supervisory support or consideration means “the degree to which the supervisor devel ops
friendships with subordinates as well as sets goals and monitors work” (p. 4), and he tested
that supervisory was significantly and positively correlated with career commitment. Hofstede
(1980) beieved that individuals in the feminine cultures were more likdly to develop a good
relationship with their peers and supervisors than individuals in the masculine cultures. Thus,
it is reasonable to expect that individuals in the feminine cultures would experience higher
level of affective commitment than those in the masculine culture.

To sum up, based on literatures of both conceptuaization of commitment and cultural val ues,
above five hypotheses are made for the purpose of testing the influences of cultura values,
conceptualized as five cultura dimensions, on each form of career commitment, namely
affective, calculative, and normati ve commitment. However, some cultural dimensions, due to
the lack of literature support (long- vs. short-term orientation) or the lack of significant
distinction between Dutch and Chinese culture (uncertainty avoidance vs. uncertainty
acceptance), are not included in those hypotheses. For now, these cultural dimensions are not
expected to devel op the functions as antecedents to career commitment, but they are still
considered as potential predictor variables and will be tested in the following research.
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Chapter Three: Methodology

3.1. Type of the Research

According to King (1994), this research could be cons dered as a quantitative research. The
instrument used in this research is questionnaire survey, and all itemsin the questionnaire are
structured, 38 of which require the respondents to choose their atitude of agreement or
disagreement towards the item based on structured scales; 6 of which require respondentsto
identify their demographic status. The result will be analyzed statistically.

3.2. Participants

For the purpose of comparing the influences of Dutch and Chinese cultures on the
components of career commitment, two sample groups, one from Dutch culture and the other
from Chinese culture, are sd ected. The Dutch sampleis composed of members of BEKADER
which is the former MBA students association of University of Twente, and the Chinese
sampleis composed of former MBA students from NANC (Netherlands Alumni Network in
China) which is the alumni association of former MBA students who used to study in the
Netherlands. Both groups consist of full-time working empl oyees with education level of
master degrees in Business Administration. Furthermore, According to the nature of both
groups, the sampl e population is employees from a variety of organizations and in several
different industries.

3.3. Data Coll ection Procedures

The questionnaires are attributed to approximately 200 empl oyees for each sample group in
the summer of 2006. For the participants from Dutch Former Student Association
(BEKADER), the questionnaires are attributed randomly to the members of BEKADER
through E-mails, and the Dutch respondents answer the questionnaire in Word file and send
them back also through E-mails. While for the parti cipants from Chinese Former Student
Assod ation (NANC), an online questionnaire survey is established. The Chinese respondents
areinvited to answer the online survey by E-mails, and the final results are collected by the
online instruments. For both Dutch and Chinese parti ¢ pants, the questionnaires are writtenin
English for two reasons: first, as former Master students, the participants are capabl e of
English communi cation; second, since the original items were developed in English, the
unification of languageis aimed at €liminate errors due to trand ation.
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3.4. Variables and M easurements

3.4.1. Commitment Variables

The measurements of affective commitment, cal cul ative commitment, and normative
commitment were originally devel oped by Allen and Meyer (1990) in their study of
organizational commitment, and they |abel ed them as Affective Commitment Scale (ACS),
Continuance (Cal culative) Commitment Scales (CCS), and Normative Commitment Scales
(NCS). Later, the ACS, CCS, and NCS were modified in Meyer et d. (1993)’s studies for the
career commitment. According to the ACS, CCS, and NCS devd oped by Meyer et d. (1993),
each scale consists 6 items, and each itemis structured into seven-point scales (1=strongly
disagree and 7=strongly agree). In Allen and Meyer (1996)’ s eval uation of the validity of the
measurement, ACS of career commitment received a coefficient a pha va ue of .82 for
interna consistency, and ranged from .61 to .73 for the test-retest rdiability; CCS of career
commitment marked a coefficient alpha value of .74 for interna consistency, and ranged
from .56 to .67 for the test-retest reliability; and NCS of career commitment marked a
coefficient aphava ue of .83 for internal consistency, and ranged from .61 to .73 for the
test-retest reliability. Moreover, the three-factor scales (ACS, CCS, and NCS) were tested to
be best fit with the data by Meyer et a. (1993) using the factor analysis. For this research,
modified versions of Meyer et al. (1993)'s ACS, CCS, and NCS of career commitment are
used. Some modifications are made, because ACS, CCS, and NCS of career commitment in
Meyer et d.’s study were specified in particular industry (registered nurses). Other
modificationsinclude: two itemsin the ACS are switched with two newly developed items,
because the original items tend to have ambiguity in the measurement with other scales; and
five new items are added to the CCS to specialy measure the “low aternative’ dimension of
cal culative commitment. Sampleitems of ACS, CCS, and NCS are presented in the Appendix
One.

3.4.2 Cultural Value Variables

According to the hypotheses listed in section 2.7, five cultural dimensions as sets of
systemized cultural va ues could have influences on the devel opment of affective, calculative,
and normative career commitment and serve the functions as antecedents of these forms of
career commitment. To assess and compare the five cultural dimensions among cultures,
Hofstede and Bond’ devel oped the Value Survey Module 1994 (VSM 94). The Va ue Survey
Module 1994 is a 26-item structured scal e devel oped for measuring culturally determined

val ues of people from two or more countries and regions.

