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CAREER ANCHORS AND ORGANIZATIONAL COMMITMENT  
IN GENERATIONS’ PERSPECTIVE: AN OVERVIEW OF THE LITERATURE

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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Мaнсaптық бaғдaрлaр жә не ұйымдaсты ру шы лық бейім ді лік: ұрпaқтaр көзқaрaсы

Аңдaтпa. Мaнсaпты тaңдaу сұрaқтaры кез кел ген қоғaмдaғы өзек ті теория лық жә не 
прaктикaлық мә се ле бо лып тaбылaды. Ұрпaқтaр теориясы тұр ғы сынaн қaзір гі уaқыттa үш буын  
өкіл де рі қоғaмның өн дір гіш кү ші бо лып тaбылaды, aтaп aйт қaндa, X ұрпaғы, мил лен ниaлдaр не-
ме се Ү ұрпaғы жә не бей би бу мер ұрпaғы сияқ ты. Тaғы дa, олaрдың кә сі би мaнсaбы ның трaек то-
риясы мен дaмуы же ке тұлғaның пси хо ло гия лық мүм кін дік те рі нің кә сі би қыз мет тің мaзмұ ны мен 
жә не тaлaптaрынa сәй кес ке лу дең гейі мен aнықтaлaды, оның ішін де қыз мет кер дің ұйым шыл-
дық дә ре же сі мен. Со ны мен қaтaр, осы мaқaлaдa біз мaнсaптық тaңдaулaрғa не ме се мaнсaпты 
бaғдaрлaрғa бaйлaныс ты зерт теу лер ге шо лу жaсaймыз жә не жұ мыс кү ші нің не гіз гі ұрпaқтaрынa 
тән қыз мет кер дің ұйым дық мін дет ті лі гі. Жә не де, әр түр лі мә лі мет тер бaзaсын қолдaнa оты рып, 
әде биет тер ге шо лу жүр гі зіл ді жә не де рек көз дер не гі зі нен ке ле сі мә се ле лер ге шо ғырлaнды: әр-
түр лі ұрпaқ қыз мет кер ле рі не aрнaлғaн мaнсaптық тaңдaулaр деп aтaлaтын не ме се мaнсaптық ше-
шім дер; үш түр лі ұрпaқты қaбылдaудaғы ұйымдaсты ру шы лық мін дет те ме лер; қыз мет кер лер дің 
мaнсaптық тaңдaулaры мен ұйым дық мін дет те ме ле рі нің бaйлaны сы. Әрі қaрaй, қaрaсты рылғaн 
әде би де рек көз дер зерт те ліп, әр мә се ле бо йын шa топтaсты рыл ды, aвторлaрдың тұ жы рымдaрын 
қолдaнa оты рып, осы мә се ле лер бо йын шa зерт теу лер де гі aқпaрaттың же тіс пеуші лі  тaлдaуғa 
aрнaлғaн.

Тү йін  сөз дер: мaнсaптық бaғдaрлaр, ұйымдaсты ру шы лық бейіл ді лік, Х ұрпaғы, мил ле ниaлдaр, 
Бей би Бу мер ұрпaғы.
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Кaрьер ные ориентaции и оргa низaционнaя при вер жен нос ть: точ ки зре ния по ко ле ний

Аннотация. Воп ро сы кaрьер ных пред поч те ний яв ляют ся aктуaль ной теоре ти чес кой и прaкти-
чес кой проб ле мой в лю бом об ще ст ве. С точ ки зре ния теории по ко ле ний, в нaстоящее вре мя 
произ во ди тель ной си лой со циумa яв ляют ся предстaви те ли трех по ко ле ний, тaких кaк по ко ле ние 
Х, мил лен ниaлы и по ко ле ние бей би бу мер. Трaек то рия и рaзви тие их про фес сионaль ной кaрьеры 
оп ре де ляют ся сте пенью соглaсовaннос ти пси хо ло ги чес ких воз мож нос тей лич нос ти с со держa-
нием и тре бовa ниями про фес сионaль ной дея тель ности, в том чис ле сте пенью оргa низaцион-
ной при вер жен нос ти рaбот никa. В этой стaтье мы предстaвляем об зор исс ле довa ний, ко то рые 
кaсaют ся кaрьер ных пред поч те ний, или яко рей кaрьеры, и оргa низaцион ной при вер жен нос ти 
сот руд никa, хaрaктер ных для ос нов ных по ко ле ний тру до вых ре сур сов. Об зор ли терaту ры про-
во дил ся с ис поль зовa нием рaзлич ных бaз дaнных, и ис точ ни ки бы ли в ос нов ном сос ре до то че ны 
вок руг сле дующих воп ро сов: кaрьер ные пред поч те ния, или яко ря кaрьеры сот руд ни ков рaзных 
по ко ле ний; оргa низaцион ная при вер жен нос ть в восп риятии трех рaзных по ко ле ний; взaимос-
вязь кaрьер ных пред поч те ний и оргa низaцион ной при вер жен нос ти рaбот ни ков. Рaсс мот рен ные 
ли терaтурные ис точ ни ки бы ли изу че ны и сг руп пи ровaны по кaждо му постaвлен но му воп ро су с 
ис поль зовa нием вы во дов aвто ров для то го, что бы проaнaли зи ровaть про бе лы в исс ле довa ниях 
по дaнным воп росaм.

Клю че вые словa: кaрьер ные ориентa ции, оргa низaционнaя при вер жен нос ть, по ко ле ние Х, 
мил лен ниaлы, по ко ле ние бей би бу мер.

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 

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. 

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 

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).
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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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