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The design, development, and evaluation of the 12-item Career Commitment
Measure (CCM) is reported. Measure construction was conducted in three major
phases culminating with a field test of 476 respondents employed in various work
settings. Consistent with its predefined content domain, a principal-axes factor
analysis of the CCM produced three dimensions: Career Identity, Career Planning,
and Career Resilience. Coefficient alpha reliabilities for the three dimensions
ranged from .79 to .85. The CCM detected differences in career commitment
levels associated with varying degrees of professionalism across occupational
groups. Factor analytic results also supported the CCM’s discriminant validity.
Finally, an analysis of correlate relations generally supported the CCM’s construct
validity. © 1994 Academic Press, Inc.

The importance of careers to individuals, organizations, and society has
lead to increased attention being devoted to career commitment (e.g.,
Bedeian, Kemery, & Pizzolatto, 1991). Changing employee loyalties (Cas-
tro, 1989) and higher education levels (Burris, 1983) have furthered this
interest. With an increase in mergers, acquisitions, and layoffs (Bremner,
Rebelio, Schiller, & Weber, 1991), many individuals are unable to depend
on a single organization to sustain an entire career (Nussbaum, 1991).
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To cope with such uncertainty, better educated employees have become
increasingly committed to their own careers. As Colarelli and Bishop
(1990) explain, “commitment to an internally defined career [has] become
an important source of occupational meaning as organizations become
more fluid and less able to guarantee employment security” (p. 159).

A key variable in several integrative models of organizational behavior
(e.g., Mobley, Griffeth, Hand, & Meglino, 1979; Price & Mueller, 1981),
career commitment has been related to various work-related outcomes.
For example, it has been positively associated with both skill development
(Aryee & Tan, 1992) and job performance (e.g., Darden, Hampton, &
Howell, 1989) and negatively correlated with actual turnover (Bedeian et
al., 1991). At the same time, in Mueller, Wallace, and Price’s (1992)
view, career commitment is becoming increasingly recognized as integral
to the study of all aspects of the so-called employment relationship (which
they broadly define to include everything that happens between initial
entry and exit).

Over the years, researchers have studied various forms of work com-
mitment. In the process, over 25 work commitment measures have been
generated (Morrow, 1983). Unfortunately, many of these measures are
partially redundant or indistinct from one another (Morrow, Eastman, &
McElroy, 1991). In an attempt to clarify the resulting confusion, Morrow
(1983) identified five predominant work commitment foci: (a) career com-
mitment (e.g., career identity), (b) job commitment (e.g., job involve-
ment), (c) organizational commitment (e.g., loyalty to a company),
(d) individual work values (e.g., Protestant work ethic), and (e) union
commitment (e.g., loyalty to a bargaining unit). Of these five foci, the
career commitment construct has lagged developmentally due to a lack
of an established measure (Morrow & Wirth, 1989).

Operationalizing career commitment has been problematic because of
its vague boundaries. This vagueness seems to result, in part, from a lack
of agreement about what constitutes a career. At least three conceptions
of “career” exist. One conception describes a career as a series of jobs
held during an individual’s lifetime (Greenhaus, 1987). This conception,
however, is difficult to operationalize because of its breadth. A second
conception is synonymous with professionalism, meaning identification
with and involvement in one’s profession (Hall, 1976). This emphasis is
quite narrow since only about 12.7% of the U.S. labor force is profes-
sionally employed (U.S. Department of Labor, 1991). A final conception
offered by Blau (1985) suggests that careers are vocations of which profes-
sions are but one type.

Based on the latter conception, career commitment can be defined as
“one’s attitude toward one’s vocation, including a profession” (Blau, 1988,
p. 295). Incorporating a vocational, as well as professional emphasis, this
definition offers a broad, but limited construct representation. Using this
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definition, Blau (1985, 1988) developed a career commitment measure
which preliminary evidence suggests possesses encouraging psychometric
properties (Chartrand & Camp, 1991). This assessment, however, is based
on relatively few data sets.