Four questions are originally included for each dimension, and the other six questions are
demographicd, which ask the respondents’ age, gender, education level, kinds of job, current
nationality, and nationality at birth. However, according to McSweeney (2002), many itemsin
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the VSM 94 areirrelevant to the constructs which are intended to measure. Items concerning
this problem are mainly power distance and coll ectivism-individualism items. Hence, to
measure cultural factors more accurate, several items in power distance dimension scal es of
VSM 94 are modified. Items measuring collectivism-individualism in VSM 94 are removed,
and sixteen items devel oped by Singelis, Triandis, Bhawuk, and Gelfand (1995) using the
vertical-horizontal approach are used in this research instead. Sample items are presented in
Appendix One.

3.5. DataAnalysis

To examine the influences of cultural dimensions on the components of career commitment,
severa datistic analyses are performed. For doing the statistic tests, the software SPSSis
used. Thetestsinclude: 1) Cronbach Alpha anaysisto test the reiability of the scales; 2)
independent sampl e t-tests to compare the differences of all studied variabl es between Dutch
and Chinese samples; 3) linear regression analysis to test the influences of cultural
dimensions on components of career commitment; 4) descriptive analysis to demonstrate the
demographic characteristics of the respondents. M ore details about the statistic anal yses will
be presented in the following result chapter.
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Chapter Four: Results

In this chapter, the hypotheses promoted in the theoretical chapter will first be presented.
Second, after reviewing the hypotheses, the results of data analysis will be reported and
explained. Finally, according to the results of statistical analysis, the hypotheses for this
research will betested.

4.1. Hypotheses Review

In thetheoretical chapter, five hypotheses have been made to help answer the research
guestion, and they are the following:

(H1) Dueto the differences in the dimension of power distance, Chinese empl oyees
experience lower level of affective commitment towards career than Dutch employees
do.

(H2) Dueto the differences in the dimension of power distance, Chinese empl oyees
experience higher level of cal culative commitment towards career than Dutch
employees do.

(H3) Dueto the differences in the dimension of collectivism or individualism, Chinese
employees experience higher level of cal culative commitment towards career than
Dutch employees do.

(H4) Dueto the differences in the dimension of collectivism or individualism, Chinese
employees experience higher level of normative commitment towards career than Dutch
employees do.

(H5) Dueto the differences in the dimension of femininity or masculinity, Dutch employees
experience higher level of affective commitment towards career than Chinese employees
do.

By reviewing these five hypotheses, one can find out that each hypothesis can be divided into
three assumptions. Firstly, each hypothesis assumes that the independent variables cultural
dimensions (i.e. power distance, masculinity, and coll ectivism) are significantly different
between Dutch and Chinese sample. Secondly, each hypothesis assumes that the independent
variables cultural dimensions have influences on the dependent variabl es components of
career commitment (affective, calculative, and normative commitment). Finally, each
hypothesis assumes that due to the differences in cultural dimensions, the dependent variables
components of career commitment are significantly different between Dutch and Chinese
samples. The three assumptions for each hypothesis will be tested correspondingly in the next
section, and according to the results of tests, al hypotheses will be tested by the end of this
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chapter.

4.2. Results of DataAnaysis

4.2.1. Demographic Characteristics of Respondents

Since the introducti on of both sample groups and the distribution procedures of
guestionnaires have been mentioned i n the methodol ogy chapter, here the results of
descriptive characteristics of both samples will be summarized. In this research, 508
guestionnaires were administrated in total, and 156 valid copies of answers were coll ected
and thetotal respondent ratio is 30.7%. Of these, 279 questionnaires were sent out to the
Dutch sample, and 96 copies were collected, which achieve a respondent ratio of 34.4%;
while 229 gquestionnaires were sent out to the Chinese sample, and 60 copies were collected,
which achieve arespondent ratio of 26.2%. Among all sample population, 23.1% are female,
and 76.3% are male. In the Dutch sampl e, the femal e compose 9.4% of the sample population,
and the mal e compose 90.6% of the sample population. In the Chinese sample, the femae
compose 45.0% of the sample population, and the male compose 53.3% of the sample
population. Moreover, the average age category of the 156 respondents is between 30-34
years old, and the results show that the average age category is indifferent between Dutch and
Chinese samples.

4.2.2. Reliability of the Scales

As mentioned in the methodol ogy chapter, the questionnaire used in this research is composed
of 18 modified items from Meyer and coll eagues (1993)’ career commitment scale, 23
modified items from Hofstede (1994)’s Va ues Survey Modul e 1994, and 16 items from
Triandis et d (1995)’s vertical-horizontal scales for collectivism. Moreover, 5 items
measuring low alternative dimension of the cal cul ative commitment are originally devel oped
and added to this survey. Thus, to make sure dl the hypotheses could be tested vaidly, the
reliability of scales must betested, and the results are shown in Table 1.

