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Abstract

To address the inconsistent findings on the relationship between affective organizational commitment
and job performance, this study examines whether this relationship depends on employee’s occupa-
tional commitment and organizational tenure as measured by the stage of their employment (trial stage
vs. stabilization stage). Existing evidence has shown that employees with high affective organizational
commitment possess a greater willingness to exhibit higher levels of both task performance and
organizational citizenship behaviors (OCBs). Integrating social exchange and resources perspectives,
we argue that the actualization of such willingness is driven by the perceived value of the resources
generated from this behavior. Two specific hypotheses were tested using data from 326 participants
(mean age = 26.44; SD age = 4.21; 58.1% male) across two time periods. As hypothesized, occupa-
tional commitment moderated both the organizational commitment—task performance and organi-
zational commitment—OCB relationships, while organizational tenure stage only moderated the latter
link. Theoretical and practical implications are discussed.
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Affective organizational commitment (AC) has long been a focus of social and psychological studies
in Western countries. Research on AC has uncovered an extensive array of workplace outcomes
including turnover intentions, job satisfaction, and job performance (Cohen, 2000; Golden & Veiga,
2008; Leroy, Palanski, & Simons, 2012). Nevertheless, existing research on the relationship between
AC and job performance has not produced consistent results. Meta-analytic studies (see Jaramillo,
Mulki, and Marshall, 2005; Mathieu & Zajac, 1990; Wright & Bonett, 2002) report correlations of
organizational commitment with task performance and organizational citizenship behavior (OCB)
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ranging from 0.05 to 0.25. Individual studies report positive, nonsignificant, or even negative relation-
ships (e.g., Goffin & Gellatly, 2001; Leroy et al., 2012; Wright & Bonett, 1997a). One possible expla-
nation for the heterogeneous nature of findings is that the relationship between AC and job
performance might be moderated by other variables (Jaramillo et al., 2005; Riketta, 2002). Identifying
these variables would enhance our understanding of where and why AC would (not) affect perfor-
mance and offer new insights for managers when they could enhance employees’ job performance via
developing their commitment. Therefore, scholars have called for more studies to address the research
query (e.g., Wright & Bonett, 2002). So far, very few studies have responded to this call, however.

Additionally, scholars (Wasti et al., 2016) have indicated that clarifying the effects of AC should
also incorporate cross-cultural issues and encouraged more studies to be conducted in non-Western
countries. In the Chinese context, with the increasing career motility of adults, how to develop highly
committed workforce has drawn more and more attentions of scholars (e.g., Chen & Francesco, 2000;
Newman, Thanacoody, & Hui, 2011; Wasti et al., 2016). However, among the small number of studies
empirically examining the AC-job performance relationship in China, the results are also heteroge-
neous in nature (e.g., Chen & Francesco, 2003; Chen, Tsui, & Farh, 2002; Fu & Deshpande, 2014).
To clarify the heterogeneous nature of the AC-job performance relationship in the literature, this study
introduces two theoretically relevant moderators (i.e., occupational commitment [OC] and organiza-
tional tenure) and empirically examines their moderating effects in Chinese cultural context. By doing
so, the current study adds to the literature in two ways.

First, we integrated social exchange theory (SET; Blau, 1964) and a perspective of resources (Foa &
Foa, 1980; Hobfoll, 2001) to build a theoretical framework to explain why the relationship between
AC and job performance (i.e., task performance and OCB) varies across studies. SET has been the
dominant framework for explaining the AC-job performance relationship. According to SET, employ-
ees who are affectively committed to their organizations are motivated to maintain positive social
exchanges with their organization and respond with favorable organizational behaviors, such as job
performance, as a result. However, SET illuminates only the positiveness of the AC-job performance
relationship, and it fails to explain why an employee high in AC might not exhibit high performance or
the fact that an employee with low affective commitment may still perform well for a variety of rea-
sons (e.g., for personal career development). Consequently, we draw upon the resource perspective and
argue that employees with high AC are more likely to exhibit high performance when they value the
resources that are tied to performance. More specifically, the strength of the AC-job performance rela-
tionship tends to be stronger when employees perceive more valued benefits from the resources
exchanged as a result of exhibiting job performance.

Second, we examine boundary conditions of AC-job performance relationship. Drawing on the
resource perspective, we introduce two moderators (OC and organizational tenure stage) and argue that
both the two variables influence an employee’s evaluations of the resources relating to exhibiting high
job performance, thus may act as potential moderators. The moderators we introduce are also consistent
with Meyer, Becker, and Vandenberghe’s (2004) theoretical development, in which they argued that the
AC-job performance link can be influenced by (a) other commitment foci and (b) contextual factors.

Theoretical Background and Hypotheses Development

Integration of Resource Perspective

AC captures how employees attach to, identify with, and get involved in their organization (Meyer &
Allen, 1984). Employees who are psychologically attached to their organizations internally identify
with their organization and treat the organization’s goals as their own. A sense of felt obligation
(Gouldner, 1960) propels those emotionally attached employees to reciprocate and exhibit positive
behaviors (e.g., high levels of task performance and active OCB) that are supportive of corporate
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aspirations. Nevertheless, because social exchange implies long-term and open-ended obligations,
employees may view one single exchange (e.g., pay for specific tasks and networking) in different
ways, making the perceived value of the exchange outcome conditional. Resources theory (Foa & Foa,
1980) suggests that how an individual interprets the meaning of the exchanged resources is what plays
a decisive role in the exchange relationship.

The quality (level) of exhibited job performance (including both task performance and OCB) result-
ing from the social exchange driven by an employee’s AC depends on how the employee interprets the
value of his or her job performance. Related research supports this idea. For example, based on
resource perspective, Ng and Feldman (2012) found that how employees interpret the benefits of
voice-behavior influences their decision to engage in voice behavior. That is, when they believe that
voice behavior will be helpful for obtaining resources that will enable them to deal with stress, they are
more likely to exhibit voice behavior. Otherwise, they would reserve the resources associated with
engaging in such behavior.

