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ABSTRACT 

 Retaining committed, ethical and independent employees significantly enhances the 

success of a business. The purpose of this study was fourfold: (1) to explore the relationship 

between organizational commitment and work ethic; (2) to explore if employment level and 

employment duration affect organizational commitment; (3) to explore if an employee’s sense of 

deindividuation affected work ethic and/or commitment to one’s job; and (4) explore any 

possible relationship between different demographics toward work ethic, organizational 

commitment, and deindividuation. Through convenience sampling techniques, quantitative data 

were gathered from employees in five small to midsize midwestern banks in Minot, North 

Dakota. A total of 99 valid surveys were obtained and analyzed out of 101 that were returned. 

We found several demographic variables impacted organizational commitment, work ethic, and 

deindividuation. We found no correlation between organizational commitment and work ethic; 

nor did we find a correlation between deindividuation and constructs of organizational 

commitment or work ethic. 
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Exploring Relationships Between Work Ethic and Organizational Commitment 

Organizational commitment creates advantages for both the employee and the employer. 

Being committed to an employment position may increase the employee benefits one receives, 

cultivate an opportunity for promotion, and increase the opportunity to claim retirement benefits 

(Kulicki, 2011). The company benefits from employee long-term commitment by avoiding time, 

effort, and cost to find and train new employees.The expense to replace a single $8 per hour 

employee can cost $9,444.47 per occurrence (Schnotz, 2015). Understanding factors that affect 

employee commitment could help companies develop policies that promote employee 

organizational commitment. We sought to determine the relationship between several factors and 

employee commitment. 

 

The following questions were explored: 

● Is there a relationship between work ethic and organizational commitment? 

● How does employment level and tenure affect the commitment of the employee? 

● Is deindividuation correlated to organizational commitment? 

● Do demographics such as age, education, tenure, etc. influence an employee‟s 

commitment, work ethic, and/or sense of deindividuation? 

 

Organizational Commitment 

According to McShane and Von Glinow (2012), “organizational commitment is the 

employee‟s emotional attachment to, identification with, and involvement in a particular 

organization” (p.112). Allen and Meyer (1990), propose three constructs of organizational 

commitment; they are: affective, continuance, and normative. They define them as:  

“Employees with strong affective commitment remain because they want to, those with 

strong continuous commitment because they need to, and those with strong normative 

commitment because they feel they ought to do so.” (Allen & Meyer,1990, p. 3) 

For parsimony, we focused and included only two: affective and continuance. These different 

aspects of a sense of commitment can increase and decrease and therefore have been described 

as a „net-sum‟ of the varying, separate degrees of which a person may be committed to his or her 

employment organization (Allen & Meyer, 1990). Variables such as job security, company 

position, job satisfaction and culture may influence organizational commitment. Organizations 
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may increase employee commitment by guaranteeing them job security (Madi, Abu-Jared 

&Alqahtani, 2012). However, many organizations downsize, restructure, or change due to 

competition, which can decrease employee job security challenging an organization‟s ability to 

maintain employee commitment (Madi et al., 2012). Employees at higher job levels usually have 

higher levels of internalizationof the organization‟s values and greater degrees of identification 

with their organization than those that have a lower job level.Therefore, higher job level will 

positively influence continuance and affective commitment (Lin & Wang, 2012). Greater job 

satisfaction, the earning and achievement of more satisfying positions, and having rationalized 

time spent with the organization were related to a higher sense of commitment for those who had 

longer work tenure (Tang, Cunningham, Frauman, Ivy & Perry, 2012). In addition, the ethical 

culture of an organization appears to influence the commitment of an employee (Ruiz-Palomino, 

Martinez-Canas&Fontrodona, 2012). 

 Several studies have attempted to show how various demographic variables can affect 

organizational commitment. Unfortunately a clear consensus is difficult to reach, as it is the 

culture of the work environment, as mentioned above that seems to have a greater impact. In 

terms of age, which is generally thought to have a positive relationship to commitment (Iqbal, 

2010), Meyer and Allen (1984) showed that organizational commitment can change for a variety 

of reasons depending on one‟s age (as described in Cohen, 1993). Where an older employee may 

lower expectations for job satisfaction as other job opportunities decrease and therefore are likely 

to have higher commitment to his or her current job, younger employees may have a high sense 

of commitment to his or her job because of an awareness to gain work experience to be 

competitive in one‟s field. This variability of demographic factors affecting organizational 

commitment can be illustrated with education and tenure as well. Sikorska-Simmons (2005) 

found a positive relationship between education and organizational commitment, while Mathieu 

(1990) showed a negative relationship. Where Iqbal (2010) showed a positive relationship 

between tenure and commitment, a study conducted by Kavanaugh et al. (2006) showed varying 

levels of motivation to remain with an organization in relation to tenure (as cited in 

Agyeman&Ponniah, 2014). Cohen (1993) describes the difficulty to create a general 

representative relationship between demographic factors (like age and education) towards 

organizational commitment because they are external variables that exist outside the employment 

environment. He also describes the difficulty of forming the relationship between tenure and 
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organizational commitment because it is a variable that is difficult to study for those employees 

with little accumulated time with their employer (Cohen, 1993). 