Names of Variables Number of Items Cronbach Alfa

Affective Commitment 6 .87

CC:HiS 6 .79

CC.LoA 5 .78
Normative Commitment 6 .82
Power Distance 5 .75
Masculinity 5 .70
Collectivism 16 .89
Long-Term Orientation 4 a7
Uncertai nty Avoidance 3 .76

Table 1. Reliability of Scales

27




As shown in Table 1, the va ue of Cronbach Alfafor each variable scale varies from .70 to .89,
and the newly devel oped items for low dternative dimension of cal culaive commitment

reveal ascalerdiability of .78. One can seethat for al variables, the vd ues of Cronbach Alfa
are above .70, which indicates that both the commitment scal es and the cultural dimension
scales have good reliability for theitems loaded.

4.2.3. Comparisons of Sudied Variables between Dutch and Chinese Samples

In light of the hypotheses mentioned earlier, this research will compare the mean val ues of
both the dependent variables (i.e. affective, calculative, and normative commitment) and the
independent variables (i.e. five cultural dimens ons) between Dutch and Chinese samples. To
do that, independent samples t-tests in SPSS are performed, and the results are shown in Table

2 and Table 3.
Group Statistics
Std. Error
| Nationality N Mean Std. Deviation Mean
Affective Commitment Dutch 96 32.3542 5.24751 .53557
Chinese 60 26.3333 9.50409 1.22697
Calculative Commitment Dutch 96 30.9167 9.63619 .98349
Chinese 58 40.7414 13.64919 1.79223
Normative Commitment Dutch 96 16.9063 6.18500 .63125
Chinese 60 24.3833 8.20106 1.05875
Power Distance Dutch 96 11.3229 4.33467 44241
Chinese 60 13.3500 3.85247 49735
Masculinity Dutch 96 10.5000 3.48531 .35572
Chinese 60 14.5000 3.77099 48683
Collectivism Dutch 96 37.7813 10.13613 1.03451
Chinese 59 54.5593 8.82643 1.14910
Long-Term Orientation Dutch 96 8.5833 2.57791 .26311
Chinese 60 13.6167 2.86470 .36983
Uncertainty Avoidance Dutch 96 11.0104 3.11700 .31813
Chinese 59 8.9661 2.49113 .32432
Table 2. Differences in Mean Values of Studied Variables
t-test for Equality of Means
Mean Std. Error 95% Confidence Interval
t df Sig. (2-tailed) Difference Difference of the Difference
Lower Upper
Affective Commitment 5.093 154 .000 6.02083 1.18208 3.68566 8.35601
Calculative Commitment -5.224 152 .000 -9.82471 1.88080 -13.54059 -6.10883
Normative Commitment -6.466 154 .000 -7.47708 1.15628 -9.76131 -5.19286
Power Distance -2.963 154 .004 -2.02708 .68404 -3.37840 -.67576
Masculinity -6.756 154 .000 -4.00000 .59203 -5.16955 -2.83045
Collectivism -10.499 153 .000 -16.77807 1.50811 -19.93528 -13.62086
Long-Term Orientation -11.364 154 .000 -5.03333 44292 -5.90832 -4.15834
Uncertainty Avoidance 4.268 153 .000 2.04431 47903 1.09796 2.99067

Table 3. Results of Independent Sampl es t-tests
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According to Table 3, the differences between Dutch and Chinese sampl es in mean scores of
all studied variables are significant (p < .05). More specifically, according to Table 2, Dutch

empl oyees experience higher level of affective commitment than Chinese employees do, and
Dutch employees rank higher at the Uncertainty Avoi dance dimensi on; while Chinese

empl oyees experience higher level of cal culative and normative commitment than Dutch
empl oyees do, and Chinese employees revea higher level of Power Distance, Masculinity,
Callectivism, and Long-term Orientation. In terms of hypotheses for this research, this
analysis tests the first and third assumptions for each hypothesis menti oned in the first section
of this chapter. Theresultsindicate that for al five hypotheses, the independent variables (i.e.
cultura dimensions) and dependent variables (i.e. components of career commitment) are
significantly different between Dutch and Chinese samples.

4.2.4. Regression Analysis of Dependent and Independent Variables

Last section has shown the results of testing the first and third assumptions for each
hypothesis. To be ableto fully test the hypotheses, multiple linear regression ana ysis will be
performed to test the second assumption for each hypothesis. More specifically, the regression
analysis will test whether cultural dimensions have infl uences on the components of career
commitment. In another words, the regression analysis will indicate whether the differencesin
dependent variables (shown in Table 3) are generated by corresponding differencesin
independent variables (shown in Table 3). Theresults are reported in Table 4, 5, and 6.

Unstandardized
Coefficients R Square t Sig.
B Std. Error
(Constant) 48.018 3.873 12.399 .000
Power Distance -.560 .178 .337 -3.143 .002
Masculinity -.627 .180 .283 -3.477 .001
Collectivism -.036 .065 -.558 578
Long-Term
) ) .006 178 .033 973
Orientation
Uncertainty
) -.192 .203 -.946 .346
Avoidance

Note: aDependent Variable: Affective Commitment
Table 4. Results of Regression Analysis of Affective Commitment.