Job Performance

Over the past two decades, the definition of job performance has been expanded to include both task
performance and citizenship behavior (Williams & Anderson, 1991), with a number of studies using
these two variables to capture overall job performance (Chiniara & Bentein, 2016; Piccolo & Colquitt,
2006). Task performance refers to the basic duties of a particular job, while citizenship behaviors rep-
resent the extra-role behaviors (i.e., helping coworkers) that benefit the efficient and effective func-
tioning of the organization (Organ, 1988).

The Moderating Role of OC

OC refers to “a person’s belief in and acceptance of the values of his or her chosen occupation or line of
work, and a willingness to maintain membership in that occupation” (Vandenberg & Scarpello, 1994,
p- 553). As indicated by Aranya, Pollack, and Amernic (1981), employees who are highly committed
to their occupations agree with and adhere to the prominent values of their current jobs and occupa-
tions. We argue that compared with those less committed to their chosen occupation, employees with
high OC are more likely to value the resources they obtain from exhibiting high performance since
these resources are perceived as being related to their career development. For example, empirical
research has shown that OC is highly correlated with employees’ motivation to participate in profes-
sional training and developmental behaviors (Kim, Kang, Lee, & McLean, 2016) and the opportunity
to develop professional skills and abilities is linked to career competence (e.g., Lee, Carswell, & Allen,
2000; Weng, McElroy, Morrow, & Liu, 2010). Moreover, the opportunity to communicate and colla-
borate with colleagues and supervisors that results from high performance facilitates one’s personal
reputation and the accumulation of social capital (Organ, 1988). In contrast, employees with low
OC are more likely to change occupations and see little need for either developing professional abil-
ities or accumulating social capital. Thus, they consider job tasks as dull, repetitive activities (Ng &
Feldman, 2011) that constrain their work goals (Koopman, Lanaj, & Scott, 2016) and perceive less
of a need to exhibit high levels of job performance.

In addition, individuals have an innate drive to acquire critical personal resources such as self-
esteem and sense of self (Hagger, Wood, Stiff, & Chatzisarantis, 2010; Hobfoll, 2001). The self-
esteem of employees who are psychologically attached to their current occupations is more directly
associated with their jobs (Rosso, Dekas, &Wrzesniewski, 2010), than it is for those with low levels
of OC. Therefore, compared with employees with lower CC, those with higher levels of OC are more
motivated to perform at higher levels since their self-esteem (Pierce & Gardner, 2004) is tied to task
performance and active OCB.
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To summarize, we expect that for employees with high OC, AC will be more strongly related to job
performance because employees who are committed to their occupations are not only emotionally dri-
ven to perform better but also perceive more constructive resources for doing so.

Hypothesis 1a: OC positively moderates the relationship between AC and task performance,
such that the higher the OC, the more positive the relationship.

Hypothesis 1b: OC positively moderates the relationship between AC and OCB, such that the
higher the OC, the more positive the relationship.

The Moderating Effects of Organizational Tenure

Organizational tenure captures the length of employment in an organization (McEnrue, 1988). Based
on the organizational socialization process, researchers (Morrow & McElroy, 1987) separated organi-
zational tenure into three stages: (1) the “trial” stage, less than 2 years after entering an organization;
(2) the “stabilization” stage, 2—10 years of organizational tenure; and (3) the “maintenance” stage,
more than 10 years of service to an organization. We expect that the relationship between AC and job
performance differs across these organizational tenure stages. Specifically, exhibiting high task perfor-
mance and active OCBs is more instrumental for the key goals associated with the trial stage, such as
showing strengths, talents, competence, and image, as well as obtaining colleagues’ and supervisors’
recognition, as they strive to establish a footing in their current organization (Cropanzano, James, &
Citera, 1993; Helmreich, Sawin, & Carsrud, 1986; Wright & Bonett, 2002). Stated differently, an
employee’s personal need to be fully socialized during the “trial” stage is more likely to be fulfilled
as a result of the accumulation of the resources that result from high job performance.

However, as one’s length of service within an organization continues beyond the trial stage, what
matters to employees tends to change. Studies have shown that as organizational tenure increases,
employees’ major concerns may shift to goals that are more highly valued by society, such as social
and family goals (Huang, Shi, Zhang, & Cheung, 2006; Nevis, 1983). Similarly, the job experience
model (Louis, 1980) indicates that the focus and contents of job-related activities are likely to expand
with one’s job experience. Therefore, as time goes by, highly committed employees continue to be
motivated to perform, but their focus expands to include organizational contextual-related aspects such
as pay, benefits, and company policies (Wagner & Gooding, 1987). Thus, we propose that for employ-
ees in the trial stage, organizational commitment is more strongly related to job performance, com-
pared to employees with longer organizational tenure.

Hypothesis 2a: Organizational tenure stage will negatively moderate the relationship between
AC and task performance, such that the relationship is strongest for employees in the earliest
tenure stage and weaker for later tenure stages.

Hypothesis 2b: Organizational tenure stage will negatively moderate the relationship between
AC and OCB, such that the relationship is strongest for employees in earliest tenure stage and
weaker for later tenure stages.

Method

Sample and Procedure

A two-wave longitudinal web-based survey over a 1-month period was used in data collection. For
better generalization, the participants were from diverse organizations located in various regions of
China (n = 488 at Time 1 [T1]; n = 384 at Time 2 [T2]). The authors collaborated with numerous
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alumni of Master of Business Adminstration Program from a university in Hefei, China, to recruit their
friends and colleagues. E-mail addresses were used to identify participants and to merge the two data
sets. We assessed demographic variables, organizational commitment, and OC at T1, and task perfor-
mance and OCB at T2. In data clearance, we eliminated surveys with unmatched T1-T2 pairs and from
participants who skipped more than one item on a scale. We also dropped eight surveys constituting the
“maintenance” stage responses that were too few to meaningfully analyze. We used personal mean
imputation for participants who skipped one item on a scale but had available data for the remaining
items (Bernaards & Sijtsma, 2000) and obtained a final sample with 326 usable paired surveys.

