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ABSTRACT: This article uses meta-analysis to summarize previous empirical
studies which examine the relationship between actual income/pay satisfac-
tion and organizational commitment (OC) across different structural settings.
Twenty-one studies with correlational data on the relationship between OC and
income, and 27 studies dealing with OC and pay satisfaction are examined;
these studies include 23 and 31 independent samples, respectively. The findings
reveal a moderator effect related to type of occupation in the OC-income rela-
tionship, and to sector in the OC-pay satisfaction relationship. The findings also
show the moderating effect of measurement of OC on pay satisfaction. Theoreti-
cal and methodological considerations pertaining to the OC-rewards relation-
ship are discussed. Directions for future research and practical implications are
indicated.

In the past two decades, the concept of organizational commitment
(OC) has grown in popularity in the literature of industrial/organiza-
tional psychology and organizational behavior (Mathieu & Zajac,1990).
Managers and researchers have focused on OC hecause it has heen
shown to be a predictor of important organizational outcomes such as
turnover, absenteeism, and tardiness (e.g.. Angle & Perry, 1981; Cohen,
1991; Mowday, Porter & Steers 1982). OC is a relatively stahle attitude;
it can he defined as a strong belief in, and acceptance of, the organiza-
tion's goals and values, a willingness to exert considerahle effort for the
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firm and a strong desire to remain in the organization (Porter, Steers,
Mowday & Boulian, 1974).

One issue that has gained considerable attention in the literature is
how reward allocations, such as income, may relate to attitudes such as
OC (Mowday, Porter & Steers, 1982; Oliver, 1990a, 1990b). Rewards are
factors over which the organization has apparent control and can, there-
fore, allocate differentially to those employees who contribute more to-
ward achieving organizational goals. Extrinsic reward allocations, such
as income, are considered an investment that will increase OC levels
and prevent turnover (Becker, 1960). Rewards are one of the compo-
nents of the exchange relationships between employee and organization
(Mowday, Porter & Steers, 1982). The exchange theory reasons that em-
ployees offer commitment in return for intrinsic and extrinsic rewards
from the organization.

Using meta-analyses, Cohen and Lowenberg (1990), as well as
Mathieu and Zajac (1990), reported a modest mean weighted correlation
between OC and actual income of r = .19 and r = .18 respectively.
Mathieu and Zajac (1990) also found a mean correlation of r = .31 be-
tween pay satisfaction and OC. These main effect findings show the lim-
ited effect of rewards, especially that of actual income on OC. Mathieu
and Zajac (1990) reported that the possibility of moderator effects could
not be ruled out for almost all of the 48 correlates of OC examined in
their meta-analysis. Surprisingly, however, one finds little empirical re-
search, and few proposed conceptual models, of any of the moderating
effects on the relationships between OC and its antecedents. Most of the
existing reviews, particularly in the industrial psychology literature ex-
amining the relationship between reward variables and OC (e.g., Cohen
& Lowenberg,1990; Mathieu & Zajac, 1990) are based on main effect
analysis. However, as Guzzo, Jackson and Katzell (1987) have pointed
out, "one of the most exciting promises of meta-analysis is that it allows
the reviewer to determine the effects of moderators that have never
been examined in an original empirical study" (p. 414).

Recent developments in meta-analysis (Hunter, Schmidt & Jackson,
1982; Hunter & Schmidt, 1990) have made it possible to reexamine exis-
ting studies using quantitative review methods. Such methods permit
the statistical aggregation of research findings and the systematic as-
sessment of inter-study moderators. Given the limited amount of re-
search that has examined the OC-rewards relationship across structural
settings and occupations, a meta-analysis review appears to be concep-
tually and practically appropriate. The findings of this study may clar-
ify whether structural characteristics such as industry sector, size of
organization, occupation and position (e.g., manager vs. non-manager)
moderate the relationship between OC and reward variables. Also, the
data permit the testing of whether particular theoretical mechanisms
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and models are more valid for certain structural settings. From a hu-
man resource management (HRM) perspective, if the OC-reward rela-
tionship varies across structural settings, then attempts to increase
levels of OC should differ correspondingly. This understanding may al-
low for more effective reward programs and may also suggest certain
income allocation strategies, thereby increasing OC in employees. Such
data would also provide managers with more accurate explanations re-
garding the hehavior of their subordinates and themselves on the job.