Affective Commitment     

Employees that express an emotional bond with the company as their reason to stay with 

an organization demonstrate affective commitment (Allen & Meyer, 1990). An employee‟s 

feeling of „want‟ can be translated into an employee‟s emotional bond to an organization through 

a sense of belonging. Strong affective commitment is demonstrated by identification with the 

organization and its goals and a strong willingness to work hard toward those goals (Lin & 

Wang, 2012). An employee who feels comfortable in his or her position, and who feels 

competent in his or her job, expresses greater attachment to the company (Allen & Meyer, 1990). 

Level of affective commitment can be a better predictor of behaviors such as absenteeism, job 

performance, and citizenship compared to normative or continuance commitment because the 

employee feels an emotional connection to the organization (Jaros, 2007).  

Continuance Commitment    

Professionals‟ organizational tenure is highly related to their status, pension, or other 

benefits which could be lost if they leave the organization (Tang, Cunningham, Frauman, Ivy & 

Perry, 2012). Those who have a strong continuance commitment to an organization perceive his 

or her connection to work as an investment in the form of employee benefits or „occupation-

specific skills‟ that do not afford them the freedom to leave because of said gained benefits being 

lost (Tang, Cunningham, Frauman, Ivy & Perry, 2012). Because people with high continuance 

commitment remain at an organization out of obligation and not attachment to the organization, 

continuance commitment is often referred to as a calculative attachment to an organization 

(McShane& Von Glinow, 2012). Allen and Meyer (1990) proposed that continuance 

commitment is affected by factors such as the magnitude/number of investments of time, energy, 

and money individuals contribute to an organization and perceived lack of alternatives. Although 

an employee may dislike working at an organization, costs such as pay level and incentives such 

as yearly bonuses would retainan employee since they may not be able to achieve the same level 

of accrued monetary capital elsewhere.Those who have greater alternatives for job mobility such 

as those who are well educated demonstrate lower continuance commitment (Shore, et al, 1995) 

likely because they perceive having greater ability to find the same or greater benefits elsewhere 

if they desired to leave their current position. 
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Work Ethic 

Work ethic is by its very nature difficult to define making it difficult to study. Work ethic 

has been depicted as an array of attitudes toward one‟s working behavior that occupies a 

multidimensional phenomenon (Miller, Woehr& Hudspeth, 2001). This multidimensional 

qualitypertains to work related activity, is not instinctual but learned, and concerns not 

necessarily working behavior but ethical attitudes and beliefs (Miller, Woehr& Hudspeth, 2001). 

Work ethic is considereda set of characteristics and attitudes in which an individual worker 

assigns importance and merit to his or her work (Hill &Fouts, 2005). According to Van Ness, 

Melinsky, Buff, and Seifert (2010), the seven dimensions of work ethic are: (1) self-reliance, (2) 

morality/ethics, (3) hard work, (4) leisure, (5) wasted time, (6) centrality of work and (7) delay of 

gratification. Ruiz-Palomino, Martinez-Canas, and Fontrodona (2012)employed a 

multidimensional measure of work ethic to measure person-organization fit. They found that 

ethical culture related positively with employee job satisfaction, affective commitment, and 

intention to stay (Ruiz-Palomino, Martinez-Canas, and Fontrodona, 2012). It should be noted 

that currently there exists no measure of work ethic allowing for comprehensive measurement of 

each dimension (Miller, Woehr& Hudspeth, 2001). 

Self-Reliance 

The relationship between personality measures and work ethic are found in the construct 

of self-reliance. This construct has been described as relating positively to autonomy and 

negatively toward a need for affiliation (Miller, Woehr& Hudspeth, 2001). One who strives for 

independence in their daily work demonstrates self-reliance (Miller, Woehr& Hudspeth, 2001). 

Brown (2005) found that college-seniors have been found to have a more significant sense of 

self-reliance compared to those currently within the working environment (as cited in Van Ness 

et al., 2010). A possible reason for this is that the established pattern of behavior from a 

collegiate environment—where a student‟s academic achievement is his or her own—would take 

time to be molded into a more team-based ideology often needed in an employment situation. 

The student‟s environment promotes individual achievement where many work environments 

would rather promote a collaborative work effort (Van Ness et al. 2010). It is possible that those 

with a strong sense of self-reliance would detach themselves from coworkers ortheir work 

environment and therefore would have a lower sense of commitment to their job. 
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Morality/Ethics 

Morality is the behavior distinguishing between right and wrong; whereas ethics is the 

study and understanding of such behavior (Van Ness et al., 2010).Morality and ethics appear to 

be influenced by the level of one‟s career. Workforce professionals were found to have a more 

defined set of morals than those of college students (Van Ness et al., 2010).A college education 

presents a multitude of moral frameworks to a student. This, in turn, presents a form of ethical 

relativism, where no one set of morals appears to be right or wrong. In contrast, a workplace will 

almost certainly have a specific code of conduct endorsing a single moral framework and thus 

clearly defining and promoting a kind of moral behavior. Mujtaba (2005) believed that having a 

corporate code of ethics would increase employee commitment based on the pride they have in 

the integrity of their company‟s culture.  

