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Summary Organizational identification is defined as a perceived oneness with an organization
and the experience of the organization’s successes and failures as one’s own. While
identification is considered important to the organization, it has not been clearly opera-
tionalized. The current study tests a proposed model of organizational identification.
Sell-report data from 297 alumni of an all-male religious college indicate that identifica-
tion with the alma mater was associated with: (1) the hypothesized organizational antece-
dents of organizational distinctiveness, organizational prestige, and (absence of)
intraorganizational competition, but not with interorganizational competition, (2) the
hypothesized individual antecedents of satisfaction with the organization, tenure as
students, and sentimentality, but not with recency of attendance, number of schools
attended, or the existence of a mentor, and (3) the hypothesized outcomes of making
financial contributions, willingness to advise one’s offspring and others to attend the
college, and participating in various school functions. The findings provide direction
lor academic administrators seeking to increase alumni support, as well as for corporate
managers concerned about the loyalty of workers in an era of mergers and takeovers.

Introduction

The impact of organizational identification (OID) on the well-being of organizational members
and the organization itself has long been recognized (e.g. Brown, 1969; Hall and Schneider,
1972; Rotondi, 1975a; O’Reilly and Chatman. 1986). The reputed erosion of employee loyalty
(Braham, 1987; Marks, 1988) duc to corporate takeovers and restructuring has stimulated
rencwed interest in the concept of OID and provoked exhortations that organizations take
member identification seriously (Drucker, 1986; Werther, 1988). Since OID is by definition
organization-specific, individuals are argued to suffer an existential loss if an organization with
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which they identify 1s consumed or merged into a new entity (Levinson, 1970; Mercer, in Fisher,
1986). With the much-discussed erosion of the nuclear family, neighborhoods, faith in political
institutions and religion, and so forth, this comes at a time when OID often comprises a major
component of the individual's sense of self (Farber, 1983; Levinson, 1965).

The current volatility of identification suggests a need for research on this critical construct.
Unfortunately, the rescarch to date has yiclded only a bewildering array of relationships without
coherent theoretical underpinnings (Reichers. 1985; Wiener, 1982). Much of the difliculty is
attributable to inconsistent definitions of the construct. Scholars have often confused OID
with related constructs such as organizational commitment and organizational citizenship beha-
viors. Further, the work-related wording of existing measures has impaired comparisons across
different types of groups and organizations.

In an attempt to resolve this confusion, we recently proposed a reconceptualization of OID
bascd on social identity theory (Ashforth and Macl, 1989). It was proposed that OID is the
perception of oneness with or belongingness to an organization, where the individual defines
him or herself in terms of the organization(s) in which he or she is @ member. OID was dis-
tinguished from related constructs, and critical antecedents and consequences of OID were
posited.

The purpose of the present paper is to operationalize this conceptualization of OID and
provide a partial test of the associated model of antecedents and consequences. Following
a bricf discussion of OID, the Ashforth and Mael (1989) model is applied to the alumni of
a religious college. As expanded upon later. this sample was sclected because: (1) the college
can be considered a “holographic organization’ (Albert and Whetten, 1985), that is, one where
members share a common organization-wide identity and are thus less likely 1o experience
competing demands from, say, department-level or occupational identitics, and (2) since alumni
constitute a particularly critical source of support for colleges, alumni identification is likely
to strongly affect the welfare of their respective alma maters. It should be noted, however,
that while the present sample is unique, the model of OID that is evaluated and most of the
measures that are utilized remain generic. It should also be noted that. given the cross-sectional
design of the study, the causal order of the proposed correlates of OID cannot be assessed.

Social identity theory and organizational identification

According to social identity theory. the self-concept is comprised of a personal identity, encom-
passing idiosyncratic characteristics such as abilities and interests, and a social identity, encom-
passing salient group classifications (Tajfel and Turner, 1985). Individuals tend to classify
themselves and others into various social groups, such as organizational membership, gender.
and age cohort. Classification enables individuals to order the social environment and locate
themselves and others within it. The thecory maintains that individuals define a class according
to the prototypical characteristics ascribed to or abstracted from the members (Turner, 1985)".
Social identification. then. is the perception of belongingness to a group classification. The
individual perceives him or herself as an actual or symbolic member of the group I am a
man’; T am a fan of the local football team’). Through social identification, he or she perceives
him or hersell as psychologically intertwined with the fate of the group, as sharing a common

"1t should be noted. however. that recent research on social cognition suggests that more complex modes of class
definition may actually be used (e.g. Linville. Fischer and Salovey. 1989).
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destiny and experiencing its successes and failures (Tolman, 1943). Identification allows the
individual to vicariously partake in accomplishments beyond his or her powers (Katz and Kahn,
1978) and can render personally harmful activitics worthwhile insofar as they aid the larger
self (Staw, 1984). Under this perspective, srganizational identification is a specific form of social
identification where the individual defines him or herself in terms of their membership in a
particular organization.