LITERATURE REVIEW AND HYPOTHESES:
TESTING FOR MODERATORS

Researchers in numerous disciplines have become increasingly in-
terested in how reward systems may affect attitudes (e.g., Fahr, Griffeth
& Balkin, 1991). It is of particular interest how objective (income) and
subjective (pay satisfaction) indicators of rewards may relate with OC.
Pay satisfaction and OC are in part the result of information processing
which may include a valuation of environmental attributes such as pay
and one's job. In this context, valuation refers to cognitive appraisals of
environmental attributes in terms of schemes derived from values such
as equity and justice (Mandler, 1982; Greenberg, 1982). Thus the valua-
tion process results in a cognitive meaning of the situation (e.g., pay)
which can lead to pay satisfaction or dissatisfaction. The ahove discus-
sion raises the issue of whether a person's pay (or pay satisfaction) re-
lates to the level of OC. Data about this information would indicate how
much actual pay and/or pay satisfaction may relate with OC, thereby
suggesting certain pay allocation strategies to a manager for increasing
employees' OC levels.

Industry Sector

Based on the exchange theory, Wiener and Vardi (1980) proposed a
specific explanation as to how the type of organization moderates the
relationships between reward variables and OC. They argued that or-
ganizations differ in the primary mechanisms used to control the work
behavior of their members. In private organizations, the primary mech-
anism is based on calculative-instrumental processes, since the essence
of a member's involvement and "contract" with the organization is eco-
nomic and incentive-oriented.

Wiener and Vardi's (1980) explanation suggests that in private
firms rewards are an important factor in an employee's OC. In public
organizations, however, OC will be affected by other variables such as
personal values, working conditions, and job characteristics. Some indi-
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rect support for this line of reasoning comes from research which reports
that public organizations tend to pay higher wages than their private
counterparts (e.g., Hundley, 1991; Moulton, 1990) although attitudes
are not necessarily more positive than in private firms (e.g., NoUen &
Gaertner, 1991). Thus, the moderating effect of rewards (extrinsic and
intrinsic) on the OC outcome should be significant, and suggests the
testing of the following hj^jothe

Hypothesis 1: The relationship between reward variables and OC will be
stronger in private- than in public-sector organizations.

Organization Size

In contrast to small firms, large organizations offer fewer oppor-
tunities for employees to develop an identification with the organiza-
tion, thus increasing possible alienation (Hodson & Sullivan, 1985). In-
come would be an important factor affecting OC in large organizations,
because informal mechanisms that give an employee the opportunities
to develop his/her identification with the firm are scarce. Support for
this line of reasoning comes from data which demonstrate that observa-
tionally similar workers employed by large organizations earn more
than their smaller counterparts. On average, employees of large firms
are paid salaries that are between 12% (e.g., Pearce, 1990) and 39%
(Idson & Feaster, 1990) higher.

Distributive justice is related to outcome satisfaction (e.g., with
pay) (cf. Fryxell & Gordon, 1989). Larger firms with intemal labor mar-
kets, which have explicit rules and regulations pertaining to joh classi-
fications and ranges of remuneration, are more likely to have pay satis-
faction relate to OC levels (cf. Pfeffer & Cohen, 1989). In small firms, joh
and pay classifications and their link to actual remuneration packages
are not always as clear. Moreover, factors other than pay-related re-
wards, such as social relationships and more informal and personal com-
munication, will have a strong effect upon OC (Hodson & Sullivan,
1985). This suggests the testing of the following hypothesis:

Hypothesis 2: The relationship between reward variables and OC will be
stronger in larger organizations than in smaller ones.

Type of Occupation and Level in Organizational Hierarchy

Occupations are another moderator of the reward commitment rela-
tionship insofar as occupations represent a certain status and privilege
for various groups of workers. Wiener and Vardi (1980) argued that in
some positions, for example, incentive-oriented "contract" can be em-
phasized by paying a blue-collar worker a piece rate. Accordingly, for
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professionals, the economic "contract" is less pronounced and, therefore,
normative considerations assume a more important role in controlling
work behavior.

