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Abstract

The objective of this sudy was to confirm the multidimensiondity of varsity ahletes commitment in
NCAA Divison | and Divison Il. A secondary purpose of this sudy was to examine the differences of
commitment between Divison | and Divison Il varsty sudent ahletes The ingrument by Turner
(2001) wes revised in order to messure tha commitment. The scde condsted of four bases of
commitment induding Affective Commitment (AC), Normetive Commitment (NC), Continuance
Commitment-High Sacrifice (CC-HiSc), and Continuance Commitment-Low Alternative (CC-LOAIt). A
totd of two hundred thirty five (235) varsity athletes in Divison | and Il participated in the survey. A
Confirmatory Factor Andyss (CFA) wes conducted to access the messurement modd of ahletes
commitment and a multivariade andyds of vaiance (MANOVA) was conducted to investigate the
differences of commitment between Division | and Divison Il varsty sudent athletes. The CFA results
indicated that the overdl fit of the four bases measurement modd was adequate. Overdl, MANOVA
was ddidicdly dgnificat. In a fdlow-up univariate tedt, there were dgnificant differences in the
“Affective” “Normetive’ and CC.LOAIt" bases. Divison | vasty ahlees were more committed to
“Affective’ and “Normative’ factors, while “CC.LOAIt” was a more important commitment for Divison

Il varsty ahletes.
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Introduction

Intercollegiate athletic programs not only have
become an integra part of universities, but they dso
have evolved into a multibillion-dollar business
(Weight, Jensen, & Osborne, 2020). Although 4l
collegiate sports do not create economic profits, the
many other benefits to colleges have far-reaching
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implications for students, faculty and the community.
Athletic programs encourage school spirit, drive
enrollment, srengthen bonds between the university and
community, and heighten ingtitutiona reputations, often
resulting in podtive media atention (Vanover &
DeBowes, 2013). The success of intercollegiate athletics
has aso been consdered a crucial communication tool
that enhances an ingtitution’s publicity and university
profile and increases private giving by aumni and
community donors (Koo & Dittmore, 2014).

Even though the commercidization of collegiate
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athletics has been criticized, the economic power of
college ahletics continues to grow (Turner &
Chelladurai, 2005). Athletes are primary sources of
collegiate athletic programs and their performance
directly influences the success of athletic programs.
Raedeke (1997) dtressed thet the core dement of athletes
is ther peformance and qudified athletes
organizational commitment is a mgjor concern for
adminigrators. Therefore, understanding of the attitude
of athletes is criticad in that it directly rdates to the
effectiveness of ther team and human resource
management. From an  organizationa  behavior
perspective, employees are usualy committed to an
organization when there are postive works assgned and
it (an organizatina) has an attractive organizationa
environment (Safa, Ali, & Ismail, 2018). This concept
is smilar to Meyer and Allen (1991) who attests that
affective organizationd commitment is defined by three
major features. identification (eg., confidence and
recognition of the organization's goas and values),
involvement (eg., efforts to accomplish the
organization's am) and emotiona bond (eg., the desire
to remain an organizationa member).

Many studies on athlete's commitment have been
conducted for intercollegiate coaches (Chellradurai &
Ogasawara, 2002; Cunnighan & Sagas, 2004; Turner
& Chdladurai, 2005), however, there is little study
about the organizationd commitment of varsity athletes
in the NCAA. Many researchers have examined the
relationship between organizationa commitment and
other possble variables, such as persond characteridtics,
job satisfaction, performance and turnover intention
(McGee & Ford, 1987; Jaros, 1995; Hackett et d., 1994;
Somers, 1993; Meyer & Allen, 1997; Cuskdly e d.,
1998; Safa, Ali, & lsmail, 2018; Robinson, Magnusen,
& Kim, 2019). In addition, dthough the four bases
commitment modd has been proposed as an dternative
againg the shortcomings of Meyer and Allen’s (1991)
three-component commitment modd, few studies have
been conducted by using the four bases commitment
modd. Specifically, continuance commitment has been

developed in darifying the meanings of two seperate
components, however, a generdly accepted model of
continuance commitment has yet to emerge in sport
related research. Much of disagreement about the
multiple continuance dimensions for the meaning of
continuance commitment is gill tracegble to definitiona
and measurement problems. In spite of incressed
significance to measure continuance commitment,
limited research has tried to address this issue. It has
been considered that previous perspectives were not
inclusve of al that was meant by continuance
commitment and that one view was not likely to
recognize as correct, given that this sudy can contribute
to acquire more comprehensive understanding of
continuance commitment in sport setting.

