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Abstract. Issues of career preferences are tangible theoretical and practical concerns of any society.
From the viewpoint of the Generations Theory, the representatives of X, millennials and the baby boomer
generations are currently the productive societal job-force. The trajectory and development of their
professional career is determined by the degree of reciprocity between the personality psychological
potential and the content and requirements of professional activity, including the extent of employee’s
organizational commitment. In this paper, we provide an overview of the research pertaining to career
preferences/anchors and organizational commitment in major workforce generations’ perspective. The
literature review was conducted using a variety of databases and sources were broadly centered around
the following issues: career anchors and those of different generations; generations’ perceptions of or-
ganizational commitment; how career anchors and organizational commitment are interrelated. The
reviewed articles were grouped within each issue using the authors’ findings to analyze gaps in the
research.
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MaHcanTbik, 6aFAapAap XXoHe YHbIMAACTBIPYLUbIAbIK, 6eHiMAIAIK: yprakTap Ke3Kapachl

AHAaTMa. MaHcanTbl TaHAQy CypakTapbl Ke3 KeAreH KOFaMAaFbl 63eKTi TEOPUSAbIK >KaHe
NPaKTUKaAbIK MaceAe BOAbIN TabblAaabl. YpriakTap TEOPUSChbl TYPFbIChIHAH Kasipri yakbITTa yiu 6ybiH
OKiAAEPI KOFaMHbIH BHAIPriLL Kyl GOAbIN TabblAaAbl, aTan anTkaHAa, X yprarbl, MUAAEHHUAAAQD He-
Mece Y ypnarbl xaHe 6einbu Gymep yprnarbl CUAKTbI. TaFbl AQ, OAAPAbIH KaCibU MaHCaBbIHbIH TPAaeKTO-
PUSICbl MEH AAMYbl XKEKE TYAFaHbIH, MCUXOAOTUSIAIK, MYMKIHAIKTEPIHIH, K8CIOM KbIBMETTiH Ma3MyHbIMeH
>KBHe TaAanTapblHa COMKEC KeAy AeHreriMeH aHbIKTaAaAbl, OHbIH iWiHAE KbI3METKEPAIH YMbIMLLbIA-
AbIK, AdpexkecimeH. CoHbIMEH Kartap, OCbl MakaAaaa 6i3 MaHCanTblK, TaHAQyAapFa HEMECE MaHCanThl
GaraapAapra 6afAAHbICTbI 3EPTTEYAEPTe LLIOAY XKACaMbl3 >XOHE >KYMbIC KYLUiHIH Heri3ri yprakTrapbiHa
TOH KbI3METKEPAIH, YbIMABIK, MIHAETTIAIr. JKaHe Ae, ap TypAi MoAimMeTTep 6a3acbiH KOAAAHA OTbIPbIr,
aAebueTTepre LWOAY XKYPri3iAAl KOHE AEPEKKO3AEp Heri3iHeH KeAeci MoceAeAepre WOFbIPAAHAbI: 9p-
TYPAI ypnak, KbI3MeTKepAepiHe apHaAFaH MaHCaNTbIK, TAHAQYAAP Aen aTaAaTblH HEMeCe MaHCanTbIK, Lue-
LWIMAEP; YL TYPAI yprakTbl KaObIAAQYAAFbl YIAbIMAACTBIPYLLBIABIK, MIHAETTEMEAED; KbI3METKEPAEPAIH
MaHCanTbIK, TAaHAAYAQpbl MEH YIbIMABIK, MiHAETTEMEAEpiHiH 6aiAaHbICbl. Opi Kapan, KapacTbIpbIAFaH
9Ae0M AEPEKKO3AEP 3ePTTEAIN, 8p MaceAe HOMbIHLLA TONTACTbIPbIAAbI, BBTOPAAPAbIH TY>KbIPbIMAAPbIH
KOAAAHa OTbIPbIN, OCbl MaceAeAep 6GoWbIHILA 3epTTeYAepAEri akraparTbiH, >KeTicneyliAi TaspayFa
aQpHaAFaH.