Similarly, managers tend to be more committed than non-manage-
rial employees for reasons such as higher income (e.g., Grusky, 1966).
Supervisory positions are a reward from the organization providing the
individual with more status, autonomy and a higher quality of work-
life. In contrast, for employees in lower status occupations and non-man-
agerial positions, income and pay satisfaction would be important fac-
tors for moderating OC levels for two reasons (1) intrinsic rewards such
as responsibility and quality of work life are limited; and (2) their ac-
tual income is lower than those in higher status occupations and jobs.
Rewards (actual and perceived) may be considered as important deter-
minants of OC (Oliver, 1990; Salancik, 1977a, 1977b). This suggests the
testing of the following hypothesis:

Hypothesis 3: The relationship between reward variables and OC will be
stronger for employees in lower status occupations and positions than for

employees in higher status ones (e.g., blue-collar versus white-collar).

METHOD

Meta-analysis procedures as suggested by Hunter, Schmidt and
Jackson (1982) and Hunter and Schmidt (1990) were used in this study
because they aggregate correlation coefficients across studies, correct for
the presence of statistical artifacts and provide unbiased estimates of
the theoretical population relationships. Following this method, the
present study consists of three basic steps:

1) the estimation of population mean correlations and variance;
2) the correction for statistical artifacts; and
3) the analysis of moderating effects.

Published studies (1967-1991) were identified by means of both
manual and computer-assisted searches of the social science, psychology
and managerial literature. The computer search scanned the Psyclnfo
and Management Contents data bases. The manual search entailed an
article by article search which was performed for 24 organizational be-
havior, psychological and sociological journals. Of the studies that were
reviewed, 21 included correlational data dealing with the relationships
between OC and income, while 27 included data on OC and pay satisfac-
tion. These studies consisted of 31 and 23 independent samples, respec-
tively. A list of the studies for the two variables is presented in the
Appendix.



142 JOURNAL OF BUSINESS AND PSYCHOLOGY

Several additional points need to be emphasized to clarify the meta-
analysis. Statistical artifacts controlled for in this meta-analysis in-
cluded sampling error and predictor unreliability. No corrections were
made for range restrictions because of insufficient data. Regarding the
rules for rejecting the situational specificity h5rpothesis, it was decided
to follow the Pearlman, Schmidt and Hunter (1980) rule of 75%, along
with the Mathieu and Zajac (1990) argument that when only two factors
are corrected in the meta-analysis, a lower percentage of artifactual
variance, 50%-60% for example, is appropriate. The chi square test of
the significance of the variance across the studies remaining after cor-
rections for artifacts (Hunter and Schmidt, 1990) was used as support-
ing evidence. It was also decided to adopt Schmidt, Hunter and ilaju's
(1988) suggestion that confidence intervals should be used to determine
the validity of the data and if the data permit one to generalize.

Definition of Variables

Definition of Sector. The total sample was divided into two subgroups;
samples that were based on private sector organizations and samples
that were based on govemment, municipal and other public organiza-
tions. Mixed samples that included both public and private organiza-
tions were omitted from the analysis and defined as missing values.

Definition of Size. The total sample was divided into two subgroups. Or-
ganizations tbat were reported in tbe method section of each sample as
small or medium size were included in the first subgroup. Organizations
that were reported as large were included in the second subgroup.
Mixed samples that include both small/medium and large organizations
were omitted from the analysis and were defined as missing values.

Definition of Occupational Groups. The total sample was divided into
two main occupational groups: white-collar employees and blue-collar
employees. Blue-collar employees included unskilled, semi-skilled and
skilled. The data available did not enable a more detailed categorization
of blue-collar employees. White-collar employees were categorized into
two subgroups. Professionals and semi-professionals constituted one
subgroup (e.g., scientists, engineers, nurses, accountants). Clerical (cler-
ical and administrative staff) formed the second subgroup. This catego-
rization allowed the expectations regarding the OC-rewards relation-
ships to be treated in two comparisons: (1) one between blue-collar
(lower status occupations) and white-collar (higher status occupations
relative to blue-collar) employees should reveal stronger relationships
for blue-collar workers. (2) A comparison between the two white-collar
subgroups, clerical (lower status occupations) and professionals (higher
status occupations) should reveal stronger relationships for clerical
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workers. Mixed samples were omitted from the analysis and defined as
missing values.

Definition of Level. The total sample was divided into two subgroups.
The first included all samples that reported only managers and super-
visors. The second included samples that included only non-managers.
Mixed samples were omitted from the analysis and were defined as
missing values.