Therefore, the purpose of this sudy was to confirm
the multidimensonality of athletes commitment in
NCAA Divison | and Divison Il ahletics. In addition,
this study investigated the differences of commitment
between Divison | and Divison Il athletes.

Review of Literature

Side-Bet Theory

The research studies of organizational commitment
have extensvely been developed based on Becker's
(1960) Side-Bet Theory. Becker's interest was in why
a person performs a consistent behavior. He focused
on extraneous interests, which are the consequences of
participating in a social group, including such factors
as money, time, effort, reward and connection with the
organization. Becker bdieved that “commitment comes
into being when a person, by making a side bet, links
extraneous interests with a consistent line of activity”
(p. 32). The Sde bets can be categorized as contribution
to penson plans, development of organizationd specific
skills or gtatus, or use of organizationd benefits (Meyer
& Allen, 1984). For example, an employee may not
leave hisher company in spite of an offer of better
income by another company because the employee may



Measuring organizational commitment of varsity athletes in NCAA 19

want to receive the company’s pension.

Even though Side-Bet Theory has contributed to
conceptudizing organizationd commitment, criticisms
have emerged. Walace (1997) defined side-bets as
“anything of importance that an employee has invested,
such as time, effort or money that would be lost or
devalued at some cost to the employee, if he or she
left the organization” (p. 728). Based on this
conceptudization, Wallace criticized that Sde-Bet
Theory did not explicitly define commitment. Another
important criticism from Cohen and Gattiker (1992)
came from a metaandysis of 50 studies using the
Sde-bet theory, dating that side-bet indexes do not
explain the dgnificant amount of variance in
organizationa commitment. They stated that “sde-bet
indexes appear to have a stronger effect when it tries
to predict caculative commitment than did either
vaue-mora commitment or the 15 item overdl
commitment questionnaire” (p. 449).

Organizational Commitment as the Affective
Outcome

Commitment is conddered a criticd dement that
determines the success of an organization. Brantley (1993)
mentioned thet organizational commitment is a vitd factor
in any effective organization and is crucid in achieving
human resource capabilities. The dgnificance  of
commitment results from enhancing an organizaion's
achievement, productivity, and effectiveness (Alrowwad,
Almgdi, Masddeh, & Obeida, 2019). According to
Singh and Gupta (2015) commitment can be defined as
the attachment, identification, or loydty to the entity.
Organizationa commitment refers to “the strength of an
individud’s identification with and involvement in a
paticular organization” (Porter, Steer, Mowday, &
Boulian, 1974, p. 604). Many researchers have had
different views regarding organizationd commitment
concerning afective and behavior outcomes. For exanple,
it has been found that organizationd commitment is
rdated to an employee’s age and tenure within an

organization, but inversdy rdaed to education. (Mowday,
Porter, & Seer, 1982). In addition, the outcomes of
organizetiona commitment are postulated as behavior and
behaviord intentions such as job-performance including
absentediam, tardiness and turnover or turnover intention
(Mowday e d., 1982). According to Mayer and Allen
(1997), employees who ae more committed have
characterigtics such as higher job performance, higher
organizationa citizenship, more ethica behavior, less
dress, less job digpleasure and a diminished intent to
leave. More recent research by Clunggton (2000) indicated
that commitment partidly mediates the rdaionship
between job satisfaction and turnover intention.

Few dudies have been conducted in the area of
intercollegiate ahletes, dthough studies of organizationd
commitment have developed numerous conceptudizations
and a ddfinition of organizationd commitment over the lagt
40 years (Meyer & Allen, 1997). Smilar to ressarch reqults
to other fidds, sport rdated research dso showed tha the
organizationd commitment relates to other employee
outcomes. For example, Cuskdly (1995) tried to examine
the rdationship commitment and group-leved processes and
reported a link between organizationd commitment and
committee functioning's five dimendons: decision-process,
coheson, conflict  resolution,  receptiveness  and
homogeneity. Kim, Hong, Magnusen and Rhee (2020)
conducted a cross-culturd study on athletic commitment
and found that both abusve and supportive leadership
donificantly related to athletic commitment through
interactiond judtice Wintergein (1998) invedtigated the
commitment of head athletic trainers, and the techniques
to describe the head ahletic trainer’s commitment to the
organization. He found that continuing commitment were
dgnificantly lower than the affective and normetive
commitment. In addition, results showed Divison | and
Divison Il head ahltic trainers demongrated higher levds
of normetive commitment to their ahletic departments and
afective and normative commitment to their co-workers
than their Divison Il head athletic trainers. Moreover,
Turner and Chdlladural (2005) suggested that continuance
commitment LOAlIt weas podtively corrdated  with
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intertions to leave the organization.