Participants were aged 18—41 years old (M = 26.44, SD = 4.21), and 58.1% were male. Among the
participants, 21.4 % did not hold a diploma, 26.1% had a 3-year diploma, 40.8% had bachelor degrees,
9.2% had graduate degrees, and 2.5% did not report their educational background. Respondents
worked in a range of organizations (36% worked in state-owned enterprises, 39 % in private-owned
enterprises, 19.7 % in foreign-invested enterprises, and 5.3% worked in public institutions) and posi-
tions (1.9% in senior/upper management, 11.7% were mid-level managers, 11% were first-line man-
agers, and 53.4% were nonsupervisory).

Measures

The surveys consisted of measures designed to capture AC, OC, task performance, OCB, and organi-
zational tenure stage. In converting the measures of AC, OC, and OCB into Chinese, we strictly fol-
lowed the translation and back-translation methodology (Jones, Lee, Phillips, Zhang, & Jaceldo,
2001). With the exception of task performance that was measured with an original Chinese scale, the
AC, OC, and OCB scales have been well established in the literature. All scales except tenure stage
used a 5-point Likert-type scale format (1 = strongly disagree to 5 = strongly agree).

AC. AC was measured using 4 items from Meyer, Allen, and Smith’s (1993) scale. Example item was “I
would be very happy to spend the rest of my career with this organization.” Their original scale cor-
related positively with job satisfaction (r = .49, p < .01) and loyalty (r = .41, p <.01). Cronbach’s o
was .82 in Meyer et al.’s (1993) and .80 in our study.

OC. Blau’s (2003) 6-item scale was used to measure OC. Sample items include “I am happy to have
entered my current occupation.” Blau’s measure had a Cronbach’s o of .91 and negatively predicted
turnover intention (r = —.26, p < .01) in Blau (2009). The coefficient o in the present study was .83.

Task performance. We used Farh and Cheng’s (1997) 4-item scale to measure task performance (e.g., “I
can always fulfill the jobs assigned by the supervisor in time”). Farh and Cheng’s measure had a Cron-
bach’s o of .80 and significantly related to affective trust (» = .23, p <.05) in Chen, Eberly, Chiang,
Farh, and Cheng (2014). The Cronbach’s « for this scale was .82 in the present study, which showed a
good internal reliability.

OCB. OCBs were measured using William and Anderson’s (1991) 16-item scale (e.g., “helps others
who have been absent” and “gives advance notice if unable to come to work™). They reported reliabil-
ities of citizenship behaviors toward individuals (OCBI; Cronbach’s o = .88) and organizations
(OCBO; Cronbach’s oo = .75) separately and shown that both OCBI and OCBO were significantly cor-
related with intrinsic (»r = .28, p <.05; » = .19, p <.05) and extrinsic job cognitions (» = .24, p < .05;
r=.25, p <.05). However, as some behaviors that were classified toward individuals benefit organi-
zations as well (Lee & Allen, 2002), we used the overall composite score (Cronbach’s o was .90).

Organizational tenure stage. Organizational tenure stage was obtained from respondents’ self-
classification according to his or her tenure in their current company. Respondents were classified
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Table 1. Means, Standard Deviations, Internal Reliabilities, and Correlations Based on Full Sample.

Mean SD | 2 3 4 5 6 7 8 9 10

I. Gender (T1I) 1.42 0.49
2. Organisation type 1.95 0.91 .04

(T
3. Age (T1) 2644 421 —80 —.20%
4. Education level (TI) 239 0932 .06 —.06 —.09
5. Position (T1) 371 075 .05 —.I10 30 .01
6. AC (T1) 344 075 —.01 —.04 8% —07  .17% (0.797)
7.0C (T1) 322 076 .02 .02 22% 02 .26 0.65%F (0.830)
8. OT Stage (T1) 1.64 0.50 —.04 —.02 A9 —12% —.02 .09 .14*
9. TP (T2) 333 066 —.13* .0l 201 —02 4% 28 33 |3 (0.824)
10. OCB (T2) 351 054 —06 —.l6% 320 —04  27F  46FF  42%F 07  48%F (0.896)

Note: N = 326. Two-tailed tests. T| = data collected in first wave; T2 = data collected in second wave; AC = affective
organizational commitment; OC = occupational commitment; OT stage = organizational tenure stage; TP = task performance;
OCB = organizational citizenship behavior.

*» < .05. ¥p < .0l.

as being in the trial stage if they reported organizational tenure less than 2 years, the stabilization stage
if their service length was between 2 and 10 years, and in the maintenance stage if they reported a
tenure longer than 10 years. Of the employees in our sample, 124 indicated they were in the trial stage
of their employment, 202 were in the stabilization stage, but only 8 respondents were in the mainte-
nance stage. Although a small sample may provide some insights, we considered the sample size of the
third stage too small so we dropped this stage from our analysis.

Validity Issues

We conducted a four-factor model CFA (i.e., AC, OC, task performance, and OCB) to ensure discri-
minant validity of the overall model. We also compared the four-factor model with three alternative
models: three-factor model (i.e., combing AC and OC into one factor), two-factor model (i.e., combin-
ing AC and OC, and task performance and OCB into one factor, respectively), and one-factor model.
Comparative fit index (CFI), Tucker-Lewis index(TLI), incremental fit index (IFI), and root mean
square error of approximation (RMSEA) were used to evaluate the model fit. The results showed that
four-factor model (XZ =727.03, df =335, CFI = .90, TLI = .89, IFI = .90, RMSEA = .06) fits the data
better than three-factor model ()(2 = 814.72, df = 338, CFI = .88, TLI = .86, IFI = .88, RMSEA =
.07), two-factor model (xz = 1,125.56, df = 340, CFI = .80, TLI = .77, IFI = .80, RMSEA = .08), and
one-factor model (XZ = 1,643.80, df =341, CFI = .66, TLI = .63, IF1 = .67, RMSEA = .11). The find-
ings suggest that the four examined variables are distinctive from each other in our study.