Table 4 indicates that the independent variables power distance and masculinity have
significant negative influences on the dependent variabl e affective commitment. Moreover,
according to the values of R Square in the stepwise regression andysis, masculinity is shown
as the best predictor for the dependent variabl e affective commitment followed by power
distance. In terms of hypotheses made for this research, the regression ana ysis for affective
commitment tests the second assumption of the first and the last hypotheses (H1 and H5). For
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thefirst hypothesis (H1), the result shows that the independent variable power distance has
significant negative influence on the dependent variable affective commitment (p < .05). For
the last hypothesis (H5), the i ndependent variabl e masculinity is also shown to have

significant negative influence on the dependent variabl e affective commitment (p < .05).

Unstandardized
Coefficients R Square t Sig.
B Std. Error
(Constant) -1.923 5.84 -.326 745
Power Distance 1.179 273 .324 4,318 .000
Masculinity 494 .275 .622 1.796 .075
Collectivism 191 .099 .608 1935 .055
Long-Term
) ) 197 274 .720 A73
Orientation
Uncertainty
) .556 .310 1.792 .075
Avoidance

Note: a Dependent Variable: Calculative Commitment
Tableb. Results of Regression Analysis of Cal culative Commitment.

Table 5 indicates that the independent variables power distance has significant positive
influences on the dependent variabl e cal cul ative commitment (p < .05). According to the

value of R Square, independent variables collectivism and masculinity also have positive
influences on cal culative commitment, but neither of theinfluencesis significant. In terms of
hypotheses for this research, the regression analysis for cal culative commitment tests the
second assumption of the second and third hypotheses (H2 and H3). For the second
hypothesis (H2), the result shows that the independent variable power distance has significant

positive influence on the dependent variabl e cal culative commitment (p < .05). For the third
hypothesis (H3), the independent variabl e collectivism is not shown to have significant

influence on the dependent variabl e cal cul ative commitment (p > .05).

Unstandardized
Coefficients R Square t Sig.
B Std. Error
(Constart) -2.497 3.467 -.720 473
Power Distance 415 .160 493 2.602 .010
Masculinity .295 161 444 1.831 .069
Collectivism 172 .058 400 2.959 .004
Long-Term .539 .160 470 3.379 .001
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Orientation

Uncertainty
.050 .182 .273 .785

Avoidance

Note: a Dependent Variable: Normative Commitment
Table 6. Results of Regression Analysis of Normative Commitment.

Table 6 indicates that the independent variables collectivism, power distance, and long-term
orientation have significant positive influences on the dependent variable normative
commitment. According to the value of R Square, masculinity is also shown to have positive

influence on normative commitment, but its influenceis not significant (p > .05). The

independent variable collectivismis shown as the best predictor of normative commitment
followed by long-term ori entation and power distance. Interms of hypotheses for this
research, the regression analysis for normative commitment tests the second assumption of
the fourth hypothesis (H4). This result shows that the independent variabl e collectivism has

significant positive i nfl uence on the dependent variable normative commitment (p < .05).

4.3. Testing Hypotheses

Based on the results shown and explained in section 4.2, all three assumptions for each
hypothesis are tested. Thus, in this section all five hypotheses made for this research could be
tested.

(H1) Dueto the differences in the dimension of power distance, Chinese empl oyees
experience lower level of affective commitment towards career than Dutch employees
do.

According to Table 2 and 3, the independent variabl e power distanceis significantly different
between Dutch and Chinese samples, and Chinese employees appea a higher level of power
distance than Dutch employees do. According to Table 4, power distance has significant
negative influence on the dependent variabl e affective commitment. And again according to
Table 2 and 3, affective commitment is significantly different between Dutch and Chinese
samples, and Chinese empl oyees experience alower level of affective commitment than
Dutch employees do. Thus, this hypothesis (H1) is accepted.

(H2) Dueto the differences in the dimension of power distance, Chinese empl oyees
experience higher level of cal culative commitment towards career than Dutch
employees do.

According to Table 2 and 3, the independent variabl e power distanceis significantly different
between Dutch and Chinese samples, and Chinese employees apped a higher level of power
distance than Dutch employees do. According to Table 5, power distance has significant
positiveinfluence on the dependent variabl e cal culative commitment. And again according to
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Table 2 and 3, cal culative commitment is significantly different between Dutch and Chinese
samples, and Chinese empl oyees experience a higher leve of cal culative commitment than
Dutch employees do. Thus, this hypothesis (H2) is accepted.

(H3) Dueto the differences in the dimension of collectivism or individualism, Chinese
employees experience higher level of cal culative commitment towards career than
Dutch employees do.

According to Table 2 and 3, the independent variable collectivism is significantly different
between Dutch and Chinese samples, and the dependent variable cal cul ative commitment is
also shown to be significantly different between Dutch and Chinese samples. However,
according to Table 5, collectivism does not have significant influence on calculative
commitment. Thus, this hypothesis (H3) is rg ected.

(H4) Dueto the differences in the dimension of collectivism or individualism, Chinese
employees experience higher level of normative commitment towards career than Dutch
employees do.