Overview of Organizational Commitment
Scale

Previous research has supported organizationa
commitment as a one-dimensiona construct: conceptud
discussions about definitions, types of and importance
of  organizationd  commitment in  different
organizationa settings (Palupi, Cahjono, & Satyawati,
2017; Yang & We, 2018). The Organizationa
Commitment Questionnaire (OCQ) by Porter, Steer,
Mowday, and Boulian (1974) has been the mogt utilized
tool to measure organizationa commitment (Clugston,
Howdl, & Dorfman, 2000). The OCQ measures an
individua’s affective commitment to the organization
(Becker, 1992; Hunt & Morgan, 1994; O'Rellly &
Chatman, 1986). However, the OCQ has limitations
in regards to the theoretica research of employee
commitment because individuas make different
commitments to their organizations than they do to their
upervisors or peers (Reichers, 1985). Becker's (1992)
test about Reichers suggestion indicates that individud
measures of commitment across multiple bases foci
accounted for a unique variance in key dependent
variables. Hunt and Morgan (1994) confirmed Becker's
research. Moreover, Becker e d. (1996) confirmed
again that there are digtinctions between various
commitment types employees meke to their
organization, supervisor, and peers.

Meyer and Allen (1991) developed a three-component
organizationd commitment ingrument induding affective,
continuance, and normative commitment. According to
Meyer and Allen, eech of the three bases of commitment
were dso affected by differet classes of antecedents.
A direct effect on affective commitment could include
work experience and persond characterigtics. The cost
related to leave the organization could affect continuance
commitment. The socid and cultura orientations of each
employee could affect the normative commitment. Based
on previous research (Meyer & Allen, 1997; Jackson,

Gucciardi, & Dimmock, 2014) developed a commitment
indrument to examine dfective, normetive and
continuance commitment with their coach, and to assess
ahletes commitment to ther teams.

Even though Meyer and Allen’s three-component
model is mogt often used, many researchers argue that
continuance commitment is comprised of two separate
dimendons (Hackett e d., 1994; McGee & Ford, 1987;
Meyer & Allen, 1997; Somers, 1993). The two separate
dimensions in commitment scale include CC:LoAIt
(continuance commitment-low number of alternatives)
and CC:HiSac (continuance commitment-high persona
sacrifice). CC:LoAIt and CC:HiSac will be discussed
below in detail.

Four bases model of

commitment

organizational

Organizationd commitment has been a complex
multidimendond condruct to define (Hackett & Lagpiere,
2001; Shagholi, Zabihi, Atefi, & Moayedi, 2011).
Conceptudization of Meyer and Allen (1984) began by
categorizing organizational commitment as two different
factors affective and continuance commitment. After
continuous empirica research, they inserted normative
commitment into their conceptudization of organizationd
commitment (Meyer & Allen, 1991). Consequently, they
divided organizationd commitment into three separate
dimensions. affective, normative, and continuance.

Affective commitment refers to “the employee's
emotional  attachment to identification with, and
involvement in the organization. Employees with a
grong affective commitment continue employment in the
organizetion because they want to do so” (p. 67). For
example, the degree to which an employee' s vaues and
gods pardld with the organizations is hypothesized to
influence directly the employee's desire to stay in the
organization.

Normative commitment refers to “the employee's
feding of obligaion to continue employment.
Employees with a high level of normative commitment
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fed that they ought to remain with the organization”
(Meyer & Allen, 1991, p. 67). For example, when
employees have duty that ought to stay their
organization, employees have normative commitment.

Continuance commitment refers to “awareness of the
costs associated with leaving the organization.
Employees whose primary link to the organization is
based on continuance commitment remain because they
need to do 0" (Meyer & Allen, 1991, p. 67). For
example, when employees worry about a dearth of
aternative jobs opportunities, employees tend to stay
with their organization.