Results

Table 1 presents the descriptive statistics and correlations for the variables in our study. Before running
the regression analysis, we used Harman’s one-factor test to evaluate the extent to which common
method variance is a problem (Schaller, Patil, & Malhotra, 2015). An unrotated factor analysis of all
the reflective constructs: AC, OC, task performance, and OCB indicated the presence of four factors.
Results showed that the first factor only accounted for 31.65% of the total explained variance, which
suggests that common method bias did not influence our results.

We used hierarchical regression analysis to test the hypothesized moderating effects. Any variable
used as a component of an interaction term was centered to avoid multicollinearity (Aiken, West, &
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Table 2. Regression Analysis of Moderators on Task Performance and Organizational Citizenship Behavior.

Task Performance OCB
Model  Model Model Model Model Model Model  Model
Variables I-1 1-2 1-3 1-4 2-1 2-2 2-3 2-4
Stepl  Gender —.10 —.11 —.10 —.10¥  —.05 —.05 —.04 —.05
Organizational type .05 .04 .02 .02 -93 -0t =1 —I*
Age 2% 3% .05 .06 24+ .18% 21 22
Position type .05 .07 .07 .07 .02 .05 .04 .06
Education level .05 .02 .02 .04 A 9F* 5% 2% 4%
Step2  AC 29%F .15% 22%F 37% .28 367
Step3 OC 220 |18% 141 .08
OT stage .08 .10 —.06 —.04
Step4 AC x OC 20%F 9%k
AC x OT stage —.08 —.16%*
Adjusted R? 03 A1 A3 .16 13 26 26 30
AR? .05% .08+ 03+ .03 4w 3% .0l 04+
F 2.53%  23.17¥  481% 5|7 870" 4569% 214 6.96%F

Note: N = 326. Two-tailed tests.
Tp < .01.%p < .05.%p < 0.

Reno, 1991). Tolerance and variance inflation factor (VIF) values were calculated as well, and the
results of the diagnostics showed that multicollinearity was not an issue in either regression (tolerance:
0.51-0.96; VIF: 1.05-1.97). The control variables (i.e., age, gender, organization type, position, and
education level) were entered in the first step. In Step 2, the main effects of AC on task performance
and OCB were entered. In Step 3, organizational tenure stage and OC were entered, and the two inter-
action terms (AC x OC and AC x organizational tenure stage) were added in the fourth step.

As shown in Table 2, the interactive effects of AC and OC on both task performance (f = .20, p <
.01) and OCB (B = .19, p <.01) were significant. We also found a significant interaction between AC
and organizational tenure stage on OCB (B = —.16, p <.01). However, the interaction between AC and
organizational tenure stage on task performance was not significant (f = —.08, ns). Overall, these find-
ings provided potential supports for Hypotheses 1a, 1b, and 2b, but no support for Hypothesis 2a.

To elucidate the significant interactive effects further, we computed simple slope tests (Preacher,
Curran, & Bauer, 2006) and plotted the interactions. As shown in Figure 1A, the relationship
between AC and task performance was stronger for employees with high levels of OC (+1 SD;
B =.540, t = 2.353, p < .05) than it was for those with low levels of OC (-1 SD; B = .391,
t=2.231, p <.05). As seen in Figure 1B, when OC was low (—1 SD), the relationship between orga-
nizational commitment and OCB was positively significant (B = .541, t = 3.437, p <.01), and the
relationship became much stronger (f = 0.678, t = 3.244, p <.01) when OC was high (41 SD). Thus,
Hypotheses la and 1b were supported.

As shown in Figure 1C, for employees in the trial of stage organizational tenure, AC had a strong
positive association with OCBs (B = .280, t = 2.622, p < .05), while for employees in the stabilization
stage, AC was not related to OCBs (B = .190, ¢ = 1.229, ns), which was consistent with Hypothesis 2b.

Discussion

The research ascertains why the relationship between AC and job performance varies across studies
and identifies potential moderators of this relationship. Findings support that OC moderated the
AC-task performance and AC-OCB relationships, and organizational tenure stage moderated the
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Figure |. Moderating effects on the relationship between affective organizational commitment and job
performance.

AC-OCB relationship. By collecting data from a variety of organizations located in China, the present
study answers the calls for considering commitment cross-culturally (Wasti et al., 2016) and enriches
the commitment-performance research in Chinese context.

Moreover, as in Western countries, the results show that the strength of AC-job performance relation-
ship is conditional in China. By integrating the theories of social exchange and resource, our work
explained the universal inconsistency in the AC-job performance relationship to some extent. Viewing job
performance as an outcome of social exchange, we suggested that the strength of the AC-job performance
relationship is contingent on the degree to which individuals perceive the resources received as a result of
high job performance as beneficial. Previous literature has supported this theoretical conceptualization as
well. For example, Foa and Foa (1980) suggested that an individual’s perception of “receiving something
of value influences the quality of the exchange relationship (Shore, Tetrick, Lynch, & Barksdale, 2006).
Hobfoll (2001) proposed that individuals are innately driven to obtain valued resources, which leads them
to allocate their limited resources into ways that facilitate the accumulation of valuable resources.

The current study also responds to the call for studying the “additive and interactive effects” of mul-
tiple commitments on organizational behaviors (Dick, Becker, & Meyer, 2006). Previous research
involving multiple commitment foci focused on the comparative validity of each commitment facet
in predicting workplace outcomes (Cohen, 2000). The few scholars who paid attention to the combined
effects of multiple commitments largely focused on predicting turnover-related variables (Yalabik,
Swart, Kinnie, & Van Rossenberg, 2017). This study adds to previous research on multiple commit-
ment foci by examining the interactive effects of affective organizational and OCs on two aspects of
employee job performance, task performance and OCBs. Our findings also support Meyer et al.’s
(2004) theoretical prediction that the effects of organizational commitment could be moderated by
other foci of commitment.
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Another distinctive feature of our study is the addition of the role of organizational tenure on the
AC-job performance relationship. We argue that employees in different stages of organizational tenure
possess different personal pursuits and differentially value the resources they might acquire as a result
of exhibiting high job performance. Notably, we extend previous studies (Ng & Feldman, 2011;
Wright & Bonett, 2002) by examining the moderating effect on the relationships of AC-task perfor-
mance and AC-OCB simultaneously. However, contrary to our expectation, we found that stages of
organizational tenure (trial or stabilization) had no significant effect on the AC-task performance rela-
tionship. This might be due to the fact that employees’ work experience, job-related skills, and knowl-
edge accumulate along with their organizational tenure (Sparrow & Davis, 1988) and, as a result,
employees at different stages of tenure may not perceive significant differences in the efficacy of accu-
mulating valued resources from high job performance. However, the fact that we found support for our
prediction that the magnitude of the AC-OCB relationship differs across organizational tenure stages
confirms Ng and Feldman’s (2011) finding showing that the strength of the AC-OCB relationship
decreased as employees’ length of service increased.