Moreover, certain concerns remain with Blau’s (1985) measure. First,
the high correspondence reported by Blau (1989) between career com-
mitment and career withdrawal cognitions may be due to items in his
measure emphasizing intention-to-remain in one’s vocation. Two example
items from the measure are, “If I could go into a different profession
other than the (newspaper or insurance) profession which paid the same,
I'would probably take it” and “I like this vocation (newspaper or insurance
profession) too well to give it up” (Blau, 1988, pp. 290-291). This overlap
of intention-to-remain and career commitment items parallels a concern
involving construct contamination in the Organizational Commitment
Questionnaire (OCQ; Mowday, Steers, & Porter, 1979). With the OCQ,
the relation between organizational commitment and desire-to-maintain
membership is artifactual in that the OCQ measures commitment in terms
of turnover intentions. With respect to Blau’s (1985) measure, research
is needed to determine the degree to which career commitment and career
withdrawal cognitions can be distinguished empirically, as well as con-
ceptually.

Second, in developing his career commitment measure, Blau (1985)
extracted the best items from two existing instruments emphasizing work
attitudes and career orientation. Whereas such an approach is generally
considered acceptable in generating an initial pool of items, unless final
item selection is based on systematic development procedures, there is
no assurance that an intended measure possesses content validity
(DeVellis, 1991). Indeed, the extent to which the item content included
in Blau’s (1985) unidimensional measure adequately samples the career
commitment domain has been questioned (Morrow & Goetz, 1988). Blau
(1989) himself observes that career commitment is part of two components
of London s (1983) theory of career motivation,,These components are

component of commitment, has been used tot p commltment in the face
of adversity (Lydon & Zanna, 1990).c Career identity, the directional
component of commitment embodying one’s emotions, has been employed
to tap both career commitment (Colarelli & Bishop, 1990) and professional
commitment (Morrow & Wirth, 1989). Career planniiig, a component
London (1983) identifies as being relevant to several career dimensions,
has likewise been utilized to tap career commitment (Morrow, 1983), as
well as career salience (Greenhaus, 1971). According to London (1985),
career planning reflects the energizing component of career commitment.

Third, as noted, the Blau (1985) measure was developed by extracting
the best items from two existing instruments. Consequently, beyond its
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uncertain content validity, the internal (i.e., interitem) statistics of the
Blau measure may well represent upper-bound or inflated estimates.
Moreover, because items from the Blau (1985) measure were extracted
from other instruments, ideally it should have been demonstrated to pos-
sess external measurement properties at least slightly better than the two
instruments from which it was formed so as to provide evidence of its
superior external validity (cf. Smith, Reilly, & Midkiff, 1989). No such
statistical analysis has ever been provided.

Blau and his associates (Blau, Paul, & St. John, 1993), have recently
developed a revised ‘“‘occupational commitment scale,” once again ex-
tracting items from existing instruments to construct this new measure.
As a consequence, it is equally subject to the same content validity and
reliability concerns as its predecessors. The purpose of the reported re-
search was to develop and evaluate a psychometrically sound Career Com-
mitment Measure, hereafter labelled the CCM.

Following Hall (1971), career commitment is conceptualized here as
one’s motivation to work in a chosen vocation. Further, building on the
work of London (1983, 1985), it is seen as a multidimensional construct
composed of three components: career identity, establishing a close emo-
tional association with one’s career; career planning, determining one’s
developmental needs and setting career goals; and career resilience, re-
sisting career disruption in the face of adversity.

Since Blau’s (1985) measure and the CCM both gauge career commit-
ment, convergent validity, indicated by high positive correlations between
the measures, is expected. However, given their differences in theoretical
development and contrasting structures (unidimensional versus multidi-
mensional), the CCM should reveal theoretically relevant relations masked
by the Blau (1985) measure’s unidimensional structure. Three hypotheses
are advanced to test this possibility.

Career commitment (Blau, 1985), has been found to be positively but
weakly correlated with age.

Hypothesis 1: We hypothesize that this weak relation is due to positive
correlations between age and both career identity (as career orientation
solidifies) and career resilience (as fewer career options are available) and
a negative correlation between age and career planning (upon entering
the stabilization stage in one’s career).

Blau (1985) reports that career commitment is more strongly related
to tenure in career field than to age.

Hypothesis 2: We hypothesize that career identity and career resilience
will be more strongly associated with tenure in career (due to their com-
mon career focus) than to age.