Commitment and Pay Satisfaction Measures

The methodological consideration controlled for in this study were
the measurement of OC and pay satisfaction. Controlling for the mod-
erating effects of the different measures of OC and pay satisfaction al-
lowed for comprehensive control of the methodological aspects of the
OC-rewards relationships. With regard to the measures of OC, three
types were controlled for in this study. Following Randall (1990), it was
decided to differentiate between the common OCQ (Organizational Com-
mitment Questionnaire) of Porter, Steers, Mowday & Boulian (1974),
and other attitudinal measures that were not OCQ, such as the measure
proposed hy Meyer and Allen (1984, 1988). Additionally, following
Mathieu and Zajac (1990) it was decided to control for the "side-bet"
calculative measures based on Ritzer and Trice's (1969) scale. Two types
of pay satisfaction measures were controlled for in this study, namely,
the common Joh Descriptive Index (JDI) of Smith, Kendall and Hulin,
(1969) and all other measures of pay satisfaction, some of which were
one item measure or measures developed hy the authors.

Moderator Effects

In the moderator analysis, a moderating effect will be shown in two
ways: (1) the average correlation will vary from subgroup to subgroup,
and (2) the corrected variance average will be lower in the subgroups
than for the data set as a whole (Hunter, Schmidt & Jackson, 1982).
Hunter and Schmidt (1990, Chapter 9) provide a statistical procedure
for detecting a moderator among binary variables. First, the overall
meta-analysis should be split into two subgroups based on the modera-
tor variable. Then, a meta-analysis should be performed within each
subgroup of studies. If the correlations of the different subgroups differ
in the predicted direction, this is confirming support for the predicted
moderator variable. However, Hunter and Schmidt (1990, Chapter 9)
suggest that an observed difference between means (i.e., subgroup cor-
relations) may also be due to a second order sampling error. If a meta-
analysis is based on many studies, then there is little sampling error in
meta-analytic estimates. However, if it is based on only a few studies.
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then there will be sampling error in estimating the means and standard
deviations. This type of error is called second order sampling error.

Hunter and Schmidt (1990, Chapter 9) maintain that the range of
potential sampling error in each subgroup of studies can be estimated
by computing a confidence interval for the mean correlation in each sub-
group. To the extent that these confidence intervals do not overlap, it is
a clear confirmation of the predicted moderator variable. Hunter and
Schmidt (1990, Chapter 9) suggest that the way to measure the extent
of overlap between the confidence intervals is to compute a significance
test on the difference between the two mean correlations. The formula
for the significance test is:

z = C/^var(c)

where C is the difference between the correlations; var (c)= Si^ + S2̂
where Si^ is the variance of observed effect sizes divided by the number
of samples for the specific subgroup and S2̂  is the same as Si^ for its
subgroup. For the present study. Hunter and Schmidt's (1990) procedure
was used to examine the significance of the differences between the sub-
group correlations.

RESULTS

To facilitate the presentation of the data, the following section will
present the results in three sections as given by H3T)otheses 1 through
3.

Sector as a Moderator of OC. Hypothesis 1 states that the relationship
between reward variables and OC would be stronger in private organi-
zations than in their public counterparts.

Actual Income. Table 1 presents the relationship between income and
OC for the total sample and controls for the sector and the size of the
organization. For actual income (see Table 1) the data indicate that the
relationship between income and OC is stronger for private firms (r =
.15) than for public organizations (r = .06). Although the correlations
are in the direction predicted, the difference between the two correla-
tions is not significant (z = .60; p>.05). Accordingly, these data provide
only a weak support for Hypothesis 1.

Pay Satisfaction. Table 2 presents the relationship between pay satisfac-
tion and OC controlled for sector and size of the firm. The relationship
hetween pay satisfaction and OC is stronger in private organizations (r
= .45) than in public organizations (r = .12). The difference between
the correlations is significant (2 = 3.96; p<.05) and thus provides strong
support for Hypothesis 1.
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Size as a Moderator of OC. H5T)othesis 2 predicts that the relationship
between OC and reward variables would be stronger for large organiza-
tions than for smaller and medium-sized ones.

Actual Income For actual income (see Table 1) the data indicate that the
relationship between income in large firms is higher than in small and
medium-sized ones (r = .15 vs. r= .10). These findings are in accor-
dance with the expectation that the relationship between actual income
and OC would be stronger in larger organizations. However, the differ-
ence between the r's for large and small firms is not significant (z = .65;
p > .05), and therefore the null hjrpothesis is not rejected.