Practical Implication

Our study also offers several implications for both individuals and organizations. Our findings showed
a significant interactive effect of AC and OC on performance. To make effective decisions, informa-
tion about intended organizations and individuals’ own attitudes toward specific occupation are both
influential. Therefore, counselors need to help job seekers acquire skills in recruitment-information
screening and recognize their attitudes toward the intended occupation. Moreover, it is very difficult
to judge the job applicants’ future organizational commitment; thus, HR managers should assess the
applicants’ OC and select the ones who are highly committed to the occupation because they are more
likely to regard high job performance as valuable resources and to exhibit high job performance.
Furthermore, to main employees’ high job performance, organizations should also pay attentions to
employee’s organizational career growth, as it relates to both organizational commitment and OC
(Weng et al., 2010; Weng & McElroy, 2012).

The findings also demonstrate the role of AC on job performance could decrease as employees’
tenure increases. This suggests the need to establish differential policies toward employees in different
tenure stages. For example, putting effects on organizational socialization might be particularly useful
for enhancing newcomer’s job performance, as Cohen and Veled-Hecht (2010) found that organiza-
tional socialization tactics relate to newcomer’s affective commitment. Finally, employees’ attentions
might shift to nonwork domains as they turn to be senior on the position, therefore adopting strategies
such as assigning tasks requiring a variety of skills and facilitating job rotations may help draw their
attentions back to work domain.

Limitations and Future Research

The theoretical framework developed here is an attempt to offer an alternative approach for future
commitment-performance research. Although we examined two moderators related to attachment foci
and timing, much more work can be done. Other possible moderators may include personality and indi-
vidual differences in regulatory focus, which also shape employees’ assessment of the effectiveness of
particular behaviors. For instance, conscientiousness subsumes the more specific dimension of the
need for achievement, and thus conscientious individuals are more likely to value high performance
for its potential fulfillment of the need for achievement (Hollenbeck & Klein, 1987). Promotion-
focused employees tend to be less sensitive to resource-losing facets than prevention-focused employ-
ees (Appelt & Higgins, 2010), and promotion-focused ones also tend to perceive higher levels of ben-
efits associated with high job performance.



Wang et al. 389

The results of our study and its implications for future research must be viewed in light of the
study’s limitations. First, our data were collected via self-report, which may result in common method
bias. To reduce common method bias, we applied some procedural remedies suggested by PodsakofT,
MacKenzie, and Podsakoff (2012). In particular, the questionnaires were anonymous and we collected
data at different points in time. We also conducted Harman’s one-factor test to evaluate the extent of
the common method problem (Schaller et al., 2015). In addition, it has been suggested by Schriesheim
and DeNisi (1981) and others that the testing of moderators is, in itself, a partial control for this bias.
Nevertheless, future research should replicate the study using data from different sources to minimize
common method bias.

A second limitation is that we theorized that employees’ evaluation of the benefits of exhibiting a
certain level of job performance tends to differ widely, and we argued that this effect depends upon
their varying psychological bonds to their current occupations and service length. Because we didn’t
actually measure the resources attached to high performance and employees’ evaluation of those
resources, future research is needed that explicitly examines the specific resources generated from task
performance and citizenship behavior.

Finally, we did not obtain enough long-term employees to include the third stage of organizational
tenure. According to a 10-year analysis done by Bureau of Labor Statistics (2016), millennials (aged
25-34) only work with their current employers for an average of 3 years, while employees between the
ages of 55 and 64 have an average organizational tenure of 10.4 years. Thus, future research is needed
on employees in the maintenance stage. Finally, since globalization and economic conditions have
made job hopping a more common phenomenon, it would be interesting to try to determine the inflec-
tion point at which people consider making a move in order to provide suggestions for preperformance
and career path management.

Declaration of Conflicting Interests

The author(s) declared no potential conflicts of interest with respect to the research, authorship, and/or
publication of this article.

Funding

The author(s) disclosed receipt of the following financial support for the research, authorship, and/or
publication of this article: This work was supported by National Natural Science Foundation of China
(Project No. 71373251; No. 71422014).

ORCID iD

Qiong Wang © https://orcid.org/0000-0002-8400-8354
Qingxiong (Derek) Weng © https://orcid.org/0000-0002-5426-6029

Reference

Aiken, L. S., West, S. G., & Reno, R. R. (1991). Multiple regression: Testing and interpreting interactions. Thou-
sand Oaks, CA: Sage.

Appelt, K. C., & Higgins, E. T. (2010). My way: How strategic preferences vary by negotiator role and regulatory
focus. Journal of Experimental Social Psychology, 46, 1138-1142. doi:10.1016/j.jesp.2010.05.010

Aranya, N., Pollock, J., & Amernic, J. (1981). An examination of professional commitment in public accounting.
Accounting, Organizations and Society, 6, 271-280.

Bernaards, C. A., & Sijtsma, K. (2000). Influence of imputation and EM methods on factor analysis when
item nonresponse in questionnaire data is nonignorable. Multivariate Behavioral Research, 35, 321-364.
doi:10.1207/S15327906MBR3503_03

Blau, G. (2003). Testing for a four-dimensional structure of occupational commitment. Journal of Occupational
and Organizational Psychology, 76, 469—488. doi:10.1348/096317903322591596


https://orcid.org/0000-0002-8400-8354
https://orcid.org/0000-0002-8400-8354
https://orcid.org/0000-0002-8400-8354
https://orcid.org/0000-0002-5426-6029
https://orcid.org/0000-0002-5426-6029
https://orcid.org/0000-0002-5426-6029

390 Journal of Career Development 47(4)

Blau, G. (2009). Can a four-dimensional model of occupational commitment help to explain intent to leave one’s
occupation? Career Development International, 14, 116—132.