Hard Work 

Hard work is defined as a person‟s belief that his or her goals can be accomplished 

through the dedication to the value of work itself (Van Ness et al. 2010). Employees who 

demonstrate careful and persistent effort and work in an organization put hard work into practice. 

Van Ness et al. (2010) found the average score measuring hard work among those enrolled in 

college was greater than those in the working environment possibly due to a reduction in reward 

and benefit programs in the work environment. Within the academic environment exists a 

specific relationship between the hard work sowed, and the high grade reaped; whereas in the 

work environment the connection between work and reward may be more vague. The typical 

workforce experience of a full-time college student is often one of flexible hours and minimum 

wage whichmay also influence his or her perception of hard work. It is likely that the perception 

of hard work will be emphasized in the academic setting rather than the employment setting, thus 

differentiating the value of hard work in the working environment from that of the academic 

environment. 

Centrality of Work 

The importance someone places on his or her opportunity to work, as well as a broader 

sense of self-identification, is known as centrality of work (Miller et al., 2002). This concept 

takes root when an individual rejects the need for monetary compensation and views his or her 

work as part of one‟s identity (Van Ness et al, 2010). This becomes important toward one‟s 

commitment to his or her work because when one leaves behind his or her place of employment, 
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he or she could also leave behind a sense of identity and self worth. It was found that the 

centrality of work was higher for workforce professionals than that of the college students (Van 

Ness et al., 2010). Smola and Sutton (2002) found that those in older-adulthood were more likely 

to consider his or her work to be valued as a significant factor of one‟s life. 

Individuation/Deindividuation 

Deindividuation is the process by which one loses the recognition of him or herself as a 

unique individual within a group dynamic (Hinduja, 2008). An employee‟s cognitive identity 

within an organization is one of the largest prevailing factors that describes the effectiveness of 

the employee‟s work as well as his or her self-concept about the value or importance of his or her 

place within it (Lai, Chan, & Lam, 2013). However, if an inconsistency arises between one‟s 

view of his or her own identity, and the opinion of his or her identity as seen by the organization, 

dissonance may be aroused. According to cognitive dissonance theory, a person will experience 

psychological tension when holding two competing ideas, and therefore engage in behavior that 

would minimize this tension (Lai et al., 2013). Due to this experience, those employees who 

perceive themselves as a unique individual, but believe that their employer does not, will have a 

strong desire to leave an occupation and thus relieve this sense of dissonance (Lai et al., 2013). 

Because of the cost of high turnover rates within a company, the ability to combat dissonance 

caused by deindividuation would benefit not only the employee in question but also the 

organization itself if it were able to retain its already trained workforce (Schwepker, 2001). 

When deindividuation occurs and leaving the job is not a viable option, the employee can also 

relieve this dissonance by altering his or her beliefs about the value of identity within an 

organization, and in turn, a sense of committed, ethical behavior toward the organization could 

degrade. According to Reicher and Levine (1994) this process of immersion into a group—and 

loss of one‟s identity—creates an environment where a person can engage in behavior that would 

otherwise not be done if easily perceived as an individual. Deindividuation can lead to a 

promotion of ethical behavior (e.g., donating to a charity anonymously) or it can lead to 

increased unethical behavior (e.g., corporate theft). 

There is an optimal balance to be found between the natural outcomes of an employee 

acknowledging his or her identity as being part of a larger group and acknowledging his or her 

identity as being different and unique from the group. One would not, and should not, feel as 

though he or she is simply a nameless—and possibly replaceable—part of an organization, but at 
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the same time not feel as though he or she is so isolated from the work environment as a whole 

that he or she feels as though one is not part of a team. The balance leads to the awareness that 

one of these occurrences must be sacrificed to the other because in order to attain either, is to do 

so in moderation (Kim & Park, 2011). One‟s professional identity could be best described as the 

interaction of one‟s personal identity that involves a subjective set of beliefs and values, and 

one‟s social identity that involves how he or she relates to a larger group (DeConinck, 2011). 

To summarize the elements of organizational commitment and work ethic can be broken 

down into constructs to better clarify the relationship. All three constructs; affective 

commitment, continuance commitment and individuation, could possibly help distinguish a 

relationship between an employee and an organization. All three use different means of defining 

the bond. 

Methodology 

Our research design is exploratory in nature with a primary objective to provide insight 

into the problems and questions described earlier (Bertsch, 2009; Littrell&Bertsch, 2013). In 

exploratory research design, the primary research questions are ambiguous and the researcher 

seeks to discover new information (Zikmund&Babin, 2007). Such designs include samples that 

may not be representative but, instead, are based on convenience (see, for example, Hair et al., 

2003; Malhotra, 2007; Zikmund and Babin, 2007). We seek to discover new information and 

new relationships; therefore, we have selected a sample based on convenience, an important 

aspect of exploratory research (Zikmund&Babin, 2007).  For a more detailed discussion 

concerning convenience sampling and sample size, see Bertsch (2009). To reduce the margin of 

error, we followed advice described by Bertsch and Pham (2012) and took into consideration the 

arguments of large vs. small sample sizes (Hair, et al., 2006, 2010). We employed a 3:1 ratio in 

determining the target sample size as employed by Tande, Lamon, Harstad, Ondracek, and 

Bertsch (2013). This study will include convenience samples drawn from the local banking 

industry. We supplied lock boxes and paper surveys to local banks. Our resulting sample is 

significant. 