Blau (1985) has reported a weak positive correlation between organi-
zation tenure and career commitment. This weak association may develop
over time as a result of identifying more with one’s employer (Gouldner,
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1957) than one’s career (i.e., career identity) and from passively allowing
one’s work environment to determine one’s career progression (Gould,
1979), rather than actively planning one’s career (i.e., career planning).

Hypothesis 3: Thus, we hypothesize that career identity and career
planning should be negatively related to organizational commitment.

Further speculation suggests two additional hypotheses. Education level
has been found to be positively related to general career commitment
(Colarelli & Bishop, 1990).

Hypothesis 4: We hypothesize that this association is due to positive
correlations between education and both career identity and career plan-
ning. Individuals with more education would be expected to display more
career-related knowledge acquisition behaviors (Grover, 1992) and engage
in more career planning.

Blau (1985) reports a positive correlation between professionalism and
career commitment.

Hypothesis 5: Following the same logic as expressed with respect to
education level, we hypothesize that this relation results from increased
career identity and career planning associated with varying degrees of
professionalism across occupational groups. More specifically, it would be
expected that occupational groups higher in professionalism would have
higher mean scores in both career identity and career planning than their
less professional counterparts.

In addition, further evidence of discriminant validity would be shown
by the CCM assessing distinct construct dimensions.

Hypothesis 6: In the present research, we hypothesize that the three
CCM dimensions are distinct from affective organizational commitment
and job involvement.

Finally, drawing on relevant theory and research, four additional hy-
potheses for investigating construct validity are advanced.

Hypothesis 7: Whereas education level has been found to be positively
related to career commitment (Colarelli & Bishop, 1990), it should be
negatively correlated with affective organizational commitment (Angle &
Perry, 1981). :

Hypothesis 8: Age should be more strongly positively correlated with
affective organizational commitment (Mowday et al., 1982) than with
career commitment (Parasuaman & Nachman, 1987).

Hypothesis 9: Tenure in career field should show a higher, positive
correlation with career commitment than with organizational commitment
(Blau, 1985) since career commitment should also increase over time.

Hypothesis 10: Organization tenure should display a stronger, positive
correlation with affective organizational commitment (Angle & Perry,
1981) than with career commitment (Colarelli & Bishop, 1990).

Hypothesis 11: Organizational commitment is associated more closely
with a job (Mowday et al., 1979) while career commitment is associated
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with broader referents (e.g., vocation, occupation, profession). Therefore,
career withdrawal cognitions should be more strongly and negatively cor-
related with career commitment than affective organizational commitment
(Blau, 1985), whereas job withdrawal cognitions should be more strongly
and negatively correlated with affective organizational commitment (Mow-
day et al., 1979) than career commitment (Aryee & Tan, 1992).

METHOD
Measure Construction

Construction of the CCM occurred in three major phases. As an initial
step in measure construction, 87 items were generated to represent the
full range of the career commitment content domain. Attention was di-
rected at delineating each of the three predefined career commitment
dimensions, avoiding overlap between dimensions as well as redundancy
with other work commitments. Four knowledgeable judges served as a
review panel to assess items for clarity and meaningfulness. A total of 36
items were retained on the basis of being correctly classified into their
targeted dimensions by all four judges.

In Phase 2, two sequential pilot studies (A and B) were conducted to
determine the factor structure of the item pool and the reliabilities (Cron-
bach «) of the intended instrument. Crowne and Marlowe’s (1964) 33-
item (true/false) measure of social desirability (Kuder-Richardson 21 re-
liability = .74) was administered in Pilot Study A.

In Phase 3, a field test of the instrument was conducted with respondents
employed in various work settings. Validity was assessed on the basis of
convergent validity, discriminant validity, and construct validity.

Samples and Procedures

Separate samples were used in the two Phase 2 pilot studies. A third
sample was used in the Phase 3 field test. Surveys in the two pilot studies
were administered to individuals representing various work settings, ds
well as to selected MBA students and undergraduates to ensure the like-
lihood of sufficient score variation in item responses. For the same reason,
surveys in the field study were also administered to subjects in various
work settings. Table 1 provides a summary description of the pilot and
field study samples, measures administered, and procedures and contexts
of administration.