TyHiH ce3aep: MaHcanTbiK, 6GaFrAapAap, YMbIMAACTBIPYLLLIALIK, 6EMiAAIAIK, X ypnaFbl, MUAAEHUAAAQD,
bernbu bymep ypnarbi.
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Kaprprle OpHUeHTauun U opraHM3auMOHHasi NPUBEPIKEHHOCTb: TOYKHU 3PEHUSA MOKOAEHUH

AHHOTaums. Bonpockl kapbepHbIX MPeANOUTEHNIA IBASIOTCS aKTyaAbHOM TEOPETUUYECKOM M NpakTh-
yeckon npobaemont B Ab6om obuiectBe. C TOUKM 3pEeHUsI TEOPUM MOKOAEHWI, B HACTOSILLEe Bpems
NPOU3BOAMTEABHOIM CUAOW COLMYMA SIBASIIOTCS NMPEACTAaBUTEAM TPEX MOKOAEHWUI, TaKMX Kak NMOKOAeHWe
X, MUAAEHHUWAAbI U NOKOAEeHME 6ernbu Gymep. TpaeKTopus 1 pa3BUTUE MX NPO(ECCHOHAABHOM Kapbepbl
OMNPEAEASIOTCS CTEMNEHbID COrAAQCOBAHHOCTM MCUXOAOTMYECKMX BO3MOXKHOCTEN AUYHOCTU C COAEp Ka-
HMeM 1 TpeboBaHMSAMM MPOGECCUOHAABHON AESTEAbHOCTU, B TOM UYUCAE CTereHbld OpraHv3auyoH-
HOM MPUBEP>KEHHOCTM PaboTHMKA. B 3TOM cTaTbe Mbl MpeaCcTaBAseM 0630p MCCAEAOBAHUI, KOTOPbIE
KacaloTCs KapbepHbIX MPEANOUTEHWNIA, AU 9KOPEN Kapbepbl, U OPraHM3aLMOHHOM NPUBEP>KEHHOCTU
COTPYAHMKA, XapaKTepHbIX AAS OCHOBHbIX MOKOAEHUIA TPYAOBbIX pecypcoB. O630p AnTepaTypbl Mpo-
BOAMACSI C UCMIOAb30BAHMEM Pa3AMYHbIX 633 AQHHbIX, M UCTOUYHUKM ObIAM B OCHOBHOM COCPEAOTOUEHbI
BOKPYT CAEAYIOLLMX BOMPOCOB: KapbepHble MPeANOUTEHNS, UAM KOPS Kapbepbl COTPYAHMKOB Pa3HbIX
NMOKOAEHWIM; OpraHn3auMoHHast NMPUBEP>XKEHHOCTb B BOCMPUSTMM TPEX PasHblX MOKOAEHWI; B3anmMOC-
BSI3b KapbepPHbIX MPEANOUTEHWIN U OPraHM3aLMOHHONM MPUBEPXKEHHOCTU PAaBOTHMKOB. PaccMoTpeHHble
AMTEPATYPHbIE UCTOUYHUKM BbIAU U3YUeHbl 1 CrPYNMUMPOBaHbl MO KaXKAOMY MOCTAaBAEHHOMY BOMPOCY C
MCMOAb30BaHUEM BbIBOAOB aBTOPOB AASl TOFO, UYTOGbI NMPOAHAAM3MPOBATHL MPOGEAbI B MCCAEAOBAHUSX

Mo AaHHbIM BOMPOCaM.

KaroueBble cAaoBa: KapbepHble OpUEeHTaUuMn, OpraHmM3aumMoOHHasa NpuBep >KeHHOCTb, NMOKOAEeHne X,

MUAAEHHMAABI, MOKOAEHME 6enbn bymep.

Introduction

Nowadays, major part of economic and welfare
are influenced by rational use of human resources.
Qualified specialists play a crucial role in country
development. Due to the current changes people
have alternative vision of their career. The old terms
are terms, such as, stability, predictability, security
of job are replaced with life-long learning, multiple
careers and flexibility (Cascio, 2001). Furthermore,
young specialists pay more attention to their indi-
vidual needs in order to enhance their career and
future. According to Schein the significant role is
played by self-insight as employees are responsible
for their future career (Schein, 1990). Therefore, the
universities are considered to be an important part
for human growth (Ashwin, 2006). In accordance to
Lick, universities are suggested to re-assemble its
rules and conditions to adapt to modern world needs
and be efficient for new specialists. As teachers have
a great impact on new potencial emplyees, the uni-
versity government should pay attention more to the
teachers (Ghalavandi, 2010).