Blau, P. M. (1964). Exchange and power in social life. Piscataway, NJ: Transaction.

Bureau of Labor Statistics. (2016, September 22). Employee tenure in 2016. Retrieved from https://www.bls.gov/
news.release/tenure.nr0.htm

Chen, X. P., Eberly, M. B., Chiang, T. J., Farh, J. L., & Cheng, B. S. (2014). Affective trust in Chinese leaders:
Linking paternalistic leadership to employee performance. Journal of Management, 40, 796-819. doi:10.1177/
0149206311410604

Chen, Z. X., & Francesco, A. M. (2000). Employee demography, organizational commitment, and turnover
intentions in China: Do cultural differences matter? Human Relations, 53, 869-887. doi:10.1177/
0018726700536005

Chen, Z. X., & Francesco, A. M. (2003). The relationship between the three components of commitment and
employee performance in China. Journal of Vocational Behavior, 62, 490-510. doi:10.1016/S0001-
8791(02)00064-7

Chen, Z. X., Tsui, A. S., & Farh, J. L. (2002). Loyalty to supervisor vs. organizational commitment: Relationships
to employee performance in China. Journal of Occupational and Organizational Psychology, 75, 339-356.
doi:10.1348/096317902320369749

Chiniara, M., & Bentein, K. (2016). Linking servant leadership to individual performance: Differentiating the
mediating role of autonomy, competence and relatedness need satisfaction. The Leadership Quarterly, 27,
124-141. doi:10.1016/j.leaqua.2015.08.004

Cohen, A. (2000). The relationship between commitment forms and work outcomes: A comparison of three mod-
els. Human Relations, 53, 387-417. doi:10.1177/0018726700533005

Cohen, A., & Veled-Hecht, A. (2010). The relationship between organizational socialization and commitment in
the workplace among employees in long-term nursing care facilities. Personnel Review, 39, 537-556. doi:10.
1108/00483481011064136

Cropanzano, R., James, K., & Citera, M. (1993). A goal hierarchy model of personality, motivation, and leader-
ship. Research in Organizational Behavior, 15, 267-267.

Dick, R. V., Becker, T. E., & Meyer, J. P. (2006). Commitment and identification: Forms, foci, and future. Journal
of Organizational Behavior, 27, 545-548. doi:10.1002/job.384

Farh, J. L., & Cheng, B. S. (1997). Modesty bias in self-rating in Taiwan: Impact of item wording, modesty value,
and self-esteem. Chinese Journal of Psychology, 39, 103—118.

Foa, E. B., & Foa, U. G. (1980). Resource theory. In K.J. Gergen, M. S. Greenberg, & R. H. Willis (Eds.), Social
exchange (pp. 77-94). New York, NY: Springer US

Fu, W., & Deshpande, S. P. (2014). The impact of caring climate, job satisfaction, and organizational commitment
on job performance of employees in a China’s insurance company. Journal of Business Ethics, 124, 339-349.
doi:10.1007/s10551-013-1876-y

Goffin, R. D., & Gellatly, I. R. (2001). A multi-rater assessment of organizational commitment: Are self-report
measures biased? Journal of Organizational Behavior, 22, 437—451. doi:10.1002/job.94

Golden, T. D., & Veiga, J. F. (2008). The impact of superior—subordinate relationships on the commitment, job
satisfaction, and performance of virtual workers. The Leadership Quarterly, 19, 77-88. doi:10.1016/j.leaqua.
2007.12.009

Gouldner, A. W. (1960). The norm of reciprocity: A preliminary statement. American Sociological Review,
161-178. doi:10.4135/9781446261095.n22

Hagger, M. S., Wood, C., Stiff, C., & Chatzisarantis, N. L. (2010). Ego depletion and the strength model of self-
control: A meta-analysis. Psychological Bulletin, 136, 495-525. doi:10.1037/a0019486

Helmreich, R. L., Sawin, L. L., & Carsrud, A. L. (1986). The honeymoon effect in job performance: Tem-
poral increases in the predictive power of achievement motivation. Journal of Applied Psychology, 71,
185. doi:10.1037/0021-9010.71.2.185


https://www.bls.gov/news.release/tenure.nr0.htm
https://www.bls.gov/news.release/tenure.nr0.htm

Wang et al. 391

Hobfoll, S. E. (2001). The influence of culture, community, and the nested-self in the stress process: Advancing
conservation of resources theory. Applied Psychology, 50, 337-421. doi:10.1111/1464-0597.00062

Hollenbeck, J. R., & Klein, H. J. (1987). Goal commitment and the goal-setting process: Problems, pros-
pects, and proposals for future research. Journal of Applied Psychology, 72, 212. doi:10.1037/0021-
9010.72.2.212

Huang, X., Shi, K., Zhang, Z., & Cheung, Y. L. (2006). The impact of participative leadership behavior on psy-
chological empowerment and organizational commitment in Chinese state-owned enterprises: The moderating
role of organizational tenure. Asia Pacific Journal of Management, 23, 345-367. doi:10.1007/s10490-006-
9006-3

Jaramillo, F., Mulki, J. P., & Marshall, G. W. (2005). A meta-analysis of the relationship between organizational
commitment and salesperson job performance: 25 years of research. Journal of Business Research, 58,
705-714. doi:10.1016/j.jbusres.2003.10.004

Jones, P. S., Lee, J. W., Phillips, L. R., Zhang, X. E., & Jaceldo, K. B. (2001). An adaptation of Brislin’s trans-
lation model for cross-cultural research. Nursing Research, 50, 300-304.