For the field test, an estimation sampling procedure intended to include
occupational groups varying in such professional attributes as technical
training, advanced education, formal testing and control of admission,
professional associations, codes of conduct, and sense of calling (Ben-
veniste, 1987) was enacted. Of the 1292 field surveys distributed, 476 were
returned for a response rate of 36.8%, which exceeds the traditional return
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rate of 20 to 30% (Peterson, 1982). Over 85% of the field study respond-
ents were college graduates, 66% were married, 60.5% were women, and
95.8% were employed for more than 35 hours per week. Average re-
spondent age was 43 years. Average tenure was 119 months in organi-
zation, 182 months in line of work, 80 months in present position, and
47 months with supervisor.

Surveys in both pilot studies and the field study were accompanied by
a cover letter encouraging participation and assuring respondent confi-
dentiality. The following prefatory instructions introduced the surveys’
first section: ‘“This survey begins with statements about your LINE OF
WORK or CAREER FIELD in which you are currently employed. You
may consider line of work/career field as having the same meaning as
occupation, profession, or vocation.” The final section in all surveys re-
quested information pertaining to education level, chronological age, ten-
ure in career field, organization tenure, gender, and marital status. Age
was measured in years, whereas the two types of tenure were measured
in months. In both pilot studies, a 5-point rating scale was used to measure
career commitment responses (1 = strongly disagree to 5 = strongly
agree).

Field Study Measures

The following measures were used in the field study to assess conver-
gent, discriminant, and construct validities.

Career commitment. Career commitment was gauged using the seven-
item scale developed by Blau (1985; @ = .87) and the developmental
CCM (a = .81). Both measures used a strongly disagree (1) to strongly
agree (5) response format. The internal consistencies on Blau’s (1985)
measure were reported to be .84 and .83 on insurance and newspaper
samples, respectively (Blau, 1988). Sample items include, “If I could do
it again, I would not choose to work in this career field” and I definitely
want a career for myself in this industry.”

Affective organizational commitment. Affective organizational commit-
ment (o = .89) was measured by an eight-item scale developed by Meyer
and Allen (1984). McGee and Ford (1985) found it reliable and offer
support for its construct validity. A strongly disagree (1) to strongly agree
(5) response format anchored the measure. A sample item is “I really
feel as if this organization’s company’s problems are my own.”

Job involvement. Job involvement (« = .87) was tapped using a 10-
item measure developed by Kanungo (1982). However, one of its items
(gauging job detachment) has been shown to be unreliable and was deleted
from the present application (Paterson & O’Driscoll, 1990). The remaining
nine items were presented using a scale with responses ranging from
strongly disagree (1) to strongly agree (5). A sample item is “I am very
much involved personally in my job.”
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Withdrawal cognitions. Job withdrawal cognitions is a 3-item measure
that can be linearly summed (« = .79; Michaels & Spector, 1982). Blau
(1985) reported that a similar instrument showed an internal consistency
of .70 at time-1 and .73 at time-2, 7 months later, and a test—retest
reliability of .60. The items are “I think often about quitting this job,”
“I plan to stay in this job for some time” (reverse scored), and “I intend
to look for a different job.” This measure gauges an individual’s thoughts
of quitting one’s present job, intention to search for another job, and
intent to quit. Career withdrawal cognitions is an identical 3-item measure
as job withdrawal cognitions with the words “line of work/career field”
replacing “job” (o« = .82; Michaels & Spector, 1982). For a similar
instrument, Blau (1985) reported an internal consistency of .67 and .71
with a test-retest reliability of .57. Both measures used a strongly disagree
(1) to strongly agree (5) response format.

RESULTS

Pilot Study A

The pool of 36 career commitment items defined in Phase 1 was ex-
amined using principal-axes factor analysis with oblique rotation. Six fac-
tors were extracted having eigenvalues greater than 1 (see Table 2). In-
dividual factors were identified by those items loading = |.40| on each
factor. Factor 1 was identified as Career Identity (5 items); Factor 2 as
Career Resilience (5 items), and Factor 5 as Career Planning (4 items).
Factor 3 loaded on two items characterized by the judges as career re-
silience and two items characterized as career planning. This factor was
labeled Conscientiousness. Factor 4 was defined by three items, all with
negative loadings. The observation that all the items loading on Factor
4 had negative loadings, while none of the other common factors had
loadings similar in sign, raised concern that the separation of factors
resulted from an artifact of measurement. This likelihood pointed toward
a decision to drop Factor 4. Finally, only one item loaded on Factor 6.
Because single-item scales are notoriously unreliable, this factor was also
dropped from further analysis. Coefficient alpha reliabilities for the four
retained factors were all .78 or above.