Organizational Commitment 

Based on the work of Jaros(2007) there are three constructs of organizational 

commitment, however, we only used two, affective and continuance. Normative commitment 

was omitted from this research because that is the kind of emotive commitment found through 
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feelings of gratitude toward an organization (Buonocore& Russo, 2011). While outcomes are 

generally desirable from normative commitment, they are not as strong as the outcomes from 

affective and continuance commitment (Meyer et al, 2002). Further, it has been proposed that 

one‟s level of normative commitment can be influenced by an employee‟s life events prior to and 

following employment at an organization (Allen & Meyer, 1990), thus introducing variables we 

were not capable of controlling. It was our belief that normative commitment was found as a 

more significant aspect of the individual personality rather than the individual‟s relationship with 

the company, and because of this it was less applicable to our study.  

Work Ethic 

Four of seven constructs of work ethic were borrowed: hard work, centrality of work, 

self-reliance, and morality/ethics, and borrowed from Miller, Woeher and Hudspeth (2002). The 

three constructs not selected were leisure, wasted time, and delay of gratification. Van Ness 

(2010) describes what is found from work time subtracted from total time is considered leisure, 

or anything that is not considered “working-time”. Because we are concerned with time at the 

job only, leisureand wasted time were omitted. Delay of gratification, the ability to resist an 

immediate reward for a possible greater reward in the future, was also omitted because of the 

limited time to conduct the study. It was believed that because of this limited time, the „delay‟ 

would have been too small to study.  

Deindividuation 

 The scales developed by Kim and Park (2011) with regard to perceived deindividuation, 

were also applied to this study. These scales were separated into three categories: Perceived 

deindividuation, Group identification and Conformity intention. Because this study was 

concerned with the individual‟s perception of their own sense of individuality, the categories of 

Group identification and Conformity intention were omitted and Percieved deindividuation was 

the only scale used. These items were specifically used because Kim and Park (2011) developed 

these items to measure one‟s own perceived uniqueness, where no previous research had existed 

with that in mind. 

For this study, we included demographic variables such as: gender, age, marital status, 

dependents, education level, income level, hours worked, employment level, tenure, and 

expectancy of employment. Demographics that were measured as dichotomous variables 

included: gender (1 = male, 2=female), dependents (1=yes, 2=no), and employment level with 
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regard to being in an entry-level position (1=yes, 2=no). 

Sampling 

The banking industry was chosen as the sample industry because of the clearly defined 

levels of employment (e.g., teller, banker). It was also desirable because it was an industry within 

the community having personnel large enough to support our research. This will allow for a 

variety of income, educational levels, age and several other demographics. A representative 

sample was selected from employees currently in the banking industry in a Midwestern 

community, and the surveys took place at five different banks. At each location, surveys, 

envelopes, and a lock box were left for the participants and picked up at a later date. A survey 

was handed to the employees with approval from the company manager. The sample includes all 

levels of employment within the banking sector.  

Data Collection and Analysis
1
 

The sample of the returned surveys was a total of 101 bank employeesfrom five different 

banks.In all of the 101 surveys, the only error of data occurred from either missing data or 

multiple answers for a single question. Any demographic data that was missing or had multiple 

answers were omitted. The missing/multiple data from demographics included questions asking 

gender, guardianship over another, age, hours worked per week, and annual income. The 

missing/multiple data from the constructs included questions from individuation and continuance 

commitment. For any missing data/multiple data, we employed mean substitution for that 

specific item. All questions pertaining to a specific construct were used to find the average for 

each individual. Under the category of hours worked per week, there might have been confusion 

if a respondent worked exactly 40 hours per week due to the category cut-offs.   

Demographic Results 

The age of the individuals ranged from 19 to 64 with a median of 34 years of age. The 

gender of the respondents totaled 18% males and 82% females. Marital status varied from 22.7% 

for single, 72.3% married, 3.9% divorced and 0.9% widowed. 27.2% of employees claimed 

guardianship over another while 72.7% did not. Education level had 16.8% with high school 

degree or its equivalency, 26.7% had some college, 10.9% had an Associate Degree, 41.6% had 

a Bachelor's Degree and 4% had a Graduates Degree. Hours per week an individual worked 

                                                
1
 See Appendix A for reference. 



 

 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories. 

 International Research Journal of Human Resources and Social Sciences (IRJHRSS)  

63 | P a g e  

varied, 2% work 2-30 hours, 38% work 30-40 hours, and 60% work 40 or more hours per week. 

An entry-level position on the survey was defined as not being a manager and not having a 

degree. 48.4% of individuals said they were in an entry-level position, while 53.5% of 

individuals said they were not. An individual‟s expectancy of employment with his or her 

organization varied with 40% of individuals responding that they would like to retire with their 

organization, 45% of individuals would like to work their way up in the organization, and 15% 

of individuals were unsure of staying with the organization.   