Four aspects of this conception of OID are critical to the present study. First, identification
is viewed as a perceptual/cognitive construct that is not necessarily associated with any specific
behaviors or affective states (Gould, 1975; Turner, 1982). Second, identification is ‘relational
and comparative’ (Tajfel and Turner, 1985, p. 16) as it defines the individual relative to individuals
in other categories. The category of male becomes meaningful only in relation to the category
of female. Third, given this relational and comparative nature, social identity theory maintains
that individuals identify partly to enhance self-csteem (Abrams and Hogg, 1988). Thus, indivi-
duals tend to invest more of their self-concept in valued personas and tend to view their social
identities positively (Burke and Franzoi, 1988). However, identification can be painful and
even debilitating if the group encounters failure (Turner, 1981). Finally, while classifications
tend to be categorical (one is male or female), the intensity of one’s felt identification with
a classification is a matter of degree.

Organizational identification and related constructs

Ashforth and Macl (1989) discuss how conventional rescarch on OID has failed to distinguish
identification from a host of related constructs. As noted above, identification is defined as
a pereeptual/cognitive construct. To identity, the individual need only see him or herself as
psychologically intertwined with the fate of the group; behavior and afiect are viewed only
as potential antecedents and consequences (Foote, 1951; Gould, 1975; however. see Tajfel,
1978, for a divergent perspeetive). This distinguishes OID from related constructs such as organi-
zational citizenship behaviors, effort on behalf of the group, loyalty, and satisfaction.

The frequent confusion between OID and internalization and OID and organizational commit-
ment are particularly problematic (Ashforth and Mael, 1989). Regarding the first pair, while
identification refers to self in terms of social classifications (I am), internalization refers to
the incorporation of values and assumptions within the self as guiding principles (I believe).
To be sure, identification and internalization are often closely associated in practice. It remains,
however, that an individual may define herself in terms of the organization she works for
and yet disagree with or misperceive the prevailing values, or may hold those values and yet
not feel a sense of belongingness to the organization.

Regarding the second pair, some theorists equate OID and organizational commitment, while
others view OID as a facet of commitment (see Wiener, 1982). The authors of the popular
Organizational Commitment Questionnaire (OCQ) view commitment as a person’s: (1) belief
in and acceptance of the organization’s goals and values, (2) willingness to exert cffort on
behalf of the organization, and (3) desire to maintain membership (Mowday, Steers and Porter,
1979). This view includes internalization, behavioral intentions, and aflect, but not identification
as defined here.

Further, while identification is organization-specific, commitment and internalization may
not be. The values and goals of the organization may be shared by other organizations such
that a member can score high on commitment and internalization without perceiving a shared
destiny with that particular organization. However, if the member identified with the organiza-
tion. he or she would necessarily experience some psychic loss if he or she left the organization
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(Levinson, 1970). This argument is supported by a recent study of employed business and
psychology students (Macl, 1988, in Ashforth and Mael, 1989). A confirmatory factor analysis
demonstrated that the six-item measure of OID utilized in the present study (sce Mcthod)
was differentiable from the 15-item OCQ, although the correlation between the two measures
was high (r =0.69, p < 0.001).

Finally, OID should be distinguished from professional and occupational identification. While
OID refers to the extent to which the individual defines him or herself in terms of an organization,
professional and occupational identification refer to the extent to which one defines him or
herself in terms of the work he or she does (1 am a doctor’y and the prototypical characteristics
ascribed to individuals who do that work (Van Maanen and Barley, 1984). This work, whether
it is termed a profession, occupation, or job, may be performed for one organization or many
(e.g. a newspaper journalist versus a freclance journalist), and may entail tasks that are more
or less specific to one organization or more generic (e.g. developing specialized software versus
performing secretarial duties). The upshot is that professional and occupational identifications
arc not necessarily specific to any onc organization. Further, it should be noted that the values,
norms, and demands inherent in a professional/occupational identity may conflict with those
inherent in an organizational identity’.