Correlations between the Crowne-Marlowe (1964) Social Desirability
Scale and individual career commitment items were less than + .30, rang-
ing from - .11 to —.26. Since correlations in the range of =.20 to = .40
have been used to demonstrate the absence of biasing due to social de-
sirability, such contamination did not appear to be a problem.

Pilot Study B

A second pilot study was conducted to assess the psychometric prop-
erties of the reduced pool of 20 career commitment items. A principal-
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axes factor analysis with an oblique rotation was run on the total set of
20 items retained from Pilot Study A. Four factors having eigenvalues >
1 were extracted (see Table 2). The decision rule used for the final in-
clusion of an item in defining a factor was a loading of = |.40|. Factor 1
was identified as Career Identity (6 items); Factor 2 as Career Resilience
(4 items); and Factor 3 as Career Planning (5 items). Factor 4 loaded on
four items. Because it possessed a comparatively low reliability (« = .69),
and the eigenvalues-greater-than-1 rule overestimates the number of fac-
tors (Zwick & Velicer, 1986), Factor 4 was not retained for the field study.
Finally, given evidence that using a different number of items in multi-
dimensional measures may affect item context, the three surviving factors
were tailored to have the same number of items (Rummel, 1970). Ex-
amination of the resulting factor structure and item content suggested
that there would be little change in domain sampling adequacy or internal
consistency reliability if the factors were so reduced. Thus, the four items
with the highest loadings on Factors 1, 2, and 3 were carried forward.
Coefficient « reliabilities for the three factors were all .81 or above.

Field Test

The principal-axes factor analysis performed earlier was conducted once
again on the 12 items remaining from Pilot Study B (see Table 2). All
items loaded as expected, and all but one loading was greater than .50.
The three-factor solution explained approximately 64% of the total var-
iance and coefficient alpha reliabilities of the factors ranged from .79 to
.85. No items had even moderate cross-loadings on other factors.

Convergent validity. As noted, with convergent validity, one would
expect high positive correlations between career commitment measures,
as both Blau’s (1985) measure and the CCM are intended to gauge the
same construct. However, their correlations should be somewhat less than
perfect given differences in theoretical development and dimensionality
between the two measures. Table 3 reports the correlations among the
field study variables. As indicated, the bivariate correlation between the
CCM and Blau’s (1985) career commitment measure was .63. Correcting
for attenuation in both measures yields an expected correlation of .75.
This marked correspondence between the two measures suggests conver-
gent validity.

Discriminant validity. Exploration to determine the CCM’s usefulness
in revealing theoretically relevant relations otherwise masked by the Blau
(1985) measure’s unidimensional structure proceeded in two steps. Step
One addressed construct contamination concerns resulting from items in
the Blau (1985) measure overlapping with career withdrawal cognitions.
In this regard, a principal-axes factor analysis with an oblique rotation
was run on the total set of individual items comprising the Blau measure
(7 items), the CCM (12 items), and the previously described career with-
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drawal measure (3 items; Michaels & Spector, 1982). It was anticipated
that four factors would underline the 21 items. Based on an evaluation
of the eigenvalue pattern, this was the case. On the first factor, all three
career withdrawal items loaded (—.69, —.73, —.67) with Blau’s seven
career-commitment items (.68, .54, .60, .47, .63, .50, .55). The four CCM
items tapping Career Resilience (—.63, —.74, —.82, —.76) represented
the second factor, the four CCM items tapping Career Planning (.67, .77,
.78, .47) represented the third factor, and the four CCM items tapping
Career Identity (.71, .69, .51, .54) represented the fourth factor. Eigen-
values for the four factors were 7.88, 2.45, 1.84, and 1.24, with percentages
of item variance explained equaling 35.8, 11.1, 8.4, and 5.7%. Evidence
thus suggests that, unlike the CCM, the Blau measure is subject to possible
construct contamination.