Data Analysis 

Gender 

When comparing work ethic constructs (self-reliance, morality/ethics, hard work, 

centrality of work), the only construct where a significant difference existed was self-reliance. It 

should be noted the totals were: 18 male, 81 females, and two surveys omitted due to data error. 

For the comparison of males and females along the self-reliance construct, females score 

significantly higher compared to males at p<0.001 with a female (m=3.61) and (male m=2.98). 

For the organizational commitment, only continuance commitment showed significance at 

p<0.05 with female (m=3.53) and male (m=3.07). There was also no significance found between 

genders for deindividuation.  

 

Marital Status 

Married and single individuals were the two groups chosen for this data set since less 

than 5% of our sample were either divorced or widowed. Due to insufficient data, „divorced‟ and 

Gender
Affective 

Commitment

Continuance 

Commitment
Deindividuation Hard Work

Centrality of 

Work
Self-Reliance Morality/Ethics

Female

Male

Probability

Table 1 – By Gender

m = 3.33 m = 3.53 m = 3.63 m = 4.09 m = 3.93 m = 3.61 m = 4.60

m = 3.30 m = 3.07 m = 3.60 m = 4.03 m = 3.88 m = 2.98 m = 4.54

Insignificant Significant Insignificant Insignificant Insignificant Significant Insignificant

at p < 0.05 at p < 0.001



 

 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories. 

 International Research Journal of Human Resources and Social Sciences (IRJHRSS)  

64 | P a g e  

„widowed‟ were omitted. For affective commitment, results show that married individuals 

(m=3.37) and single individuals (m=3.17, at p<0.01). There was no significant difference in 

continuance commitmentby marital status. Results also show that single individuals (m=3.76), 

scored significantly higher in self-reliance, compared to married individuals (m=3.54, at p<0.05). 

The other work ethic constructs showed no significance by gender, as did deindividuation.  

 

Age 

Age of the respondents ranged from 19 to 64. Three categories showed the most 

significance, which were recorded by generations: “Millennials” ages 31 and younger, 

“Generation X” ages 32-49, and “Baby Boomers” ages 50 and above (Carlson, 2009).  The 

number of individuals varied between generations, Millennials having 46 respondents, 

Generation X having 27 respondents, and Baby Boomers having 26 respondents. Data was then 

analyzed by comparing Millennials to the other two generations combined. Hard work 

significance level at p<0.001, with those younger than 31 years old at (m=4.12), and those older 

than 31 years at (m=3.74). There was no significant difference in self-reliance, centrality of 

work, and morality/ethics by age. Results for continuance commitment for those younger than 31 

years old at (m=3.72) with older than 31 years old (m=3.52) at p<0.05. Affective commitment 

had no significant difference by age. Results show that those younger than 31 years old (m=4.34) 

showed significant difference in deindividuation at p<0.001 than those 32 years and older 

(m=3.88). 

Marital 

Status

Affective 

Commitment

Continuance 

Commitment
Deindividuation Hard Work

Centrality of 

Work
Self-Reliance Morality/Ethics

Single

Married

Probability

Table 2 – By Marital Status

m = 3.17 m = 3.45 m = 3.75 m = 4.23 m = 3.98 m = 3.76 m = 4.57

m = 3.37 m = 3.46 m = 3.59 m = 4.04 m = 3.93 m = 3.54 m = 4.58

Significant Insignificant Insignificant Insignificant Insignificant Significant Insignificant

at p < 0.05at p < 0.01
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Dependents 

Participants were asked on the survey whether or not they have guardianship over another 

individual, which would include having guardianship over children and/or other adults. Two 

respondents were omitted because of missing data, while 27 respondents said they do have 

dependents, and 72 respondents said they do not have dependents. Results showed that self-

reliance had significant difference between those who have dependents (m= 3.27) and those who 

do not, with those who do not have dependents (m=3.72), scoring significantly higher at p<0.05. 

The other work ethic constructs showed no significant difference and neither did organizational 

commitment or deindividuation.  

 

Education 

Education levels options in the survey were: high school graduate (or equivalency), some 

college, Associate‟s degree, Bachelor‟s degree, and Graduate degree. The data set was divided 

between Associate‟s degree and lower, and Bachelor‟s degree and higher. All 101 respondents 

answered the education level question. Of the organizational commitment constructs, only 

Age Affective 

Commitment

Continuance 

Commitment
Deindividuation Hard Work

Centrality of 

Work
Self-Reliance Morality/Ethics

≤ 31

≤ 32

Probability

Table 3 – By Age

m  = 3.26 m  = 3.45 m  = 3.72 m  = 4.34 m  = 4.12 m  = 3.64 m  = 4.61

m  = 3.37 m  = 3.47 m  = 3.52 m  = 3.88 m  = 3.74 m  = 3.58 m  = 4.56

InsignificantInsignificant Significant Significant Significant InsignificantInsignificant

at p < 0.001at p < 0.05 at p < 0.001

Dependents Affective 

Commitment

Continuance 

Commitment
Deindividuation Hard Work

Centrality of 

Work
Self-Reliance Morality/Ethics

Yes

No

Probability

Table 4 – By Dependents

m = 3.28 m = 3.43 m = 3.59 m = 3.88 m = 3.84 m = 3.27 m = 4.57

m = 3.33 m = 3.46 m = 3.65 m = 4.06 m = 3.92 m = 3.72 m = 4.62

InsignificantInsignificant Significant InsignificantInsignificantInsignificantInsignificant

at p < 0.05
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affective commitment was relevant with Associate‟s degree (m=3.38) and Bachelor‟s degree 

(m=3.27) with a significance of p<0.05. Continuance commitment showed no significance in this 

data set. All four of the work ethics constructs showed significance. Results of centrality of work 

showed Associate‟s degree (m= 4.04), Bachelor‟s degree (m=3.84), with significance of p<0.05. 