Basad on this conceptudization, Meyer and Allen
deveoped an ingrument to measure three dimensions of
organizetiond  commitment. Even though  this
three-component ingrument is often used today, there has
been criticism of the three-component modd. Many
dudies indicate that the continuance commitment wes
divided into two different factors (Heckett et d., 1994;
McGee & Ford, 1987, Meyer & Allen, 1997; Somers,
1993). In sport rdated literature, Turner (2005) confirmed
in his research regarding organizationa commitment thet
continuance commitment could be gplit into two
dimengons. He modified Meyer and Allen's (1991)
continuance commitment into two seperate concepts and
found continuance commitment consists of two seperate
components. Two separate dimensions in the continuance
commitment scde incdudes CC:LoAlt (Continuance
commitment-low number of dternatives) and CC:HiSac
(Continuance  commitment-high  persond  sacrifice).
CC.LOoAlt is defined as a percaived lack of other varidble
employment opportunities, while CC:HiSac is defined as
a loss by leaving the organization. For example, a Sudent
athlete may hedtate to transfer hisher dream school to
play because he/she will not be guaranteed to secure a
scholarship  opportunity, which current school has
provided. In this case, CC:HiSac can be applied. On the
other hand, if a student ahlete has no options to transfer
even though he/she does nat wart to play in current schoal
CC.LoAlt is conceptudly gppropriate. In conclusion, a
modified four-dimensond scde indudes (1) Affective

commitment, (2) Normative commitment, (3) Continuance
commitment-Low number of dterndives, and (4)
Continuance commitment-High persond sacrifice.

The Level of Division in NCAA

The Intercollegiate Athletic Association of the United
States, now known as the National Collegiate Athletic
Asodiation (NCAA), formed in 1906. The NCAA is an
organization dedicated to the well-being and success of
sudent-athletes. Membership to the NCAA was divided
into three divisions for competition and legidative
purposes in 1973 and the indusion of women's athletics
in the 1980s was aso dructured into the NCAA
(Nationd Collegiate Athletic Association, 2010).

The NCAA is comprised of nearly hdf of a million
Sudent-athletes, 19,500 teams, and 52,500 organizers and
coaches. The NCAA is divided into Divisons I, Il and
I11. Divison | is the mogt competitive leve of athletics.
Division | member indtitutions have to sponsor e least
seven sports for men and seven for women (or six for
men and eight for women) with two team sports for each
gender. Divison | schools must mest minimum financid
ad awards for ther athletic programs. There dso are
maximum financid aid awards for each sport (ncaa.org).

Division Il is the second tier and have to sponsor
a least five sports for men and five for women, (or
four for men and six for women), with two team sports
for each gender, and each playing season represented
by each gender. Divison Il schoals typicaly offer their
students a good balance between competitive sporting
events, community engagement, and academics.
Approximately 62 percent of students at Division Il
schools receive some type of academic, athletic or
need-based financid ad. There are maximum financia
ad awards for each sport that a Divison |l school must
not exceed. Divison Il teams usualy feature a number
of loca or in-gtate student-athletes. Many Division Il
student-athletes pay for school through a combination
of scholarship money, grants, student loans and
employment earnings. Divison |l ahletic programs are
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a pat of the inditution's budget like other academic
departments (ncaa.org).

Research Hypotheses

Hypothesis 1: The bases of commitment for college
sudent athletes include affective commitment,
normetive commitment, continuance commitment—high
persona sacrifice, and continuance commitment-low
number of aternatives.

Hypothesis 2: There are differences in the affective
commitment between Divison | and Division |l
athletes.

Hypothesis 3: There are differences in the normetive
commitment between Divison | and Divison Il
athletes.

Hypothess 4: There ae differences in the
continuance  commitment-high  persond  sacrifice
between Divison | and Divison Il athletes.

Hypothesis 5: There are differences in continuance

Table 1. Demographic Characteristics

commitment-lov  number of dternatives between
Divison | and Division |l athletes.