Motivation of activity and self-actualization
is reflected in career orientation, which is consid-
ered as a disposition of the highest level, is a stable
education and determines the professional path of a
person. In career orientation values, motives of ac-
tivity, personal, semantic formations are integrated,
therefore it can be considered as orientation of the
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person on realization of itself in activity (Zharkikh
et al, 2014)

One of the most essential point of professional
development is conscious selection of career path.
Career involves successful advancement in the field
of public, political, professional activities. Planning
of the career is carried out by the person, proceeding
from the General tendencies of self-actualization,
self-knowledge, an actual condition of the motiva-
tional sphere. A professional career is a part of a
person’s life in which private, personal and public
interests merge.

Sociologists have been studying the notion of
“generation” for a long time. Generation unites
members of the same age and values. Millennials,
people who were born between 1981 and 1996, in
comparison to previous generation X, people born
between 1965 and 1981, have different work val-
ues and career perception. They are supposed to be
more smart and competent as they were born on the
boarder of technological revolution (Aydogmus,
2018). In addition, the generation Y is supposed
to be more restless and do not always obey orga-
nizational rules, while The Baby Boom Generation
(born between 1946 and 1964), believed in having
one working place for the rest of their lives and in
loyalty to their company; (Silva, et al., 2016).

The problem of generations, and in particu-
lar their characteristic features, in the situation of
rapid socio-economic transformations in recent de-
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cades has become the subject of attention of socio-
logical, cultural and pedagogical studies of Western
and domestic scientists. Thus, the popular “theory
of generations”, developed by American scientists
demographer N. Howe and historian W. Strauss in
the 1990s. The researchers found that about every
20 years there is a new generation with their own
values, representatives of which behave differently
from their predecessors at the same age. The authors
interpreted the generation as a certain category of
people born in a certain era and influenced by the
same phenomena and principles of development
(Shindryaeva, 2015)

Howe and Strauss believe that the social gen-
eration is a set of people born in the same period
of twenty years and have three General criteria: age
position in history, which implies the experience of
the same historical events at about the same age,
common, common beliefs and behaviors and a sense
of belonging to this generation (Ozhiganova, 2015).

Currently, more and more attention is paid to the
loyalty of the employees to their organization. Major
part of practitioners considers the problem of loyalty
as extremely urgent for the employee-employer re-
lationship, to improve labor efficiency, and for the
quality of the entire domestic business.

Both in English language and in Russian lan-
guage literature, there are many different points of
view on employees of workers’ organizations. De-
fining the subject field, it is necessary, first of all, to
designate one of the most common views on staff
loyalty - a view from the point of view of. In accor-
dance to this approach, employees should identify
and eliminate the consequences for illegal behavior
(Dominyak, 2006).

One of the leading researchers of organizational
commitment, Natalie Allen and John Meyer, note
that in Western organizational psychology among
studies on work preferences, studies of commitment
are widespread. This is determined, firstly, by the in-
terest in the possibility of preventing the staff turn-
over, and secondly, by the conviction that a loyal
employee is more profitable than disloyal or indif-
ferent one (Allen and Meyer, 2000).

Increasing employee loyalty to their organiza-
tions allows them to increase their efficiency, which
is one of the most important socio-economic prob-
lems in our country at the moment. Therefore, tools
are needed to predict loyalty, as well as choose man-
agerial influences to increase it. This requires stud-
ies of trends in the development of loyalty and the
mechanisms underlying it. On the other hand, given
the fragmented views on loyalty, it is necessary to
analyze and systematize the data of existing studies,

on the basis of which it would be possible to propose
a model for the development of loyalty taking into
account current trends in the relations between the
employee and the organization (Dominyak, 2006).

In this paper, we provide an overview of the
research pertaining to career anchors and organiza-
tional commitment in generations’ perspective. The
literature review was conducted using a variety of
databases Education Resources Information Center
(ERIC), Google Scholar, JSTOR: Journal Storage,
PsycINFO, Pub Psych. The sources were broadly
centered around the following issues: 1. Career an-
chors and those of different generations; 2. Genera-
tions’ perceptions of organizational commitment; 3.
How career anchors and organizational commitment
are reciprocal and interrelated. Finally, the articles
were grouped within each issue using the authors’
findings to analyze and to look for gaps in the re-
search.