Kim, H., Kang, D. S., Lee, S. W., & McLean, G. (2016). Career commitment as a mediator between organization-
related variables and motivation for training and turnover intentions. Journal of Career Development, 43,
130-144. doi:10.1177/0894845315584160

Koopman, J., Lanaj, K., & Scott, B. A. (2016). Integrating the bright and dark sides of OCB: A daily investigation
of the benefits and costs of helping others. Academy of Management Journal, 59, 414-435. doi:10.5465/am;.
2014.0262

Lee, K., & Allen, N. J. (2002). Organizational citizenship behavior and workplace deviance: The role of affect and
cognitions. Journal of Applied Psychology, 87, 131. d0i:10.1037/0021-9010.87.1.131

Lee, K., Carswell, J. J., & Allen, N. J. (2000). A meta-analytic review of occupational commitment: Relations
with person-and work-related variables. Journal of Applied Psychology, 85, 799-811. doi:10.1037/0021-
9010.85.5.799

Leroy, H., Palanski, M. E., & Simons, T. (2012). Authentic leadership and behavioral integrity as drivers of fol-
lower commitment and performance. Journal of Business Ethics, 107, 255-264. doi:10.1007/s10551-011-
1036-1

Louis, M. R. (1980). Surprise and sense making: What newcomers experience in entering unfamiliar organiza-
tional settings. Administrative Science Quarterly, 226-251. doi:10.4135/9781446262757.n34

Mathieu, J. E., & Zajac, D. M. (1990). A review and meta-analysis of the antecedents, correlates, and conse-
quences of organizational commitment. Psychological Bulletin, 108, 171. doi:10.1037/0033-2909.108.2.171

McEnrue, M. P. (1988). Length of experience and the performance of managers in the establishment phase of their
careers. Academy of Management Journal, 31, 175-185.

Meyer, J. P., & Allen, N. J. (1984). Testing the “side-bet theory’ of organizational commitment: Some methodo-
logical considerations. Journal of Applied Psychology, 69, 372. doi:10.1037/0021-9010.69.3.372

Meyer, J. P., Allen, N. J., & Smith, C. A. (1993). Commitment to organizations and occupations: Extension and
test of a three-component conceptualization. Journal of Applied Psychology, 78, 538. d0i:10.1037/0021-9010.
78.4.538

Meyer, J. P., Becker, T. E., & Vandenberghe, C. (2004). Employee commitment and motivation: A conceptual
analysis and integrative model. Journal of Applied Psychology, 89, 991. doi:10.1037/0021-9010.89.6.991

Morrow, P. C., & McElroy, J. C. (1987). Work commitment and job satisfaction over three career stages. Journal
of Vocational Behavior, 30, 330-346.

Nevis, E. C. (1983). Using an American perspective in understanding another culture: Toward a hierarchy of
needs for the People’s Republic of China. Journal of Applied Behavioral Science, 19, 249-264. doi:10.
1177/002188638301900304

Newman, A., Thanacoody, R., & Hui, W. (2011). The impact of employee perceptions of training on organiza-
tional commitment and turnover intentions: A study of multinationals in the Chinese service sector. The Inter-
national Journal of Human Resource Management, 22, 1765-1787. doi:10.1080/09585192.2011.565667



392 Journal of Career Development 47(4)

Ng, T. W., & Feldman, D. C. (2011). Affective organizational commitment and citizenship behavior: Linear and
non-linear moderating effects of organizational tenure. Journal of Vocational Behavior, 79, 528-537. doi:10.
1016/j.jvb.2011.03.006

Ng, T. W., & Feldman, D. C. (2012). Employee voice behavior: A meta-analytic test of the conservation of
resources framework. Journal of Organizational Behavior, 33, 216-234. doi:10.1002/job.754

Organ, D. W. (1988). Organizational citizenship behavior: The good soldier syndrome. Lexington, MA: Lexing-
ton Books/DC Heath and Com.

Piccolo, R. F., & Colquitt, J. A. (2006). Transformational leadership and job behaviors: The mediating role of core
job characteristics. Academy of Management Journal, 49, 327-340. doi:10.5465/AMJ.2006.20786079

Pierce, J. L., & Gardner, D. G. (2004). Self-esteem within the work and organizational context: A review of
the organization-based self-esteem literature. Journal of Management, 30, 591-622. doi:10.1016/j.jm.
2003.10.001

Podsakoff, P. M., MacKenzie, S. B., & Podsakoff, N. P. (2012). Sources of method bias in social science research
and recommendations on how to control it. Annual Review of Psychology, 63, 539-569. doi:10.1146/annurev-
psych-120710-100452

Preacher, K. J., Curran, P. J., & Bauer, D. J. (2006). Computational tools for probing interactions in multiple linear
regression, multilevel modeling, and latent curve analysis. Journal of Educational and Behavioral Statistics,
31, 437-448. doi:10.3102/10769986031004437

Riketta, M. (2002). Attitudinal organizational commitment and job performance: A meta-analysis. Journal of
Organizational Behavior, 23, 257-266. doi:10.1002/job.141

Rosso, B. D., Dekas, K. H., & Wrzesniewski, A. (2010). On the meaning of work: A theoretical integration and
review. Research in Organizational Behavior, 30, 91-127. do0i:10.1016/j.ri0b.2010.09.001

Schaller, T. K., Patil, A., & Malhotra, N. K. (2015). Alternative techniques for assessing common method
variance: An analysis of the theory of planned behavior research. Organizational Research Methods, 18,
177-206. doi:10.1177/1094428114554398

Schriesheim, C. A., & DeNisi, A. S. (1981). Task dimensions as moderators of the effects of instrumental lead-
ership: A two-sample replicated test of path—goal leadership theory. Journal of Applied Psychology, 66, 589.
doi:10.1037//0021-9010.66.5.589

Shore, L. M., Tetrick, L. E., Lynch, P., & Barksdale, K. (2006). Social and economic exchange: Construct devel-
opment and validation. Journal of Applied Social Psychology, 36, 837-867. doi:10.1111/j.0021-9029.2006.
00046.x