Associate‟s degree was m=4.65 and Bachelor‟s degree (m=4.52) for morality/ethics with 

significance p<0.05. Results from hard work were Associate‟s degree (m = 4.21) and Bachelor‟s 

degree (m=3.95) with significance p<0.01. Associate‟s degree (m=3.74) and Bachelor‟s degree 

(m=3.47) for self-reliance at p<0.01. Deindividuation showed no significance in this data set. 

 

Income 

The data set was divided from those who make less than $29,999 and those who make 

$30,000 and higher. One survey was omitted due to the question not being answered. Hard work 

for those making less than $29,999 (m=4.34) and those making $30,000 (m=4.03) with 

significance level at p<0.05. Results from centrality of work had those less than $29,999 

(m=4.18) and $30,000 or more (m=3.87) with significance level p<0.001. Self-reliance was also 

p< 0.001 with those making less than $29,999 (m=3.98) and those making more than $30,00 

(m=3.52). For this data set morality/ethics, organizational commitment and individuation showed 

no significance.  

 

Education
Affective 

Commitment

Continuance 

Commitment
Deindividuation Hard Work

Centrality of 

Work
Self-Reliance Morality/Ethics

≤ Associates
Degree

≤ Bachelor’s 
Degree

Probability

Table 5 – By Education

m = 3.38 m = 3.53 m = 3.60 m = 4.21 m = 4.00 m = 3.74 m = 4.65

m = 3.27 m = 3.39 m = 3.66 m = 3.95 m = 3.84 m = 3.47 m = 4.52

Significant InsignificantInsignificant Significant SignificantSignificantSignificant

at p < 0.01 at p < 0.05at p < 0.05at p < 0.05 at p < 0.01

Income Affective 

Commitment

Continuance 

Commitment
Deindividuation Hard Work

Centrality of 

Work
Self-Reliance Morality/Ethics

≤ $29,999

≤ $30,000

Probability

Table 6 – By Income

m  = 3.28 m  = 3.41 m  = 3.68 m  = 4.34 m  = 4.18 m  = 3.98 m  = 4.59

m  = 3.35 m  = 3.48 m  = 3.63 m  = 4.03 m  = 3.87 m  = 3.52 m  = 4.60

InsignificantInsignificant Insignificant SignificantSignificantSignificant Insignificant

at p < 0.001at p < 0.001at p < 0.05
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Hours Worked 

There was one omission in this data set because a respondent chose multiple answers. 

The data set for hours worked was divided by 40 hours or less, and more than 40 hours. Results 

showed affective commitment had significance at p<0.05 for those who worked less than 40 

hours (m=3.24) and those who worked more than 40 hours (m=3.39). Self-reliance for working 

40 hours or less (m=3.87) and working more than 40 hours (m=3.51) with significance at 

p<0.001. All other constructs showed no significance. 

 

Employment Level 

Respondents were asked if they were in an entry-level position, which was defined as a 

non-managerial position and not requiring a degree. This was a dichotomous question (1=yes, 

2=no). Data was separated as non-management and management levels. No surveys were 

omitted. All work ethic constructs were found to have insignificant difference except self-

reliance with non-management positions (m=3.72) and management positions (m=3.52) with 

significance at p<0.05. There were no significant differences found within the constructs of 

organizational commitment and individuation.  

 

Hours

Worked
Affective 

Commitment

Continuance 

Commitment
Deindividuation Hard Work

Centrality of 

Work
Self-Reliance Morality/Ethics

≤ 40

≤ 40

Probability

Table 7 – By Hours Worked per Week

m  = 3.24 m  = 3.40 m  = 3.55 m  = 4.13 m  = 3.91 m  = 3.87 m  = 4.55

m  = 3.39 m  = 3.51 m  = 3.70 m  = 4.06 m  = 3.91 m  = 3.51 m  = 4.62

Insignificant Insignificant Insignificant Insignificant InsignificantSignificant

at p < 0.05

Significant

at p < 0.05

Employment

Level

Affective 

Commitment

Continuance 

Commitment
Deindividuation Hard Work

Centrality of 

Work
Self-Reliance Morality/Ethics

Non
Management

Management

Probability

Table 8 – By Employment Level

m = 3.33 m = 3.51 m = 3.65 m = 4.13 m = 4.03 m = 3.72 m = 4.60

m = 3.33 m = 3.43 m = 3.62 m = 4.06 m = 3.83 m = 3.52 m = 4.58

InsignificantInsignificant Significant InsignificantInsignificantInsignificantInsignificant

at p < 0.05
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Tenure 

The multiple choices ranged from working at the bank for less than 1 year to working at 

the bank for 20 or more years. This data set was divided between respondents being employed 

less than or equal to two years, and greater than or equal to three years. No surveys were omitted 

from this group. Significance was found in four constructs. Hard work showed significance at 

p<0.001 with working less than or equal to 2 years (m=4.31) and those working there 3 years or 

longer (m=3.93). Results from centrality of work for working there less than or equal to 2 years 