Identification and college alumni

The existence of both formal and informal alumni organizations at American educational institu-
tions dates back to the beginning of the 19th Century (Brubacher and Rudy, 1976). For the
alumnus, continued afliliation with the alma mater often provides intellectual stimulation, pres-
tige, identity stability, and a vehicle for altruistic or tax-motivated donations (Pickett, 1986).
For their part. alumni provide various types of support: financial gifts, recruitment, career
advice or job placement for graduates, participation in alumni cvents, and volunteer support
for funds solicitation and organizational events (Ransdell, 1986). It has been said that alumni
are the financial backbone of educational organizations (Bakal, 1979) and that ‘few constituents
are more important to an institution than its alumni’ (Ransdell, 1986, p. 378).

However, the attachment of alumni to their alma maters is far from universal (Blakely, 1974),
The estimated percentage of alumni who provide financial support ranges from 14 per cent
(Bakal, 1979) to fewer than 25 per cent (Reichley, 1977). Further, various surveys suggest that
while alumni like their alma maters, most remain apathetic and uninvolved (Reichley, 1977;
Spacth and Greeley, 1970). Yet, surprisingly little is known about the factors which affect alumni
attachment and involvement (¢f. Tompkins, 1986). As Frey (1981) states: *. .. universitics proba-
bly know little about their alumni. They presume opinions, beliels, and preferences, yet they
almost never conduct scientific research into the matter ... A review of education and social
science journals reveals no studies of alumni opinions™ (p. 46).  Thus, a study of college alumni
would provide not only an excellent means of assessing the validity of the identification model
(described below), but would also provide the administrators of colleges and universities with
practical guidance for influencing the pereeptions and behaviors of a eritical constituency.

* Interestingly, rescarch on the relationship between professionaloccupational identification and O1D has yielded nega-
tive, null, and positive associations (e.g. Patchen, 1970; Rotondi. 1975a,b). Ashforth and Macl (1989) olfer one means
of reconciling these results: a positive association may be maintained to the extent that one is able to bufler wdentity
conficts through such means as defensively avoiding conflicts, dealing with identity demands sequentially, and deferring
Lo the most salient identity.
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Correlates of organizational identification

Although the cross-sectional design of the study does not permit causal testing, the proposed
correlates of OID are grouped into antecedents and consequences to enhance conceptual clarity.
These correlates arc presented in Figure 1.

Orgenizetional Antecedents:

Organizational distinctiveness (+)
Organizationsl Orgenizationsl Consequences:

Organizationsl prestige (+)
Interorganizetionsl conpetition (+)
Intraorgenizationsl competition (-)
ldentification | L

Individusl Antecedents: H f h
upport for the

orgsnfzation (+)

Organizationsl tenure (+)

Recency of membership (+)

Number of comparsble
organizations Jjoined ()

Existence of mentor (+)

Satisfection with organization (+)

Sentimentality (+)

Figure 1. Proposed correlates of organizational identification

Organizational antecedents

It is hypothesized that identification is related to the perceived distinctiveness of the organization's
values and practices relative to those of comparable groups (Oakes and Turner, 1986). Distincti-
veness differentiates the organization from other organizations and provides a sharper and
more salient definition for organizational members. Thus, organizations often attempt to define
their identities by finding a distinctive niche (Albert and Whetten, 1985). Clark (1972) describes
the historical sagas, unique programs, and socialization practices of several colleges that enabled
cach college to make ‘claims of distinctiveness’ (p. 181) and thereby attract a passionate following
among faculty, students, and alumni.

A sccond and related hypothesized antecedent of identification is the perceived prestige of
the institution (March and Simon, 1958). This follows from the carlier argument that the indivi-
dual identifies with a group partly to enhance self-estcem. The more prestigious :he organization,
the greater the potential boost to sclf-esteem through identification. Cameron and Ulrich (1986)
document how the new president of a liberal arts college was able to rekindle support for
the institution by gradually transforming its image from one of creeping mediocrity to one
of excellence.

Third, OID is argued to be related to perceived competition between the focal institution
and its contemporarics. During competition, group boundaries are drawn more sharply, values
and norms are underscored, and we/they differences are accentuated (Brown and Ross, 1982;
Friedkin and Simpson, 1985). These changes make it easier to identify with the organization.
Not surprisingly, then, interschool competition has been known to increase school spirit among
students (Clark, 1962), and success at such competition has been associated with students’
tendency to wear school-identifying apparel (Cialdini, Borden, Thorne, Walker, Freeman and
Sloan, 1976).
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Also, intraorganizational competition is hypothesized to be negatively related to OID (Brown,
1969; March and Simon, 1958). Though ingroup favoritism has been demonstrated among
internally competitive groups (Dion, 1973), such competition does tend to reduce cohesion
(e.g. Blau, 1954) and could trigger a refocusing on the competing individuals or subunits rather
than on the organization as a whole.