Methods

Participants

A convenience sampling technique was used to sdect
subjects for the study. The sample consisted of 235
varsity athletes in NCAA Division | and Il schools in
the U.S (Divison I: 127; Divison II: 108). The authors
utilized persond contacts to obtain a sample of varsity
ahletes from four different DIl ingtitutions and three
separate DI indtitutions. With the permission of the
coaches for an online survey, an invitation email was
sent to all varsty athletes a each indtitution. The
participants were assured that dl information gathered
would be held confidentia, presented in group form and
only used in this study. The invitation email included
an informed consent statement and a link to the survey
ingrument. A reminder emaill was sent to each

Demographic Information Classification grvei“gg) Percent (%)
Cender 11 51.49
Femde 114 4851
Caucadan 111 47.23
African American 93 3957
Race Hispanic 17 723
Asan 9 383
Other 5 213
Freshmen 45 19.15
Sophomore 52 2213
Academic Class Junior 62 26.38
Senior 55 2340
Graduate 21 8H4
7 298
Athletic Aid Yes, patid ad 152 64.68

Yes, full ad 76 3234
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student-athlete approximatdy three weeks following the
initid invitation. A totd of 883 varsty athletes invited
to participate and 235 varsty athletes responded. A
survey response rate for this study was 26.61%.
With respect to gender, 121 of the respondents
identified as mde (51.49%) and 114 identified as femde
(48.51%). In terms of race, 111 respondents (47.23%)
were Caucasian, 93 (39.57%) were Black, 17 were
Hispanic (7.23%), and 9 (3.83%) were Asian. With
regard to academic dass, junior (26.38%) were the most
frequent responders. Freshmen made up 19.15% and
22.13% were sophomore. Senior represented 23.40%
and graduate students accounted for 8.94%. While only
seven athletes (2.98%) responded they do not have
ahletic aid, 228 respondents answered they have partid
ad (64.68%) or full aid (32.34%) (see Table 1).

Instrumentation

In order to measure organizational commitment of
varsty ahletes in NCAA Divison | and 1l, a four bases
12-item scde from Turner (2001) was modified. Exigting
scales were modified and some words and phrases were
modified. A pand of experts was asked to examine
thoroughly the questionnaires for content vadidity. A
pand of experts included sport management professors
(n=3), current college coaches (n=3), and individuas
who had conducted research on organizationd
commitment in sports (n=3). The find scde indudes the
four bases of commitment: (a) affective commitment (3
items), (b) normetive commitment (3 items), (C)
continuance commitment—high persona  sacrifice (3
items), and (d) continuance commitment-ow number of
dternative (3 items). These items were modified to fit
vardty ahletes in college. The respondents were asked
to indicate their levd of agreement with each of the 12
items on a Likert scale, ranging from 1 (strongly
disagree) to 5 (strongly agree). The reliability estimates
(Chronbach’s dpha) for these four bases were .81, .88,
75, and .72, respectivdy and dl values exceeded

Nunnally’s (1978) criteria of .70.

Data Analysis

The data were andyzed using the Statistical Package
for the Socid Science (SPSSPC) and Andysis of
Moment Structures (AMOS). In order to assess
psychometric properties of the measures, confirmatory
factor andyses (CFA) were conducted using the
computer program Anaysis of Moment Structures
(AMQS). In addition, a multivariste andlyss of variance
(MANOVA) was conducted to investigate the
differences of commitment between Divison | and
Divison Il varsity athletes.

Results

Multivariate Normality, Correlation, and
Rank Order

Skewness and Kurtosis datistics were analyzed to
determine normd digtribution of data Based on Kling's
criteria (1998), data with absolute vaues in a univariate
skewness index greater than 3.0 were conddered to be
extremely skewed. In addition, his criteria showed that
absolute vaues of the univariate kurtoss index over 8.0
gopear to be extreme kurtoss. All skewness and kurtosis
values ranged from -1.492 to 2.227. Based on Kling's
guideline, it was assumed that dl variables in the data
st achieved multivariste normality.

The corrdation vaues among dl variables were
sgnificantly corrdaed but they were distinct, indicating
that there did not exist dgnificant leves of
multicollinesity because the corrdation value between
variables was less than .85 (Kling, 1998). The most
important commitment of vargty ahletes was “Affective’
(M = 4.21) followed by “Normetive’ (M = 3.93),
“Continuance commitment-low number of dternatives’
(M = 3.38) and “Continuance commitment-high sacrifice’
(M = 256). All mean comparisons were deidicdly
dgnificant (p < .05) (see Table 2).
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Table 2. Rank Order of Varsity Athletes’ Commitment

Table 3. Correlations among Four Bases

Factor N M SD
1. Affective
o 235 42 ™
2. Normative
o 25 393 782
3. Continuence 25 338 871