(m=4.20) and working there 3 years or longer (m= 3.73) with significance at p <0.001. Self-

reliance less than or equal to 2 years (m=3.74) and working 3 years or more (m=3.53) with 

significance at p<0.05. Morality/ethics showed no significance in this data set. Results from 

individuation were for those working less than or equal to 2 years (m=3.78) and those there 3 

years or longer (m=3.53) with significance at p<0.01. No significance was found within the 

constructs of organizational commitment. 

 

Expectancy of Employment 

This data set was divided between groups wanting to either retire with the organization, 

and all the other options combined. Respondents who answered with the first four choices were 

grouped as not wanting to retire from the organization, with 61 individuals versus 40 individuals 

who would like to retire from the organization. Those who responded as wanting to retire with 

the organization (m=3.49), and all others options combined (m=3.23) which showed significance 

in affective commitment at p<0.001. Continuance commitment showed a significance level at 

p<0.01, with those wanting to retire (m=3.66)and all other options (m=3.34). However, the work 

ethic constructs showed no significance and neither did individuation.  

Education
Affective 

Commitment

Continuance 

Commitment
Deindividuation Hard Work

Centrality of 

Work
Self-Reliance Morality/Ethics

≤ 2 Years

≤ 3 Years

Probability

Table 9 – By Tenure

m = 3.29 m = 3.50 m = 3.78 m = 4.31 m = 4.20 m = 3.74 m = 4.61

m = 3.34 m = 3.43 m = 3.53 m = 3.93 m = 3.73 m = 3.53 m = 4.57

Insignificant InsignificantInsignificant SignificantSignificantSignificant

at p < 0.05at p < 0.001at p < 0.001

Significant

at p < 0.01
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Conclusion  

Discussion 

Much of the literature pertaining to work ethic and organizational commitment show a 

positive relationship between them (Ruiz-Palomino, Martinez-Canas&Fontrodona, 2012). 

However, there do exist studies that show the relationship of work ethic and organizational 

commitment as mixed. The relationship between work ethic and organizational commitment has 

been shown to be significantly positive, significantly negative, or no relationship at all 

(Komari&Djafar, 2013). Mujtabe (2005) suggested there is a positive significance between 

having a corporate code of ethic and employee commitment. As we found no relationship 

between work ethic and organizational commitment, our study has no new results to offer. This 

study sought to how organizational commitment, work ethic, and deindividuation manifest 

within individuals. We felt it necessary for the sake of convenience and focus to narrow the 

constructs of organizational commitment as well as work ethic. We acknowledge that there are 

other constructs that make up the overarching concept of organizational commitment and work 

ethic. A regression test was used to compare correlation possibilities between the constructs of 

work ethic and organizational commitment. All other possibilities showed no significance level.  

The relationship between affective commitment and morality/ethics was significant at p < 

0.01, similarly affective commitment and centrality of work was also significant at p < 0.05. The 

relationship between continuance commitment and morality/ethics was significant at p < 0.001. 

With regards to work ethic, the construct of self-reliance was influenced by several demographic 

variables, while the construct of morality/ethics was influenced the least. To summarize the type 

of respondent that showed the most self-reliance, it would be single working women in non-

managerial positions with two years or less of tenure. It is possible that they recognize their 

entry-level placement within the organization and therefore feel the need to represent themselves 

Income Affective 

Commitment

Continuance 

Commitment
Deindividuation Hard Work

Centrality of 

Work
Self-Reliance Morality/Ethics

Will Retire

All Other
Options

Probability

Table 10 – By Expectancy of Employment

m = 3.49 m = 3.66 m = 3.63 m = 4.98 m = 3.85 m = 3.55 m = 4.65

m = 3.23 m = 3.34 m = 3.63 m = 4.17 m = 3.98 m = 3.67 m = 4.55

Insignificant Insignificant Insignificant Insignificant InsignificantSignificantSignificant

at p < 0.01at p < 0.001
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as self-reliant individuals. Workers can find their sense of self-reliance as being dependent on the 

individual accomplishments recognized by one‟s employer and therefore engage in behaviors 

that would grow favor in the eyes of his or her boss (Li & Madsen, 2009). This is supported by 

Van Ness (2010), who proposes that self-reliance is found in those who are not settled in his or 

her career and would appeal to those of a higher professional authority. We found no significant 

relationship between work ethic (the five constructs of hard work, self-reliance, centrality of 

work, morality/ethics) and organizational commitment (affective and continuance). Lin and 

Wang (2012) suggested higher job level would positively influence continuance and affective 

commitment. However, we found no significance between job level and commitment. 