According to Table 2 and 3, the independent variable collectivism is significantly different
between Dutch and Chinese samples, and Chinese empl oyees apped a higher leve of
collectivism than Dutch empl oyees do. According to Table 6, collectivism has signifi cant
positiveinfluence on the dependent variabl e normative commitment. And again according to
Table 2 and 3, normative commitment is significantly different between Dutch and Chinese
samples, and Chinese empl oyees experience a higher leve of normative commitment than
Dutch employees do. Thus, this hypothesis (H4) is accepted.

(H5) Dueto the differences in the dimension of femininity or masculinity, Dutch employees
experience higher level of affective commitment towards career than Chinese employees
do.

According to Table 2 and 3, the independent variable masculinity is significantly different
between Dutch and Chinese samples, and Chinese empl oyees appea a higher leve of
masculinity than Dutch employees do. According to Table 4, masculinity has significant
negative influence on the dependent variabl e affective commitment. And again according to
Table 2 and 3, affective commitment is significantly different between Dutch and Chinese
samples, and Chinese empl oyees experience alower level of affective commitment than
Dutch employees do. Thus, this hypothesis (H5) is accepted.
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Chapter Five: Conclusion

In the conclusion chapter, first, the main research question for this research will be answered
and explai ned. Second, theoretical and practical implications of the findings of this research
will be derived from the literatures used in the theoretical chapter and the results of the
empirica survey. Finally, the limitations of this research will be remarked.

5.1. Discussions about the Research Question

As promoted in the introduction chapter, the main research question designed for this research
is that:

Do cultural values and norms, conceptualized as five cultural dimensions, influence
affective, calculative, and nor mative career commitment in Dutch and Chinese cultures?

According to theresults of the data anal ysis and the tests of hypotheses reported in the result
chapter, this research finds that some cultural dimensions do have significant influences on
the components of career commitment. More specifically, the cultural dimensions power
distance and masculinity are shown to have signifi cant negative i nfluences on the affective
commitment; power distance also has significant positive influences on cal cul ative
commitment; coll ectivism, power distance, and long-term ori entation have significant positive
influences on normative commitment. This result suggests that one component of
commitment could be under the infl uences of more than one cultura dimension, and one
cultura dimension could serve the function of antecedent to more than one component of
career commitment.

According to the hypotheses made before the empirical research in the theoretical chapter,
among those findings, the negative influence of power distance on affective commitment (H1),
the positive influence of power distance on cal culative commitment (H2), the positive
influence of collectivism on normative commitment (H4), and the negative influence of
masculinity on affective commitment (H5) are expected. Firstly, as mentioned in the
theoretical chapter, according to Hofstede (1980) and Allen and Myer (1990), the negative
influence of power distance on affective commitment (H1) could be explained as that high
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power distance culture would reveal inequality in power and wedth distribution and lower
level of employee involvement and parti ci pation. These characteristics of high power distance
cultures would decrease employees’ positive work experiences, and as a result decrease
employees’ affective commitment. Secondly, the positive influence of power distance on

cal culative commitment (H2) could be explained as that since the e der or the senior members
in the group would receive more power and wealth in high power distance cultures,

empl oyees from higher power distance cultures would perceive higher costs associated with
quitting their career roles. This perception would encourage employees to pursue long-term
membership, and it would increase employees’ cd culative commitment (Hofstede 1980;
Allen and Myer 1990). Thirdly, the positive i nfluence of collectivism on normative
commitment (H4) could be explained as that the val ue of respecting group interestsin
collective culture would help create more normative pressure for employees to fed obligated
to remain in their career positions and share responsibilities with their group members. Finally,
one possibl e explanation of the negative influence of masculinity on affective commitment
(H5) is that employees in femininity cultures may deve op better working rel ationships with
their supervisors or subordinates than employees in masculinity cultures do (Hofstede 1980),
and the positive supervisory support and peer re ationship would lead to positive work
experiences, which is proved to positively corrd ated with affective commitment (Blau 1985;
London 1983; Allen and Myer 1990).

Besides those expected antecedent rel ationships between cultural dimensions and components
of career commitment, two unexpected rel aionships are a so found: according to Table 6,
power distance and long-term orientation are found to have significant positive influence on
normative commitment. For the positive influence of power distance on normative
commitment, one possible explanation could be the following. According to Hofstede (1980),
respecting authority and elders and following their orders and expectations are values that are
widely accepted in high power distance society. Individuas in such societies would treat
being committed to their careers as social expectation and obligation to the authority (e.g.
company, family, etc.). In Allen and Myer (1990)’s words, they would chooseto remainin the
current career position because they believe they ought to. On the other hand, individualsin
low power distance soci eties emphasi ze equal relationships with others, and they are socialy
expected to make their own decisions; therefore they would experience | ess strong normative
pressure of obligation from their society or community (Hofstede 1980).

For the positive influence of long-term orientation on the normative commitment, as the fifth
cultura dimensions added to the original four-culturd-dimension modd, long- vs. short-term
orientation was challenged by M cSweeney (2002) who believes this dimension is confused
with the conceptualizations of other four cultural dimensions, and it wakens the original
four-cultural-dimension model of Hofstede. With this unclarity in the conceptualization of the
long-term orientation dimension and the lack of support by other literatures, it is difficult to
explain the findings concerning long-term orientation in this research. To further examine and
elaborate the construct of long- vs. short-term orientation and its i nfluence as antecedent to
the three components of career commitment, future researches will be required.