Commitment-LoAlt

4. Continuance
Commitment-HiSac

Confirmatory Factor Analysis

The fird research quegtion investigated whether the beses
of commitment for intercdllegiate ahletes indude afective
commitment, normetive  commitment,  continuance
commitment-high persond saxifice (CCHiSx), ad
continuance  commitment-low  number  of  dterndives
(CCLOAI). The reaults of the messurement modds are
reported in Table 4. The overdl fit indices for the CFA
reveded that the measurement modd fits the data well,
showing thet the measurement modd adeguiatdy accounted
for the covariance metrices of the data from the sanmple
The four-beses (effective, normeive,  continuance-high
sacrifice and continuance-low number of dterndtives) CFA
modd for athletes commitment hed 59 degrees of fresdom
Reauits of the modd fit indicated an acceptable modd fit
O/ [59] = 1553722, p < .05 )/ /df = 250, CA = 98;
ANA = .63 and RVMSEA = .064). All of the modd fit indices
were satisfactory within the recommended threshalds.

As shown in Table 4, adl sandardized loadings were
raively high, ranging from .719 to .911 and gaigticdly
sgnificant, indicating convergent vaidity for the four
bases CFA model of varsity athletes commitment. The
vaue of average variance extracted (AVE) ranged from
58 to .74 and dl exceeded the criteria of .50 by Forndl
and Larker (1981). For discriminant vdidity, the
esimated corrdations between the four bases were from
301 to .638 (see Table 3), which is less than the

Affective Normative CC-HiSxc CC-LoAlt

Affective 1

Normetive — .429* 1

CC-HiSac .638* .301* 1

CC-LoAlt 542+ A485* 521* 1

* Corrdation is sgnificant & the .05 leve (2-tailed)

recommended vaue of .85 (Kling, 1998).

MANOVA

The second, third, fourth and fifth research
hypotheses examine whether there are any differences
between Divison | and Divison Il ahlete's
commitment depending on the four bases? The results
of the Levene test indicated that the assumption of
homescedadticity between groups was satisfactory (F =
746, p = .387). The interaction of Divison | and
Division Il on the bases of the athletes commitment
was dgnificant (Wilks 3 = .730, F = 3202, p = .041).
In a follow-up univariate test, there were significant
commitment differences in “Affective)” “Normative’
and CC:LoAIt" bases. Divison | athletes were more
committed to their ingtitutions due to “Affective” (F =
9514, p = .003) and “Normative’ (F = 8382, p = .007)
reasons, while “CC:LOAIt” (F = 7.991, p = .013) was
a more important commitment for Division Il athletes.
There was no dgnificant reationship on “CC:HiSac”
for Divison | and Il (see Table 5).

Discussion and Conclusion

This study supported a four bases measurement
model, including CC:HiSac and CC.LoAIlt for vardty
ahletes commitment. In spite of the smilar
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Table 4. Results of the CFA: Item Loading (B), Standard Errors (SE), t-values (t), and Average Variance Extracted (AVE)

Subscde B SE ¢ AVE
Affective 71
| do not fed emotiondly atached to my universty (R) .770 115 10512
My universty has a grest ded of persond meaning for me 827 091 10.190
| do fed a dtrong of loydty to my university 775 126 10.185
Normetive 58
My univerdty deserves my loydty 891 .049 19.549
| owe a gret ded to my universty o1 .081 15970
| would not leave my university right now because | have a sene
of obligation to the people a it 777 082 15430
Continuance-HiSac 74
It would be very had for me to trandfer from my university right 817 068 14168
now, even if | wanted to
Too much of rw Ilfg would be disrupted if | decided to trander 79 o 14.788
from my university right now
If | had not dready invested so much of mysdf into my university,
| might consider playing dsawhere 113 105 13922
Continuance-LoAlt 63
Right now, staying a my university is a matter of necessity as
o desire 719 .00 13.105
I bdlg/e that | have too few options to condder trandferring from 8 088 13396
my university
Ore of the few negative consequences of trandfearring from my 811 120 14971

universty would be the scarcity of avalable dternatives

Table 5. MANOVA Results

Divison | Divison I
Factors (n=127) (n=108) F  Sg
Meen (SD)  Mean (SD)
1. Affective 452 (81) 376 (71) 9514 .003
2 Nomaive 411 (80) 368 (82) 8382 .007
3 CCHiSx 266 (75 244 (69) 0158 .661
4 CCLOAIt 298 (80) 357 (80) 7991 .013

characteristics of CC:HiSac and CC:LOoAlt, the results
satisfied the congtruct and discriminant vdidity. To
support this result, it can be discussed that NCAA
Division | and Il athletes had two different kinds of
continuance commitment. In other words, athletes can
be both committed due to a low number of dterndive
college opportunities and high persona sacrifice in
quitting the current school (i.e, scholarship, playing
time).