To proceed in establishing the usefulness of the CCM’s multidimensional
structure, Step Two examined the theoretical relations advanced in Hy-
potheses 1 through 5. Given the preceding evidence concerning construct
overlap, first-order partial correlations removing the effect of career with-
drawal cognitions are reported for all independent-dependent variable
relations involving the Blau (1985) measure. To provide for a fair com-
parison, identical first-order partial correlations are also reported for the
CCM. Hypothesis 1 suggested a weak positive association between career
commitment and age was due to positive correlations between age and
both career identity and career resilience being offset by a negative cor-
relation between age and career planning. As anticipated, unidimensional
career commitment was weakly and positively (though nonsignificantly)
correlated with age (r, g5 = .07, ns). Consistent with our prediction,
career resilience was positively correlated with age (r;s 55 = .14, p <
.05), and career planning was negatively related (ry455 = —.09, p < .05).
Career identity and age, however, were virtually unrelated (r355s = —.03,
ns), thus providing only partial support for H1.

As anticipated, unidimensional career commitment was more strongly
related to tenure in career field (r, 195 = .12, p < .05) than age (7, g5 =
.08, ns). By comparison, contrary to H2, tenure in career field was weakly
and nonsignificantly related to career identity (715 195 = .05, ns), but as
predicted, was related to career resilience (rys 105 = .15, p < .05). Re-
flecting a relation similar to tenure in career field, organization tenure
was also positively correlated with unidimensional career commitment (7,
11s = .09, p < .05). In support of H3, however, organization tenure was
negatively, though nonsignificantly, associated with career identity (73 ;1.5
= —.04, ns) and significantly related with career planning (ry4 115 =
—.08, p < .05).

With respect to H4, the previously reported relation between unidi-
mensional career commitment and education level was expected to be
due to positive correlations between education and both career identity
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and career planning. As anticipated, unidimensional career commitmen
was positively associated with education level (r, ;5 = .05). As predicted
this association is largely attributable to the career identity (ry3 ;5 = .14
and career planning (r4 55 = .10) dimensions, the full strength of botk
relations being slightly offset by the nonsignificant, negative correlation
between education and career resilience (75 75 = —.03).

Finally, HS predicted that career identity and career planning scores
would be associated with varying degrees of professionalism across oc-
cupational groups. Analysis of covariance was employed to test this pre-
diction for four occupational groups chosen to represent varying levels of
professionalism (Benveniste, 1987). Because the demographic variables
of age, gender, and marital status have been shown to be related to
commitment (e.g., Mathieu & Zajac, 1990), the analysis was conducted
controlling for these variables across groups, as well as for career with-
drawal cognitions. Group 1 included assistant, associate, and full profes-
sors (D.V.M./Ph.D.) of veterinary medicine at a research university (n =
60); Group 2 included assistant, associate, and full professors at a small
teaching college (n = 54); Group 3 included librarians in nonsupervisory
positions (n = 70); and Group 4 included secretaries and clerical workers
(n = 33).

As shown in Table 4, mean scores across groups on both career identity
and career planning dimensions were significantly different (p < .01), as
they also were for Blau’s (1985) measure (p < .05). As expected, pro-
fessors (Groups 1 and 2) scored higher on both career commitment di-
mensions than librarians, a group with less professional training. Further,
the group with the least professional training, secretaries and clerical
workers, scored the lowest on both dimensions. HS was thus confirmed.

To assess the distinctiveness of the CCM (H6), it was factor analyzed
together with two additional measures of work commitment to discern
the extent to which the three measures were tapping different constructs.
A principal-axis factor analysis with an oblique rotation was conducted
on the total set of individual items comprising the three CCM dimensions
(12 items), the Meyer and Allen (1984) measure of affective organizational
commitment (8 items), and the Kanungo (1982) measure of job involve-
ment (9 items). All items loaded cleanly on only the factor they were
designed to measure. Affective organizational commitment identified the
first factor (.71, .77, .72, .75, .60, .57, .62, .47); career resilience, the
second factor (.59, .77, .84, .79); career planning, the third factor (.67,
.75, .75, .46); job involvement, the fourth factor (.63, .37, 37 7 1, .75,
41, .63, .65, .52); and career identity, the fifth factor (— .66, —.52,
- 60) Eigenvalues for the factors, with percent of item variance explamed
given in parentheses, were 8.33 (28.7%), 3.26 (11.3%), 2.57 (8.9%), 1.63
(5.6%), and 1.28 (4.4%).