Career anchors and those of different genera-
tions

The term career anchors, introduced by Schein
in 1978, can be applied for any employee rank. It is
supposed that employees are more loyal to a com-
pany, if their personal needs are fulfilled as well as
organization needs. The notion of career anchors is
significantly important in constantly changing world
of work (Schein, 1996). In addition, he claims that
career anchors were developed in order to help em-
ployees to adopt to their organization and make ef-
fective decisions during their career path (Schein,
1990).

It is supposed by Tsaritsentsaeva that career ori-
entations begin to form in the process of University
training, at the early stages of professionalization.
In the 3rd-4th year career orientations of students
are manifested in the features of setting career goals
and further career planning (Tsaritsentsaeva, 2010).

One of the studies was focused on Generation
Y’s career perception. For conducting the research,
189 participants from catholic University in Bra-
zil were invited. All of them represented Business
Administration major. As tools two surveys were
taken: the Schein’s career anchors questionnaire and
Schwartz’s survey on values of respondents. After
the survey, the author used statistical technique to
analyze the data. Besides statistical relationships,
the author notes that lifestyle anchor is more charac-
terized among smaller group of participants while,
the general management career anchor is more fre-
quent among larger group (Silva, et al., 2016)

According to Ozhiganova the generation Y is a
completely new generation that requires a special
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approach and a special system of training and moti-
vation. Employers should take into account the main
features of this generation and apply new develop-
ments to it, such as: training in the format of games,
flexible schedules, the possibility of rapid career
growth, constant monitoring and issuing accurate in-
structions, constant creative tasks and opportunities
to Express themselves. However, it should not be
forgotten that such recommendations are applicable
only to lower and middle-ranking positions, as well
as positions with a low level of responsibility. More
serious positions continue to occupy representatives
of generation X. therefore, the study of the genera-
tion of “Millennials” and the characteristics of their
behavior remains extremely relevant and popular
direction for the modern world (Ozhiganova, 2015).

Aydogmus, in his thesis, identifies how the Mil-
lennials’ career anchors and career attitudes are in-
terconnected. For the research 492 engineers, who
were born after 1981, were selected for the survey.
According to the results, Millennials’ psychological
authorization is tied to their career attitude. That had
a great impact on hierarchical regression as well.
Consequently, the author insists, that employers
should pay attention to Millennials’ empowerment
which is influential for their career attitudes and an-
chors (Aydogmus, 2018).

The notion “career anchors” formed during a
long time. According to Schein, a person does not
have the career anchors, unless he or she gets enough
experience to be able to identify the career anchor.
However, if the individual could define his or her
career anchors, the career choices would be easier
and more efficient for that person (Schein, 1990).

According to Polyanskaya, career anchors or
career orientations are defined as representations
of their abilities, value orientations, motives, mean-
ings and needs related to the advancement in profes-
sional activity, are considered as the most important
component of the I-concept. Career orientations
arise in the process of socialization, are actualized
in the situation of choice, the subject is guided by
them when choosing and modeling his professional
and life path in General. In the structure of the pro-
fessional I-concept of the individual there is not one,
but a certain hierarchy of career orientations, which
may vary slightly under the influence of life circum-
stances with a low degree of variability of certain
dominant orientations

The career anchors refers to the job peculiari-
ties that encourage employees to work. Originally
in the 1970s, Schein defined five anchors that have
impact on career decisions. After conducting some
research, he added three more aspects by the 1980s.
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Schein believed that those who changed their job
were adopted to complete the operations they used
to do in previous workplace.