By conducting an empirica analysis, the results of
this study demongrated that these four congtructs fit the
data fairly wel, indicating that the measurements are
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psychometricaly sound and appropriate for representing
the concepts. Although the four bases commitment
modd was acceptable for vargty ahletes, it is expected
that other researchers may express a variety of views
about the sub-dimensions and primary dimensions of
athletes commitment. This study has confirmed the
conceptud validity of the four bases commitment
model, including two separate  continuance
commitments. It is believed that the current study has
added important implications to this area of study.
In addition, MANOVA was conducted to test the
differences of organizationd commitment between
Divison | and Divison Il varsity athletes. The results
indicated that there were datigticaly dSgnificant
differences in  “Affective” “Normaive’ and
“CC:LoAIt" commitment. Divison | athletes were more
committed than in Divison Il to their institutdue to
“Affective’ and “Normative’ factors. Divison |l
athletes were more committed for “CC:LOAIt” reasons.
However, there was no datigticdly dSgnificant
difference in “CC:HiSac” factors. Based on results of
these differences, it might be said thet Divison | ahletes
were more committed than Division Il athletes due to
an emoationa attachment to indtitutions. In other words,
they appreciate the inditution's vaues more and are
willing to remain a their schools since they were highly
recruited. On the other hand, Division Il athletes were
more committed to their inditutions due to “CC:LoAlt.”
Division Il athletes tend to remain at their ingtitutions
due to a perceved lack of other opportunities. The
reliable and valid commitment scale developed for the
study may serve as a valuable tool in understanding
collegiate athletes, which will provide administrators
with a basis for the existing commitment base.
Athletes are an integrd part of collegiate athletic
programs and their performance impacts economic and
non-economic revenues. Improving varsty athletes
organizationa commitment is usualy a mgjor concern
for ahletic departments because it directly relates to the
effectiveness of their team and the reputation of the
ingtitution. Therefore, a clear understanding of the

dynamics of an ahlete¢'s commitment is a critical
component in both managing and increasing the
potential revenues of an inditution. With this
knowledge, adminigtrators can more effectively develop
drategies and programs to both maintain and expand
the commitment base.

Limitation and Future Research

The generdity of the results in this study is limited
to ahletes from the sample of four universties induding
two in Divison | and two in Division Il. This study
is a firg atempt to conduct empirica tests in developing
the measurement of athletes four bases commitment.
Some questions need to be answered regarding the
findings of the study by using the same measures. Can
the current findings be generaized to the population of
college varsity ahletes? Does the scde demonstrate
reiability and vdidity when employing the sample from
different universities and colleges? Due to the
complexities of verdty athletes commitment, it is
recommended that future research should be undertaken
with more diverse samples of college varsity athletes.

This study explained the differences between
Divison | and Divison Il varsty ahlete's commitment.
Future research efforts should aso concern variables
among demographic characteridics, such as age, gender,
sexua orientation, family income, race and academic
gatus, which may influence an athlete's commitment.

It is aso possible to test various models associated
with different variables, including satisfaction,
involvement, dtress, transfer intention, citizenship
behavior, as well as organizationa effectiveness. These
diverse models will suggest ideas for athletic
departments to retain qudified athletes and to maximize
organizational effectiveness.

It is ds0 a posshility thet future studies can generate
new items that will better represent the manageria
factors of interest. The current study modified the items
from previous research (Turner, 2001) in order to
meesure varsity athletes commitment. It is possible for
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future research to contribute efforts in improving and
refining the current scale items that may better capture
the meanings associated with sub-dimensions in
commitment construct.

Even though this study has endeavored to add some
qualitative dimensions to the closed-form question,
future studies should incorporate face-to-face interviews
with athletes to confirm more dearly their commitment.
The interviewer would provide an opportunity for the
research to involve ahletes in communication thet could
clarify the four bases of commitment.
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