To sum up, Becker (1960) and Meyer et al. (2001) proposed that to fully understand the three
components of commitment, it is necessary to systematically analyze and understand the sets
of cultura val ues and norms that might have influences on them. In light of this statement, the
main research question was promoted and answered. By explaini ng the findings concerning
the research question, it is reasonabl e to concl ude that the influences of some cultural values
and norms on the three components of career commitment are testified, and they are also
analyzed and demongtrated in a systematical perspective.

5.2. Theoretical and Practical |mplications

Based on the discussions of the research question presented in the last section and
corresponding literatures used in the theoretical chapter, both theoretica and practical
implications of the present research can be made.

5.2.1. Theoretical Implications

Firstly, by using the cross-culture samples, namely Dutch and Chinese former MBA students,
this research proves that Myer and Allen (1991)’s three-component model of commitment can
be adequately generalized and operated outside North America. As mentioned in the
introduction chapter, to examine the cross-cultural generalizability of the scale, Lee et al.
(2001) have tested the three-component mode of commitment in the Korean context. They
report that the three-component model could be applied to Asian cultures, and valid and
reliable measurement could be devel oped based on items imported from the North America
studies. The present research finds that the reliability of each component of career
commitment is above .70 for both Dutch and Chinese samples. This result supports Lee et al.
(2001)'s finding and further indicates that the three-component model of commitment could
be validly applied to Dutch and Chinese cultures, and it also suggests that valid and reiable
measurement of career commitment are successfully deve oped for Dutch and Chinese
cultures.

Secondly, according to the tests of hypotheses discussed in the result chapter, this research
shows different results regarding the antecedent variables of cal culative commitment with
Weasti (2002)'s study with Turkish samples. Wasti (2002) in her research reports that loyalty
norm and ingroup influence as variables of collectivism have positive influence on calculative
commitment, and they are examined as the antecedent variables of cal culative commitment in
the Turkish context. However, as presented in the result chapter, this research shows that
instead of collectivism, power distance is shown to be the antecedent variable of calculative
commitment and contributes most to the variations of calculative commitment in Dutch and
Chinese cultures. A possible explanation could be that the inequality of power and wealth
distribution in high power distance culture could enhanceindividuas' perception of the costs
(side-bet) accumul ated with longer tenure and lead to higher leve of cal culative commitment
toward their careers.
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Finally, the findings of this research partially support Hofstede's® cultura dimension index of
Dutch and Chinese cultures. According to the results presented in Table 2, the mean scores of
collectivism for Chinese empl oyees are significantly higher than the mean score of Dutch
empl oyees, and the mean score of masculinity for Chinese empl oyees is moderately higher
than the mean score of Dutch employees. These findings are consistent with Hofstede’s index
of Dutch and Chinese cultures. These findings indicate that Chinese empl oyees do experience
amore collective and masculine culture; while Dutch employees experience a more
individualistic and feminine culture. On the other hand, the eval uati ons of power distance,
uncertainty avoidance, and long-term orientation in this research are conflicting with
Hofstede's index of Dutch and Chinese cultures. According to Hofstede's cultural dimension
index® presented in section 2.7, Chinese culture ranks slightly higher than Dutch culture on
uncertainty avoidance and ranks significant higher than Dutch culture on power distance and
long-term orientation. However, Table 2 shows that the mean score of uncertainty avoidance
for Chinese employeesis lower than that for Dutch empl oyees and the mean score of power
distance and long-term orientation for Chinese employees isjust slightly higher than that for
Dutch employees. One possible explanation could be that compared with Hofstede's studly,
the samples from both culturesin this research are only composed by former MBA students,
and this might make the samples not representative for individuals with other education status
in both cultures. This limitation of this research will be discussed more specifically in section
5.3.

5.2.2. Practical Implications

Myer and Allen (1991) note that the three components of commitment are crucia predictors
and contributors to turnover and on-the-job behaviors. For managers, the question is how to
foster various forms of commitment of employees to achieve desired behaviors. Beer et al.
bdieve that commitment is one of the short-term outcomes of HR palicies and practices, and
commitment can also influence the design of HR policies and practices. Thus, to obtain
desired outcomes and to foster favorabl e working commitment, managers need to be ableto
formulate effective HR polid es and practices, and effective HR policies and practices are
hardly made without understanding any antecedent variabl e that imposes influences on
employees’ commitment. In the case of international company, it isimportant for managers to
understand how different cultural values and norms influence the three components of
commitment of employees who come from different cultures. According to the analysis and
discussion in this research, two implications or recommendations could be made.