The first anchor developed by Schein is techni-
cal/functional competence, which refers to the em-
ployees who get a autonomy and copes with a cer-
tain challenges while working. The second anchor,
is general managerial competence associated with a
person who is eager to lead and manage within or-
ganization. Moreover, those individuals are aimed
to get high hierarchical position. The following
component is called autonomy/independence which
refers to people who seek for freedom in his or her
workplace, while the next security and stability an-
chor is related to individuals, who seek for stable and
secure work position. Also, there is entrepreneurial
creativity, which means that a person is oriented
on his or her business. The sixth anchors, which is
called service/dedication to one cause, is distinctive
for people who look for tasks connected with per-
sonal values. It is supposed that those people would
change a job easily if it does not meet his or her life
values. The seventh component is pure challenge.
The employees are characterized by having a strong
desire to problem solve. Those individuals need
to feel that they win really hard competition while
solving complicated tasks. The final anchor, life-
style, refers to people who seek for balance between
career and private life. Usually, they build their ca-
reer depending on their place or spouses.

In order to determine individual career anchors,
Schein made up a special stock of questions which
may facilitate the characterization of an employee.
The questionnaire consists of forty statements that
a surveyee have to rank from 1 to 6. The survey in-
cludes such notions as, skills and abilities, motiva-
tion and demands, values and attitude.

Schein believes that career anchors are natural
for any culture. Moreover they differ among differ-
ent cultures. Consequently, the system of career de-
velopment should be adopted to certain features of
a culture. For instance, it will not be efficient for a
large multi-national company to apply the same sys-
tem or lead the same dialogue in their subsidiaries
all over the world (Schein, 1990).

The modern generation of leaders (baby boom-
ers and generation X) for successful development
it is necessary to undergo certain changes, as they
are employed by people with a completely different
Outlook, the same representatives of generation Y.

Russian studies of career orientations using the
theory of E. Shane began in the 2000s with the work of
L. G. Pochebut, V. A. Chiker. The authors presented
the results of the study of career orientations in
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Russia. The career preferences of the Russian youth
were as follows: the orientation on integration of
lifestyles, autonomy and service dominated among
schoolchildren; College students - on integration of
lifestyles, autonomy, stability; students - on service,
integration of lifestyles, autonomy. Similar data on
the sample of students was described in the works
of A. V. Kaluderovic. Young people appreciate the
balance of work and other aspects of life, freedom,
the opportunity to use their skills and talents to serve
an important purpose, for many people the needs
for safety and security that underlie the choice of
career anchor “stability”are significant. Leading
career preferences of students are social in nature,
in General, are not associated with professional
orientation to a particular specialty, in our opinion,
may reflect age characteristics (Polyanskaya, 2014).

Generations’ perceptions of organizational
commitment

There is no common opinion in the scientific
literature regarding the definition of the concept
of “Organizational commitment”, therefore,
researchers have different approaches to this
problem, which in turn makes it impossible to form
a unitary descriptive approach.

Organizational commitment has been studied
beginning from the 1980s, however there was not
a clear definition of the notion. Thus, according to
O’Reilly & Chatman organizational commitment is
characterized by whether an employee is tied to an
organization and whether he or she feels involved and
loyalty towards the workplace (O’Reilly, Chatman,
1986). On the other hand, Cohen claims that the
concept of organizational commitment means “the
relative strength of an individual’s identification
with and involvement in an organization” (Cohen,
1993).

Allen and Mayer claim that there are plenty of
methods to determine organizational commitment.
According to their study, where they examined
three-component model of commitment, the first
component is called affective (Allen, Mayer, 1990).
It is related to emotional bond of employee and
organization where he or she works. Moreover,
it shows how staff members are involved in their
workplace. The next component that was considered
by Allen and Mayer is continuance competent. The
term means that an employee who were mastering his
or her skills for a certain position would think about
whether that would be paid off before changing his
or her job. The third normative component is closely
connected with individuals’ obligations. That means,

if a person has strong feeling of responsibility and
loyalty towards an organization, he or she would
stay longer in the company. In their first study
they developed certain scales to estimate the given
components. While the second study shows the
relationship between the findings in study one with
different variables. As a result, the authors concluded
that affective and continuance components are
distinguished and correlated. Moreover, affective
component has strong relationship with normative
one (Allen and Meyer, 1990).

Ivanova claims that approach, according to
which loyalty implies the emotional affection
of the employee to the organization, which is
formed through a set of combinations: previous
work experience, personal characteristics of the
employee and perception of the organization. These
characteristics lead to a positive attitude towards
the organization, which in turn leads to loyalty
(Ivanova, 2019).