Individual antecedents

It is hypothesized that the amount of time in which a person is actively involved with an
organization is positively associated with identification, though the slope of the association
should gradually decrease over time (¢f. Hall and Schneider, 1972). (Given the present sample
of alumni, with their naturally limited college tenure, the association will be approximated
by a constant slope). Although previous studies of tenure and work-organization commitment
have yielded inconsistent results (Hall and Gould, 1980), this relationship may be attenuated
by perceived job mobility and age-tenure covariation. These factors should be less relevant
in a school setting, and so a clearer relationship may obtain.

Second, it is argued that the length of time since leaving the school is negatively related
to OID. As time passcs, the sense of shared destiny and belongingness would be expected
to fade somewhat (Spacth and Greceley, 1970).

The literatures on social identity theory and identification suggest that individuals often retain
multiple, loosely coupled identities (Ashforth and Mael, 1989). Thus, a given pair of social
identitics may not be mutually exclusive. However, it seems likely that when a person has
been a member of more than one organization in the same social classification, the perceived
sense of oneness with any one organization may be blurred and thus attcnuated (March and
Simon, 1958). It is hypothesized, then, that the number of schools attended is negatively related
to identification with a given school. This may explain in part why Spaeth and Greeley (1970)
found that the amount of financial contributions to a specific college was inversely related
to the number of colleges attended.

Fourth, it is posited that individuals who establish a close, mentor-like relationship with
a faculty member will exhibit greater OID (Hunt and Michael, 1983). Ashforth and Macl (1989)
discuss how identification with a charismatic manager may be generalized to the organization
through the routinization of charisma. Analogously, identification with an organizational mem-
ber who is seen as exemplifying the organization may promote identification with the organiza-
tion as a whole (e.g. Stern, 1988). It is further argued that this identification will be stronger
for those individuals whose mentor is still alive and still at the school, and those who maintain
contact with the mentor.

Fifth, since individuals identify more with valued personas, it is hypothesized that satisfaction
with the institution’s contributions to the individual’s goal accomplishment is associated with
OID (Hall and Schacider, 1972). This view of satisfaction follows Bullock’s (1952) argument
that satisfaction depends on the organization ‘contributing suitably to the attainment of one’s
personal objectives’ (p. 7).

The role of personality variables in OID has generally been ignored (Rotondi, 1975b), although
individual predispositions to identify appear to exist. Cox (1985), for example, found that faculty
and staff who identified strongly with their university also tended to identify strongly with
other organizations and groups. What is neceded are variables that assess the propensity to
perceive groups as extensions of one’s self.

‘Sentimentality’ may represent onc such variable. Sentimentality is defined as the tendency
to retain emotional and/or tangible tics to onc’s past, and to derive pleasure from discussing
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or reliving one’s past (Mael, 1988). Sentimentality differs from nostalgia in that the latter is
defined as a preference for the past and the belief that life in the past was superior (Best and
Nelson, 1985; Davis, 1979). It is argued here that a propensity to hold on to memories and
memorabilia demonstrates an attachment orientation which would make identification more
likely. In a pilot test involving undergraduate students, Mael (19%8) found that sentimentality
was significantly correlated with college identification.

Organizational consequences

Social identity theory indicates that individuals tend to choose activities congruent with salient
aspects of their identities and support the institutions embodying those identitics (Ashforth
and Mael, 1989). This suggests that alumni identification with their alma mater will predict
such behaviors as making financial contributions to the alma mater, advising offspring and
others to attend the alma mater, and participating in alumni and general institutional functions
(¢/- Tompkins, 1986). It should be added that satisfaction with the alma mater may independently
predict these behaviors since a sense of gratitude may be sufficient to generate them (Pickett,
1986). This possibility will be examined.

Summary of model

Organizational identification is defined here as the perception of oneness with or belongingness
to an organization where the individual defines him or herself at least partly in terms of their
organizational membership. The preceding discussion suggested three major hypotheses.

Hypothesis 1
The identification of alumni with their alma mater is related to the following organizational

antecedents: (a) organizational distinctiveness, (b) organizational prestige, (c) interorganizatio-
nal competition, and (d) intraorganizational competition (negatively).