Firstly, Table 4, Tableb, and Table6 show that power distance has significant negative
influences on affective commitment and significant positive i nfluences on cal culative and
normative commitment. According to Table 2, Chinese empl oyees experience a higher leve
of power distance than Dutch employees do, and dueto this differencein power distance,
Chinese employees reveal higher levd of cal culative and normative commitment, while
Dutch employees revedl higher leve of affective commitment. Furthermore, it is reasonable
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to state that due to the socialized values and previous experiences, employees from different
power distance soci eti es might behave consistently with their power distance values. Thus, for
Chinese compani es with Dutch empl oyees, managers should design HR policies and practices
to decrease the power distance in work system and decision making process in order to obtain
the higher level of affective commitment; while for Dutch companies with Chinese empl oyees,
managers should try to increase the power distance in work system and decision making
process to foster employees’ cal culaive and normative commitment. As mentioned, to change
the power distance within the organization mainly concerns the policies and practi ces of the
design of work systems. To decrease the organizational power distance, managers could break
down the hierarchies and enhance or create bottom-up communication channels to listen to
employees’ advices and comments on their daily work. Managers could a so decentralize the
decision making process by enhancing the roles of 1abor unions and increasing employees
participation and influences on the decisions making. Concerning other area of HR policies
and practices, to decrease the organizationa power distance, managers could shrink the
amount of supervisory personnel, encourage mutual supervision, and diminish the wage
differences between authority or senior members and subordi nate employees. On the other
hand, to increase organizational power distance, managers could establish hierarchiesin
promotion system and decision making process, and enhance top-down communi cati on by
giving direct instructions and suggestions to employees’ daily work and tasks. Managers
could also centraize the decision making process and formalize empl oyees’ work to create
the normative pressure of obligation for employees. With compensation policies and practi ces,
manager could enlarge the wage difference between senior members and new members to
increase employees perception of potential costs associated with leaving the current career
position. To sum up, since power distance influences all three components of career
commitment, to design what kind of HRM policies and practices or to determine which
policies and practices are truly effective depends on the god s and strategies of the company
about which components of commitment the company needs to foster.

Secondly, Table 6 shows that collectivism has significant positive influence on normative
commitment, and it isthe best predictor of normative commitment. According to Table 2,
Chinese employees reveal ahigher level of collectivism and experience a higher leve of
normative commitment. Hence, with Dutch employees, managers should design HR policies
and practices to encourage coll ectivism on employees’ tasks to increase ther normative
commitment. Hofstede (1980) notes that in a collective culture, respects to collective
achievements and interests are highly appreciated, and individuals prefer team works and
good relationships with team members. Thus, to create a coll ective working environment,
managers could design awork system which encourages team works. Managers could assign
tasks to working teams instead of individuals, provide more opportunities for communication
among team members, and let the working teams become sel f-responsibl e working units.
Furthermore, managers could also design compensation palicies and practices to reward
empl oyees on the collectivelevd.
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5.3. Limitations of the Research

This research focuses on examining the influences of cultura dimensions on three
components of career commitment in Dutch and Chinese cultures. Regarding the literatures
and methodol ogy used in this research, three limitations could be found.

Firstly, the three-component model of commitment (Allen and Meyer 1990) was originaly
developed in the organizational context, although Meyer and Herscovitch (2001) have
generalized the model into workplace commitment including career commitment, the career
commitment construct is not adequately elaborated. Concerning the literaturesin the domain
of career commitment, many studies still have arguments and disagreements on the career
commitment construct namely the definition, antecedents, and outcomes of career
commitment (Blau 1985). Hence, the influences of cultural values and norms on career
commitment still need to be tested by further cross-culture studies.

Secondly, this research performs a cross-culture study by administrating surveys to Dutch and
Chinese samples. According to Lee et al. (2001), to properly perform researches regarding
cross-cultural comparisons, the translation- and expression-based errors need to be avoided.
This research sd ects Dutch and Chinese former MBA students as the target samples, and the
origina English questionnaireis used, becauseit isbedieved that with the master education,
the respondents could be more capabl e to accuratdy answer the original English items and to
farthest avoid the translation- and expression-based errors. However, this selection of samples
might generate the problem that it is not representative for i ndividuals with other levels of
education in both cultures. To get a more complete and accurate picture of the examinations
and comparisons of the influences of cultural dimensions on career commitment between
Dutch and Chinese culture, future researches would be required to further test the influences
of cultura dimensions on career commitment based on different target samples with other
education levels, such as blue-collar workers or college students.

Finally, the disagreements on and insufficient literature about the conceptualization of
Hofstede (1988)'s fifth cultural dimension the long- vs. short-term orientation make the
analysis of the influence of this cultural dimension on career commitment remain problematic.
Besides that, the limitations of the sampl e sel ection discussed in the last paragraph might also
baffle the present research a one to provide adequate conclusions to the degree of long- vs.
short-term orientation for Dutch and Chinese cultures and its infl uence on career

commitment.

To cond ude, in this research, reliable measurement scal es of career commitment and cultural
dimensions are well developed and applied to Dutch and Chinese cultures. Significant
differences in three components of career commitment and five cultural dimensions are found
and explai ned, and certain cultural dimensions are tested to have the functions as antecedents
that influence three components of career commitment in both Dutch and Chinese cultures.
However, dueto the limitations presented above, thereis still aneed for future researchesin
the area of cross-culture comparison of career commitment to contribute to the
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conceptualization and validation of career commitment and cultura dimensions.
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Appendix

Appendix 1: Script of the Questionnaire
Questionnaire

Part One: Meyer et al. (1993)'sAffective, Cd culative, and Normative Commitment Scal es
(Modified)

To what extend you agree or disagree following statements? Please circl e the answer.
1=strongly disagreeto 7=strongly agree

1. | am happy with my current career. 1 2 3 4 5 6
2. | never regret having entered the current profession. 1 2 3 4 5 6
3. | am proud to bein the current profession. 1 2 3 4 5 6
4. | like doing the work | do now. 1 2 3 4 5 6
5. 1 want to spend rest of my life on my current career. 1 2 3 4 5 6
6. | am enthusiastic about my career. 1 2 3 4 5 6

7. | have put too much into the current profession to
consider changing now.