Construct validity. The CCM was correlated with years of education,
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chronological age, tenure in career field, organization tenure, career with-
drawal cognitions, and job withdrawal cognitions (Table 5). Significance
tests of differences between dependent correlations were conducted to
examine the paired correlations specified in Hypotheses 7-11.

As anticipated in H7, education level was positively related to career
commitment (r = .18) and negatively correlated with affective organi-
zational commitment (r = —.05). As predicted, there was a significant
difference between the correlations. Career identity (» = .21) and career
planning (r = .16) were significantly associated with education.

Age was positively correlated with career commitment (» = .15) as
anticipated in HS8. Further, the correlation between age and affective
organizational commitment (r = .26) was significantly greater than the
correlation between age and career commitment (r = .15) as expected.
Career identity (r = .10) and career resilience (r = .21) were significantly
related to age.

Contrary to H9, there were no significant differences in the correlations
between tenure in career field—career commitment (» = .20) and tenure
in career field—affective organizational commitment ( = .23). Dimensions
significantly related to tenure in career field were career identity (r =
.15) and career resilience (r = .20). Consistent with H10, organization
tenure was significantly correlated with affective organizational commit-
ment (r = .25), but not significantly correlated with career commitment
(r = .03). There was a significant difference between the correlations.

As anticipated in H11, career withdrawal cognitions was significantly
and more negatively correlated with career commitment (r = —.54) than
affective organizational commitment (r = —.43). The dimensions signif-
icantly related to career withdrawal cognitions were career identity (7 =
—.47), career planning (r = —.31), and career resilience (r = —.38).
Finally, as predicted, job withdrawal cognitions was significantly and more
negatively correlated with affective organizational commitment (r =
—.60) than career commitment (r = —.44).

DISCUSSION

The purpose of the reported research was to develop and evaluate a
new measure of career commitment. Results reveal that none of the CCM
items were highly correlated with social desirability. Both positively and
negatively phrased items were used in the various survey measures, thus
reducing the likelihood of mono-method bias (Campbell, Siegman, &
Rees, 1967). Some respondents received their surveys at work whereas
others received their surveys at home. Varied contexts for survey com-
pletion have been shown to reduce method variance (Mitchell, 1985).
Different scaling methods used for obtaining responses to the Crowne-
Marlowe measure of social desirability and for collecting demographic
information in the three surveys likewise further reduced the potential



260 CARSON AND BEDEIAN

threat of method bias (Cook, Campbell, & Peracchio, 1990). Therefore,
the results suggest that the CCM may be useful in research on the in-
creasingly important career commitment construct.

Beyond the preceding considerations is the issue of ambiguity associated
with the word ‘“‘career” (Blau, Paul, & St. John, 1993). To overcome the
word’s vagueness, its isolated use in connection with the CCM measure
was avoided throughout the entire research project. Instead, the words
“line of work/career field” were used throughout the pilot studies and
field test. Respondents were directed to consider line of work/career field
as having the same meaning as occupation, profession, or vocation.

A further issue is the high correspondence between Blau’s (1985) career
commitment measure and career withdrawal cognitions. This overlap was
viewed here as construct contamination similar to that reported with the
OCQ. However, there could be another view. It could be suggested that
the two constructs should be related (i.e., career commitment should be
inversely related to withdrawal cognitions). This alternative interpretation
would support the validity of Blau’s (1985) measure.

Lastly, an attempt was made in the field study to survey occupational
groups associated with varying degrees of professionalism. Response rates,
however, were somewhat low for individuals representing nonprofessional
groups. Besides surveying additional groups with less professional work
patterns, other occupational classifications should be investigated. Re-
spondents in the present study primarily worked in the service and aca-
demic sectors. To extend the CCM’s generalizability, employees in other
settings, in varying geographical regions, and in atypical work arrange-
ments, should be studied (Cook, Campbell, & Peracchio, 1990).

Though there are potential limitations in any research project, the
procedures for item selection used in the present effort were specifically
designed to address psychometric issues that have, in the main, continued
to hamper the development of career constructs (Hackett, Lent, & Green-
haus, 1991). The failure to establish adequate measures not only makes
their use problematic, but forestalls efforts to evaluate and integrate find-
ings. All too often, one suspects that modest relationships between vari-
ables have been interpreted as a failure in underlying theory when in-
strumentation was the true problem.
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