Hypothesis 2

The identification of alumni with their alma mater is related to the following individual antece-
dents: (a) tenure with the organization, (b) recency of attendance, (c) number of schools attended
(negatively), (d) the existence of a mentor-like relationship with a faculty member (especially
if the mentor is stilf alive, at the school, and has ongoing contact with the alumnus), (¢) satisfaction
with the organization, and (f) sentimentality.

Hypothesis 3
The identification of alumni with their alma mater is related to the following organizational
consequences: (a) making financial contributions, (b) willingness to advise one’s offspring and
others to attend the school, and (c) participating in various organizational functions.

Further, note that the model implies that OID at least partially mediates the impact of the
hypothesized antecedents on the hypothesized consequences. This relationship will ke directiy

assessed.
Finally, it should be noted that — owing partly to the nature of the sample — the model

presented here differs somewhat from the more general model presented in Ashforth and Mael
(1989). Specifically: (1) rather than focus on the salience of the outgroup, the present study
focuses on ‘a special case of this principle’ (p. 25), namely intcrorganizational competition,
(2) the present study does not include ‘factors traditionally associated with group formation’
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(p. 25) (e.g. interaction, similarity, liking) or its conscquences (e.g. cohesion, internalization
of values, altruism), and (3) the present study includes individual antecedents of OID, a factor
not considered in Ashforth and Mael.

Method

Sample and procedure

The sample was drawn from an all-male college in the northeastern United States. The college
belongs to a clearly defined, though unofficial conference of comparable denominational institu-
tions. The mission of the college is to provide a religious education. The values, norms and
demands inherent in academic departments, student associations, and other subunits, tend to
reinforce this mission and the culture of the school. Thus, the institution conforms to Albert
and Whetten’s (1985) conception of a ‘holographic organization’ (i.c. where organizational
members across subunits share a common identity) rather than an ‘idiographic organization’
(i.c. where members display subunit-specific identitics).

Approximately 700 alumni were randomly selected from a total alumni body of approximately
2000. The institution follows the century-old convention of including as alumni all who attended
the institution (Rudolph, 1962), regardless of whether they reccived degrees.

Questionnaires were mailed from the college’s alumni oflice, and a follow-up postcard was
mailed one month later. A total of 297 usable questionnaires was received, for a 42 per cent
response rate. Conversations with alumni indicated that not all questionnaires arrived at their
destination, and that some alumni werc away at school or overseas during the survey period.
Thus, the response rate is underestimated somewhat. According to the alumni director, the
demographic profile of the sample regarding age and current geographical location is comparable
to that of the total alumni population. However, as the college does not keep records on alumni
marital status, current employment, and other demographic characieristics, it was not possible
to statistically assess possible sampling bias.

The respondents’ mean tenure at the school was 6.1 years. Current ages ranged from 20
to 67 years, with 35 per cent under the age of 30, and 82 per cent under 40. Nincty per cent
were married, and 82 per cent were employed full-time. Respondents attended as many as
nine conference schools, although the mean was 2.6.

Measures

Organizational identification

Identification was measured by a six-item scale (see Appendix I). Mael (1988) reports a coeflicient
alpha of 0.81 in a sample of employed business and psychology students, and Ashforth (1990)
reports a figure of 0.83 in a sample of managers from a varicty of organizations and hierarchical
levels. Utilizing only the first five items of the scale, Mael (1989) reports a coeflicient alpha
ranging from 0.83 to 0.84 in two samples of U.S. Army squad members, and from 0 87 to
0.89 in two samples of squad leaders.

Hypothesized antecedents

Perceived organizational distinctiveness was measured by a 15-item scale developed for this
study. The items describe various attitudes, values, and practices which may vary among the
colleges in the conference (e.g. attitude toward secular knowledge, communal involvement,
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manner of dressing). As the items are specific to certain non-secular educational institutions,
the scale is not presented in Appendix 1.

Perceived organizational prestige, defined as the degree to which the institution is well regarded
both in absolute and comparative terms, was assessed by an cight-item scale (sec Appendix
1). Coeflicient alpha was 0.79 in Mael's (1988) study.

Perccived interorganizational competition was measured by a seven-item scale developed
for the study. The scale focuses on perceived rivalry and social comparisons (sece Appendix
I). It should be noted that the conference schools competed on the basis of academic standing
but not sports.

Perceived intraorganizational competition was assessed by an eight-item scale adapted from
Macel (1986) (sec Appendix I). Mael (1988) reports a coeflicient alpha of 0.79.