At the same time, Jans proposed his definition
of loyalty, which implies a certain degree to which
the individual perceives the values and goals of the
organization, considering his own organizational
role in terms of his contribution to them (Jans, 1989).

Zangaro supposes that there is one more type
of organizational commitment, called alienative
commitment. Furthermore, the author insists that
this type appears when a person feels he or she has
no impact on own workplace, so he or she wants to
quit the job. In addition, this kind of employee does
not perform in a good way while working (Zangaro,
2001).

Allen and Meyer developed a special survey
in order to identify how loyal an employee is. The
questionnaire contains eight questions for each
component. As well as in questionnaire of career
anchors, participants are supposed to rank the given
statements from 1 to 5.

Jaros in his critical analysis of Meyer and
Allen’s three-component model of organizational
commitment discusses the scales for measuring
all thee given components. He also suggests that
in order to get to accurate scales in the Meyer and
Allen’s model, certain challenges must be solved
and improved (Jaros, 2007).

Michael and O’Malley in his book Creating
Commitment: How to Attract and Retain Talented
Employees by Building Relationships that Last
builds his five-element loyalty model.

Conformity and affiliation (the need to be
accepted) - how much the employee feels his
significance, and his interests, values coincide with
the values, interests of the organization.
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Status and individuality (need for respect), this
indicates the extent to which the employee is proud
of his company.

Trust and reciprocity (need for security) - how
strongly the employee feels that the company takes
into account his interests.

Emotional reward (need for development) - to
what extent the employee experiences the pleasure
of working in the organization, satisfaction with
what activities he is engaged in.

Economic interdependence (need for funds) -
how much the employee agrees with the received
salary

According to Dominyak, organizational
commitment is shaped on the basis of the
individual’s subjective perception of various
situations, including organizational, previous
behavior of and their interpretation, taking into
account the current individual motivational picture.
Profiles of the career and motivational attractiveness
of the organization, as well as profiles of career
orientations and motivational expectations of the
employee allow us to analyze the compatibility and
prospects of cooperation between the person and the
organization (Dominyak, 2006).

It is supposed that if managers are aware of
reasons of employees different behavior, it would be
easier for them to motivate their employees. Gray
& Starke identify three steps of this process. The
first one is understanding. It refers to defining key
predictors of a certain situation, at prediction stage,
there will be an opportunity to predict the behavior
on the basis of previous observations. Finally, when
managers understand and may guess the behavior,
they would be able to control the staff members
(Gray & Starke, 1988).

Rocha claims that it is not only the company
that benefits from organizational commitment, but
people working there can see the advantages as well.
For instance, they are less stressed by instability
either in terms of finance and emotional state (Rocha
et al, 2008).

In 2003 Musto researched the differences
between X generation and Baby Boomer generation.
His main focus was organizational commitment
among two age groups. He found out that for older
generation it was quite important to have prestige,
hierarchical status and respect, while generation
X still valued prestige and respect. However, for
those, who were born after 1981, status is gained not
hierarchically, but through enhancing qualification
and mastering skills. The same situation was for
payment matter. Baby boomers were accustomed
to stable payment corresponding to hierarchical
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position, whereas Millennials preferred payment
coinciding the employee’s performance (Musto,
2003).

Benson and Brown believe that employees born
before 1964 are accustomed to their workplace and
loyal to the organization they work in. Moreover,
group work and discussions are crucial for them.
They believe in long — term job and often sacrifice
a lot in order to succeed. Whereas, generation X is
described as independence seekers. Furthermore,
they are supposed not to have a long-term loyalty
towards their company (Benson, Brown, 2009).

James Musto, conducted a comparative study
of the Baby boomers and generation X members
in 2003. In the study the cohort differences which
affect organizational commitment in the two groups
were examined. This study was conducted on the
theoretical basis of organizational commitment
from the multiple component perspective as
discussed by Allen and Meyer. Organizational
commitment in the aforementioned theory is defines
as having three independent components namely,
affective commitment, normative commitment
and continuance commitment. Where affective
commitment; is an individual emotional attachment
to the organization, normative commitment is
described as feeling of duty and obligation to the
organization while continuance commitment, is
caused by difficulties associated with changing jobs
(Musto, 2003).