8. Changing professions now would be difficult for me to
do.

9. Too much of my lifewould be disrupted if | wereto
change my profession.
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10. It would be costly for me to change my professionnow. |1 2 3 4 5 6

11. There are pressures to keep me from changing
professions.

12. Changing professions now would require considerable
personal sacrifice.

13. | have few options for changing my current career. 1 2 3 4 5 6

14. | do not have security of other alternatives, besides my

current career.
15. | can not fit with other professions. 1 2 3 4 5 6
16. If | quit thisjob, | probably can not get another one. 1 2 3 4 5 6

17. | need to work hard to keep my current career, because
there are no other feasible aternatives for me.

18. | believe people who have been trained in a profession
have aresponsibility to stay in that profession for a 1 2 3 4 5 6
reasonabl e period of time.

19. | fed obligated to remainin the current profession. 1 2 3 4 5 6

20. | fed aresponsibility to the current professionto
continuein it.

21. Evenif it wereto my advantage, | do not feel that it
woul d beright to leave my current work now.

22. | would fed guilty if | left my current work. 1 2 3 4 5 6

23. | aminthis profession because of asense of loydltytoit. |1 2 3 4 5 6

Part Two: Hofstede' Va ue Survey Module 1994 (Modified) and Triandis's Measurement on
Collectivism-Individualism.

Please think of anided job, disregarding your present job, if you have one. To what extend
you agree or disagree following statements? Please circle the answer.

1=strongly disagree to 5=strongly agree

1. | do not have a good working rel ationship with my direct superior
and colleagues

2. | work with people who do not cooperate well with one another 1 2 3 4

3. | am not often consulted by my direct superior in his’her decisions | 1 2 3 4
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4, Career success or advancement is more i mportant for me than 1 > 3
family life.

5. If acoworker gets aprize, | would fed proud. 1 2 3
6. The well-being of my coworkers isimportant to me. 1 2 3
7. Tome, pleasureis spending time with others. 1 2 3
8. | fed good when | cooperate with others. 1 2 3
9. Parents and children must stay together as much as possible. 1 2 3
10. It ismy duty to take care of my family, even when | haveto 1 2 3
sacrifice what | want.

11. Family members should stick together, no matter what sacrifices | 1 2 3
arerequired.

12. It isimportant to methat | respect the decisions made by my 1 2 3
groups.

To what extend you agree or disagree following statements? Please circl e the answer.

1=strongly agree to 5=strongly disagree

13. I'd rather depend on myself than others. 1 2 3
14. | rely on myself most of thetime; | rarely rely on others. 1 2 3
15. | often do "my own thing." 1 2 3
16. My personal identity, independent of others, isvery important to 1 > 3
me.
17. It isimportant that | do my job better than others. 1 2 3
18. Winning is everything. 1 2 3
19. Compstition is the law of nature. 1 2 3
20. When another person does better than | do, | get tense and

1 2 3
aroused.
In your private life, how important is each of the following to you?
1= of very little or no importance to 5= of utmost importance
21. Persona steadiness and stability 1 2 3
22. Thrift 1 2 3
23. Persistence (perseverance) 1 2 3
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24, Respect for tradition 1 2 3 4

25. Do you fed nervous or uncomfortable about uncertainty at work?
1. never 2. seldom 3. sometimes 4, usudly 5. always

26. How frequently, in your experience, are subordinates afraid to express disagreement with

their superiors?
1. very sddom 2. sdldom 3. sometimes 4. frequently 5. very frequently

To what extent do you agree or disagree with each of the following statements?

1=strongly disagree to 5=strongly agree

27. Most people can not be trusted 1 2 3 4

28. One can not be a good manager without having preci se answers
to most questions that subordinates may raise about their work

29. | am expected to exactly follow the orders of my boss. 1 2 3 4

30. Competition between employees usually does more good than
harm

31. A company's or organization's rules should not be broken -not
even when the empl oyee thinks it isin the company's best interest

32. | strongly want to be successful in my career. 1 2 3 4

33. I would receive more power and respect as a senior member. 1 2 3 4

Some information about yoursd f (for statistical purposes):

34. Areyou:
1. male 2. femae

35. How old are you?

Under 20
20-24
25-29
30-34
35-39
40-49
50-59

60 or over

N~ WNE

36. How many years of formal school education (or their equival ent) did you complete
(starting with primary school)?




WoNU MWD PR

10 years
11 years
12 years
13 years
14 years
15 years
16 years
17 years
18 years

or less

or over

37. What is your nationality?

1. Dutch

2. Chinese

Thank you for your participation!
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