On the other hand, what our study did not find is perhaps more interesting. The 

relationship between ethical behavior and deindividuation is reliable and well documented. Most 

social psychology textbooks since 1980 that discuss the effect of deindividuation on ethical 

behavior portray a strong relationship (Postmes& Spears, 1998).A regression test was used to 

compare deindividuation and morality/ethics and found no significant relationship. Perhaps the 

sample of this community would engage in unethical behavior even if they could be easily 

identified, orregardless of any decreased sense of self-identity, they would still engage in ethical 

behavior. In future studies, it might be necessary to understand whether the employees see the 

banking industry as inherently ethical, or an industry that requires ethical employees. 

Considering the events surrounding the Wells Fargo racketeering scandal of November 2016, 

this may not be the case. Regardless, it appears that deindividuation has no effect on ethical 

behavior in this sample. 

Simmons (2005) found a positive relationship between education and organization 

commitment while Mathieu (1990) suggested education negatively impacts and employee‟s 

commitment. Shore et al. (1995) suggested well educated employees would have lower 

continuance commitment. Iqbal (2010) showed a positively relationship between tenure and 

commitment. However, we found there is no significance between education or tenure and 

organization commitment. 

Limitations 

 We recognize the sample size as a limitation in this study. Our sample was based on a 

convenience sample. This was intentional as our research design was exploratory in nature as 

opposed to one that is conclusive. Because our sample was based on convenience, we were 
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satisfied with a smaller sample size. Future studies based on hypothesis testing should seek to 

obtain a larger sample size.A larger sample size may allow for more robust testing techniques. 

Including a greater number of business organizations in future studies could allow for increased 

knowledge that different organizations have various attitudes toward organizational commitment, 

work ethic and/or deindividuation. 
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Appendix A 

Exploring the Relationship Between Work Ethic and Organizational Commitment 

 

Answer the questions in the space provided or circle the answer your feel best describes you: 

 

1. With which gender do you associate? 

Male  Female 

2. What is your marital status? 

Single Married Separated Divorced Widowed 

 

3. What is your age? (write in years) 

 

 

4. Do you currently have guardianship over another individual? 

Yes No 

5. What is your education level? 

 High school 

graduate 

(includes 

equivalency

) 

 

Some 

college, 

no Degree 

Associate's 

Degree 

 

Bachelor's 

Degree 

 

Graduate 

Degree 

 

 

 

6. What is your income level? 

Less than 

$19,999 

 

$20,000 to 

$29,999 

 

$30,000 to 

$39,999 

 

$40,000 to 

$49,999 

 

$50,000 

and Over 

 

  

 

7. How many hours per week do you USUALLY work at your job? 

Less than 20 20 to 30 30 to 40 40+ 
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8. Are you in an entry level position? (Not in a managerial position and not requiring a 

degree) 

Yes  

 

No 

  

9. How long have you been employed here? 

 Less than 

1 year 

1-up to 

2 years 

2-up to 4 

years 

4-up to 

6 years 

6-up to 

10 years 

10-up to 

15 years 

15-up to 

20 years 

20+ 

 

 

 

10. How long do you plan to stay? 

Not much longer 

I‟m not sure, this is temporary. 

For a couple more years. 

I want to see how far I can move up. 

Until I retire from here. 

 

11. I would be very happy to spend the rest of my career with this organization. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

12. Anyone who is able and willing to work hard has a good chance of succeeding. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 
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13. I feel content when I have spent the day working. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

14. I am not afraid of what might happen if I quit my job without having another one lined 

up. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

15. Stealing is all right as long as you don‟t get caught. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

16. One should always take responsibility for one‟s actions. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

17. Having a great deal of independence from others is very important. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 
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18. I think I could be myself in this group. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

19. Even if I were financially able, I would not stop working. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

20. I experience a sense of fulfillment from working. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

21. I think that I could easily become as attached to another organization as I am to this one. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

22. Nothing is impossible if you work hard enough. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

23. It is never appropriate to take something that does not belong to you. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 
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24. It would be very hard for me to leave my organization right now, even if I wanted to. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

25. Only those who depend on themselves get ahead in life. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

26. Working hard is the key to being successful. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

 

27. I think I see myself predominantly as an individual in this group. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

28. I do not feel like „part of the family‟ at my organization. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

29. A hard day‟s work provides a sense of accomplishment. 

Strongly Disagree Neutral Agree Strongly Agree 
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Disagree 

1 

2 3 4 5 

 

30. Self-reliance is the key to being successful. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

31. Too much of my life would be disrupted if I decided to leave my organization now. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

32. If one works hard enough, one is likely to make a good life for oneself.  

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

33. I think I was not considered as a distinctive individual in this group. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

34. One should not pass judgment until one has heard all of the facts. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 
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35. This organization has a great deal of personal meaning for me. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

 

 

36. I do not like having to depend on other people. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

37. It wouldn‟t be too costly for me to leave my organization now. 

Strongly 

Disagree 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

38. You should never tell lies about other people. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

39. I think members in this group were not represented as unique individuals in this group. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 
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40. Any problem can be overcome with hard work. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

41. I do not feel a „strong‟ sense of belonging to my organization. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

42. Life without work would be very boring. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

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

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

44. I strive to be self-reliant. 

Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly Agree 

5 

 

After completion please insert the survey into sealed envelope, then into lock box. Thank you, 

for your cooperation.  
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Appendix B 
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