Another study conducted in 2006 among IT
specialists included 382 professionals from different
universities. The participants were representatives
of two generations: Baby boomers and generation
X. The goal of the research was the examination of
work attachment and organizational commitment.
The authors characterize the organizational
commitment as homogenous rather than diverse
(Davis et al., 2006).

Ling and Yuen suppose that loyal employees is a
competitive feature of any organization.Regardless
that, nowadays staff members have lower
organizational commitment in comparison to the
previous generation. According to their study, the
research aim is determining personal characteristics
and organizational commitment are closely
inerdependent. The knowledge of this subject helps
to enhance commitment levels by taking necessary
actions and decussions before an employee quits a
workplace. As a result of the study, conducted by
Ling and Yuen in Malasia among 200 office workers
of different age groups, confirms that organizational
commitment depends on age and education, as the
data was very diverse (Ling, Yuen, 2014).



K.T. Tairova, G.O. Tazhina

According to Ivanova the considered approaches
to the classification of types, forms, and also levels
of commitment allow revealing the distinctive
features of an individual employee or team as a
whole. Managers, possessing such knowledge, have
the opportunity to make forecasts regarding changes
in the loyalty of subordinates, as a result of which
they can plan activities aimed at strengthening or
increasing it. However, managers must remember:
employee behavior can be truly loyal, and can
be demonstrative. Therefore, only with in-depth
analysis and monitoring of activities and behavior
can one reveal the true attitude of the employee to
the organization (Ivanova, 2019).

Relationships between career anchors and
organizational commitment.

There were limited number of studies,
investigating relationships between Career anchors
and organizational commitment. For instance, in
research done in 2001 by Hoontan and ChooQuek,
a crucial connection between eight career anchors
and general satisfaction was identified (Hoontan and
ChooQuek, 2001).

According to the research conducted in University
of Urmia in Iran, the components of career anchors
and organizational commitment are interrelated
and have positive impact on each other. Seventy
participants were selected among faculty members.
The surveyees were given Shein’s questionnaire on
career anchors and Mayer and Allen’s questionnaire
on organizational commitment model. Moreover,
the author emphasizes the key competences and
factors of career anchors that influence organizational
commitment. First, technical/functional competence,
which means that people try to choose the positions
of their interest, rather than managing one. The
next competence is general managerial. Those
individual who possess this competence are eager
to manage and rule others. Third component is
called autonomy/ independence, which is natural for
employees preferring freedom. The next component
having impact on organizational commitment is pure
challenge. For those employees it is very important
to be responsible for problem solving tasks. Finally,
life style plays an important role in individual’s
motivation to work (Ghalavandi, et al., 2012).

Clinton—-Baker in his research paper
identifies the connection between organizational
commitment, career anchors and staff turnover.
Another objective was to find out whether this
connection is influenced by different age groups,
gender and position. As the main method, the
researcher selected the quantitative one. The
survey was conducted among 343 retail sector
employees, which included management positions
and general staff in South Africa. As a result of
the survey, career anchors are crucially related
to organizational commitment. Moreover, the
author discovered that there is strong relationship
between organizational commitment and turnover.
For instance, participants who are characterized by
affective and normative commitment, have lower
turnover intention rather than other participants.
Finally, the paper reveals the fact, that turnover does
not deal with gender, however, it has relationship
with age and race. For example, surveyees under
30, have more desire to leave the organization they
work for (Clinton-Baker, 2013).

Conclusion

Regardless of career orientations, an employee
can be both loyal to the organization and disloyal. At
the same time, organizational loyalty is associated
with a personal index of expectations, reflecting
the expectations of the employee regarding the
implementation of the motives of professional
activity at the time of starting work in the
organization. It can be argued that more loyal are
employees who, at the time of joining a job, are
aimed at the activity itself, at social compensation
and / or at self-motivation.

To conclude, relationships between career
anchors and organizational commitment are crucial.
The studies are conducted in this field in order
to help employers and their employees identify
optimal working conditions and reduce the staff
turnover. Employers have to manage different job
aspects, giving some support programs and monitor
individuals’ emotional state, as motivation is very
significant in any workplace. The most important
thing is to understand the vision of career path and
development.
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