Pay Satisfaction. Results in Table 2 regarding the size of the organiza-
tion as a moderator contradict Hjrpothesis 2. The pay satisfaction-OC
relationship is stronger for small and medium-size organizations (r =
.30) than for large ones (r = .23). Again, this difference is not signifi-
cant (z = .72; p>.05). Accordingly, the null hypothesis is not rejected
when testing the relationship between pay satisfaction and organiza-
tional commitment when controlling for organization size.

Occupation and Hierarchical Level as Moderators of OC. Hypothesis 3
predicts that the relationship between OC and reward variables would
be stronger for employees in lower status positions (e.g., blue collar,
clerical employees).

Actual Income. Results in Table 3 contradict Hypothesis 3. The results
show that this relationship is stronger for white-collar (r = .21) than for
blue-collar employees (r = .09). However this difference is not signifi-
cant {z = 1.01;p>.05).

As shown in Table 3, the data indicate that the income-OC relation-
ship is higher for professionals (r= .30) than for clerical workers
(r= .01). The difference between the correlations is significant {z = 4.15;
p<.05) and thus permits us to reject the null hjrpothesis. However, the
findings are the reverse of those predicted by Hypothesis 3.

The income-OC relationship is also stronger for managers (r=.17)
than for non-managers (r=.ll). However, the difference is not signifi-
cant for the professionals vs clerical employees comparison (z = 0.13;
p>.05). These data suggest that, except fbr the difference between pro-
fessionals and clerical white-collar workers, we fail to reject the null
hypothesis that the relationship between income and commitment for
lower status employees is not significantly greater than for higher-sta-
tus workers.

Pay Satisfaction. Results in Table 4 provide weak support for Hypoth-
esis 3. The relationship between pay satisfaction and OC is stronger for
blue-collar (r = .37) than for white-collar (r = .24) employees. However,
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once again these coefficients are not significantly different (z 0.90;
p>.05). Although the correlation for clerical workers (r = .38) is higher
than the coefficient obtained for professionals (r = .28), the difference
between the two coefficients is not statistically significant {z = 0.90;
p>.05).

Results regarding level in the organization contradict Hypothesis 3
by showing a stronger relationship between OC and pay satisfaction for
managers (r = .40) than for non-managers (r = .29). The difference,
however, is not significant (z = 1.37; p>.05). In conclusion, although
the correlations are higher for lower level occupations (i.e., blue-collar
vs white-collar and clerical vs professionals), the differences are not sta-
tistically significant. Moreover, there is a stronger correlation for man-
agers than for non-managers. But again, the difference between the two
coefficients is not significant. Accordingly, the null hypothesis is not
rejected.

Commitment and Pay Satisfaction Measures. Results in Table 5 show no
meaningful effect of the measurement of OC upon the OC-actual income
relationship. Differences in the correlations are found in the pay satis-
faction-OC relationship. The correlation is higher for the attitudinal
measures' subgroup of OC (r = .44) than for the measure's subgroup of
Porter et al. (r = .25). The difference between the correlations is statis-
tically significant (z= 1.97; p<.05). Regarding the effect of the measure-
ment of pay satisfaction, the results show a difference in the pay satis-
faction-OC relationship between the JDI measure subgroup (r = .17),
and the other measures' subgroup (r = .44). The difference is statistically
significant (z = 4.50;p<.05).

DISCUSSION AND CONCLUSION

The purpose of this paper was to examine the effects that income
and pay satisfaction have upon OC across different structural settings.
The weak relationship between these variables and OC found in main
effect analyses (Cohen & Lowenberg, 1990; Mathieu & Zajac, 1990) sug-
gested that income and pay satisfaction may operate differently across
various structural settings.

The most significant finding is that the sector (private- versus pub-
lic-sector organizations) has a moderating effect upon the pay satisfac-
tion and OC relationship. As suggested in the organizational justice
literature, pay satisfaction (outcome satisfaction) represents the
individual's perceptions of the procedures used to determine pay and has
been reported to relate to OC (Tyler, 1984). As predicted in Hypothesis
1, the pay satisfaction and OC relationship is higher in private-sector
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than public-sector organizations. This confirms the notion that private-
sector employees have a better indication of how performance relates to
rewards than public-sector workers. Thus, greater understanding of the
procedures used to determine pay-levels in the private-sector increases
OC-pay satisfaction relationship.