Sparrow, P. R., & Davies, D. R. (1988). Effects of age, tenure, training, and job complexity on technical perfor-
mance. Psychology and Aging, 3, 307. doi:10.1037/0882-7974.3.3.307

Vandenberg, R. J., & Scarpello, V. (1994). A longitudinal assessment of the determinant relationship between
employee commitments to the occupation and the organization. Journal of Organizational Behavior, 15,
535-547. doi:10.1002/j0b.4030150605

Wagner, J. A., & Gooding, R. Z. (1987). Shared influence and organizational behavior: A meta-analysis of situa-
tional variables expected to moderate participation-outcome relationships. Academy of Management Journal,
30, 524-541. doi:10.2307/256012

Wasti, S. A., Peterson, M. F., Breitsohl, H., Cohen, A., Jorgensen, F., Aguiar Rodrigues, A. C., ... Xu, X. (2016).
Location, location, location: Contextualizing workplace commitment. Journal of Organizational Behavior, 37,
613-632. doi:10.1002/j0b.2094

Weng, Q., & McElroy, J. C. (2012). Organizational career growth, affective occupational commitment and turn-
over intentions. Journal of Vocational Behavior, 80, 256-265. doi:10.1016/j.jvb.2012.01.014

Weng, Q., McElroy, J. C., Morrow, P. C., & Liu, R. (2010). The relationship between career growth and organi-
zational commitment. Journal of Vocational Behavior, 77, 391-400. doi:10.1016/j.jvb.2010.05.003

Williams, L. J., & Anderson, S. E. (1991). Job satisfaction and organizational commitment as predictors of
organizational citizenship and in-role behaviors. Journal of Management, 17, 601-617. doi:10.1177/
014920639101700305



Wang et al. 393

Wright, T. A., & Bonett, D. G. (2002). The moderating effects of employee tenure on the relation between orga-
nizational commitment and job performance: A meta-analysis. Journal of Applied Psychology, 87, 1183. doi:
10.1037//0021-9010.87.6.1183

Wright, T. A., & Bonnet, D. G. (1997a). The contribution of burnout to work performance. Journal of Organiza-
tional Behaviour, 18, 491-499. doi:10.1002/ (SICI) 1099-1379(199709)18:53.0.CO;2-1

Yalabik, Z. Y., Swart, J., Kinnie, N., & Van Rossenberg, Y. (2017). Multiple foci of commitment and intention to
quit in knowledge-intensive organizations (KIOs): What makes professionals leave? The International Journal
of Human Resource Management, 28, 417-447. doi:10.1080/09585192.2016.1244918

Author Biographies

Qiong Wang is currently a PhD student in the School of Management at University of Science and Technology of
China. Her research interests include occupational commitment, organizational commitment, job performance,
and organizational citizenship behavior. In her leisure time, she enjoys jogging and traveling.

Qingxiong (Derek) Weng, PhD, is a professor at School of Management, University of Science and Technology
of China and an associate editor of Journal of Vocational Behavior. He received his PhD in Huazhong University
of Science and Technology and then worked as a postdoc fellow at Ghent University and University of Queens-
land. His areas of interest include vocational behavior, career development, personality, selection, emotion, and
leadership. Outside of academia, he enjoys reading.

Yifan Jiang receives his bachelor’s degree in Shanghai Ocean University, and he is currently a PhD student in the
School of Management at the University of Science and Technology of China. His research interests include per-
sonality at work, situation strength, and work family interface. In his personal time, he enjoys music and workout.




<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Gray Gamma 2.2)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.3
  /CompressObjects /Off
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.1000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams true
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness false
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Remove
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages false
  /ColorImageMinResolution 266
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Average
  /ColorImageResolution 175
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50286
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.40
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.76
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages false
  /GrayImageMinResolution 266
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Average
  /GrayImageResolution 175
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50286
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.40
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.76
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages false
  /MonoImageMinResolution 900
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Average
  /MonoImageResolution 175
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50286
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox false
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile (U.S. Web Coated \050SWOP\051 v2)
  /PDFXOutputConditionIdentifier (CGATS TR 001)
  /PDFXOutputCondition ()
  /PDFXRegistryName (http://www.color.org)
  /PDFXTrapped /Unknown

  /CreateJDFFile false
  /Description <<
    /ENU <>
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AllowImageBreaks true
      /AllowTableBreaks true
      /ExpandPage false
      /HonorBaseURL true
      /HonorRolloverEffect false
      /IgnoreHTMLPageBreaks false
      /IncludeHeaderFooter false
      /MarginOffset [
        0
        0
        0
        0
      ]
      /MetadataAuthor ()
      /MetadataKeywords ()
      /MetadataSubject ()
      /MetadataTitle ()
      /MetricPageSize [
        0
        0
      ]
      /MetricUnit /inch
      /MobileCompatible 0
      /Namespace [
        (Adobe)
        (GoLive)
        (8.0)
      ]
      /OpenZoomToHTMLFontSize false
      /PageOrientation /Portrait
      /RemoveBackground false
      /ShrinkContent true
      /TreatColorsAs /MainMonitorColors
      /UseEmbeddedProfiles false
      /UseHTMLTitleAsMetadata true
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /BleedOffset [
        9
        9
        9
        9
      ]
      /ConvertColors /ConvertToRGB
      /DestinationProfileName (sRGB IEC61966-2.1)
      /DestinationProfileSelector /UseName
      /Downsample16BitImages true
      /FlattenerPreset <<
        /ClipComplexRegions true
        /ConvertStrokesToOutlines false
        /ConvertTextToOutlines false
        /GradientResolution 300
        /LineArtTextResolution 1200
        /PresetName ([High Resolution])
        /PresetSelector /HighResolution
        /RasterVectorBalance 1
      >>
      /FormElements true
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles true
      /MarksOffset 9
      /MarksWeight 0.125000
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PageMarksFile /RomanDefault
      /PreserveEditing true
      /UntaggedCMYKHandling /UseDocumentProfile
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
  /SyntheticBoldness 1.000000
>> setdistillerparams
<<
  /HWResolution [288 288]
  /PageSize [612.000 792.000]
>> setpagedevice