Although actual income relates positively to OC as suggested in the
organizational justice literature (e.g., Greenberg, 1990), the difference
between public and private-sector organizations is not significant. In
contrast, this difference is significant for the pay satisfaction-OC rela-
tionship. One explanation could be the stronger calculative orientation
in the private-sector (Wiener & Vardi, 1980). Accordingly, our data sug-
gest that private sector employees' higher expectations regarding their
extrinsic rewards are met subjectively (pay satisfaction). Another expla-
nation might be found in the greater dependence of private sector firms
on performance data for determining compensation. In contrast, public
sector firms tend to have strong internal labor markets, and rewards are
often dependent upon job classification and bargaining (e.g., Huntley,
1991).

Another interesting finding is that the data provides partial sup-
port for the moderating effect of type of occupation upon the pay-satis-
faction/actual income and OC relationship. Specifically, the relationship
between income and OC for professionals is significantly higher than
that obtained for clerical workers. These data challenge the common
assumption that intrinsic considerations are necessarily more important
for generating positive work attitudes and behaviors among profes-
sionals. In fact, for pay satisfaction, the correlations are stronger for
lower status occupations. Organizational justice literature might ex-
plain this finding by the importance of the process by which the em-
ployee must perceive the procedures used for determining pay as fair
and, thereby, satisfactory (e.g., Mandler, 1982; Greenberg, 1990). In
turn, this should increase OC levels (Oliver, 1990). The data provide no
support for the moderating effect of the level and the size of the organi-
zation upon the income/pay-satisfaction and OC relationship. Such find-
ings are corroborated by other research which reports that these situa-
tional variables have little effect upon OC levels (Nystrom, 1990). The
data suggest that perceptions of fairness may not differ according to
organization size nor the level held by the individual within the organi-
zational hierarchy. The findings here suggest that reward administra-
tion may be perceived as fair in large organizations just as in smaller
ones. Accordingly, this finding adds to our knowledge on how percep-
tions of justice with regard to rewards (income and pay satisfaction)
may affect attitudes (Greenberg, 1990).

The findings of this study show a differential effect between actual
income versus pay satisfaction. Pay satisfaction has a stronger effect
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upon OC than actual income across most of the structural moderators.
This finding demonstrates that perceptions of income are more impor-
tant in their effect upon OC than actual income.

Another consideration for future research is the effect of the mea-
surement of the two attitudinal variables (OC and pay satisfaction)
upon the findings. The OC-pay satisfaction relationship is strongly af-
fected by the way these two variables are measured. The results showed
that using the more common measures of OC (Porter et al., 1974) and
pay satisfaction (JDI) resulted in a smaller relationship in the OC-pay
satisfaction relationship. The effect of the measures upon the findings is
quite strong and poses some problems in generalizing the findings of
this study. The problem is not only a methodological one, and is not
whether this or another measure of OC or pay satisfaction should be
applied. There is a need for a theoretical and conceptual reexamination
of the definition and theory behind the measures of OC and pay satisfac-
tion. This will assist in determining the conceptual implications of the
different measures in terms of results interpretation and their practical
implications. Only following such steps can a conclusion be reached as
to which measures are the most appropriate for measuring these atti-
tudes. The question of which measures analyzed in this study are more
conceptually appropriate is beyond the scope of this research. At pres-
ent, however, research regarding the OC-reward variables relationship
cannot be interpreted or conducted without considering the effect of the
measurements upon findings.

Finally, several limitations of the study should be mentioned. First,
in some cases the results of the moderator analysis are based on only a
few samples due to missing values—especially for the occupation mod-
erator. Most of this problem was controlled for in this study by applying
the Hunter and Schmidt (1990) test of difference between subgroups
which is designed to test the significance of the difference between two
groups that include a few cases of correlations. In addition. Hunter and
Schmidt (1990) argued that if the number of studies in the analysis is
small, conclusions about moderators can be only tentative. Firmer con-
clusions must await the accumulation of further studies. Second, the
actual income and pay satisfaction variables are probably not the most
important correlates of OC (Mathieu & Zajac, 1990). It is likely that the
rewards-OC relationships are affected by other moderators, such as ca-
reer stages, which were not included in this study. However, this paper
shows that attention in research design should be shifted from main
effect analysis to moderating effects in exploring the relationships be-
tween reward variables and OC. Furthermore, more empirical research
is needed to validate the results and conclusions of this study. In that
regard, the arguments and findings of this study may be a good starting
point.
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