Satisfaction with the alma mater’s contribution to fulfillment of student objectives was mea-
sured by a 15-item scale adapted from Spacth and Greeley (1970). Given Spaeth and Greeley’s
finding that alumni of religious institutions place more emphasis than alumni of sccular institu-
tions on personal and social development and less on career training, our version of their
scale includes additional items tapping personality and social development and fewer items
tapping carcer training.

Sentimentality was measured by a seven-item scale (see Appendix I). Coeflicient alpha was
0.73 in Mael’s (1988) study.

Single items assessed length of time in the school, number of conference institutions attended,
and number of years since leaving the institution.

Respondents indicated if they had had a close, mentor-like relationship with a faculty member
at the institution, and if so: (1) was the mentor still living and (2) still at the institution, and
(3) how frequent was the current contact with the mentor (i.e. at least once a week/at least
once every two months/a few times a year/about once a year/almost never). The high intercorrela-
tion among these three items (from r=0.82 to r=0.97) supported the use of a single composite
variable (c.g. 1=no mentor while at school, 7=mentor is no longer living but was spoken
with a few times a year, 14 =mentor is still at school and is spoken with at least once a week).

Hypothesized consequences

Respondents were asked about their ranking of financial contributions (1 =the school is my
highest priority, 5=do not contribute at all). While some studies have used the actual amount
of alumni contributions as indicative of attachment, this measure is questionable (Tompkins,
1986). First, contributions arc heavily aflected by income, which tends to be related to age
and career stage. Sccond, due to the institution’s religious nature, many otherwise devoted
alumni have limited means. Similarly, the use of frequency of donations is confounded by differing
preferences towards lump-sum versus staggered contributions.

Single items assessed the respondent’s willingness to advise their son to attend the alma
mater and their willingness to recruit others. Finally, single items assessed participation in
the following organizational functions: reading the alumni magazine, listening to alumni tapes
(i.c. selected addresses by senior faculty), attending the annual college banquet, attending the
annual graduate school dinner (given the limited means of many alumni, the last two items
were deemed appropriate only for respondents living in the same area as the college), regularly
attending an alumni study hall, and regularly attending special lectures (the final two items
were designed specifically for the large number of alumni living in metropolitan New York).

The means, standard deviations, and reliabilities (Cronbach alpha) for all variables in the
study are presented in Table 1. The correlation matrix for all variables appears in Table 2.
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Table 1. Research measures

Measure Items Mean S.D. Alpha

Organizational identification* 6 3460 0.82 0.87
Independent variables

Organizational distinctiveness* 15 321 0.50 0.78
Organizational prestige* 8 3.51 0.58 0.77
Interorganizational competition* 7 349 0.63 0.75
Intraorganizational competition* 8 2.72 0.65 0.82
Tenure (years at school) | 6.12 3.65 —
Number of years since leaving 1 12.12 8.79 —
Number of schools attended 1 2.58 1.22 —
Mentor relationshipt 1 8.41 5.66 —
Satisfaction with school* 15 328 0.72 091
Sentimentality* 7 3.66 0.60 0.72
Dependent variables
Ranking of contributions* 1 3.58 0.89 —
Willingness to advise son to attend school* 1 343 0.98 —
Willingness to advise others to attend school* 1 371 0.87 —
Reads alumni magazine* | 4.42 0.38 —
Listens to alumni tapes* | 315 1.41 —
Attends college banquet*,} 1 3.61 1.55 —
Attends graduate school dinner*, ] 4.17 1.36 —
Attends alumni study hall*,§ ] 1.82 1.05 —
Attends soecial lectures*.§ 1 2.70 1.31 —

* Measured on a S-point Likert-type scale.

+ Measured on a 14-point Likert-type scale.

1 Restricted to participants residing in the same area as the college (n = 82).
§ Restricted 10 purticipants residing in New York City (n = 96).

Results

Organizational identification and the hypothesized antecedents

As shown in Table 2, three of the four hypothesized organizational antecedents and four of
the six individual antecedents were significantly correlated with OID. To assess the unique
contribution of each antecedent to identification, the latter was regressed on all 10 antecedents.
The results are presented in Table 3. As shown, in support of hypothesis 1, three of the four
organizational antecedents remained significant; organizational distinctiveness ($=0.13,
p<0.05), organizational prestige (8=0.26, p <0.001), and intraorganizational competition (fi=
—0.12, p<0.05). Interorganizational competition (hypothesis 1¢) did not significantly predict
OID. Hypothesis 2 reccived somewhat less support, as three of the six individual antecedents
remained significant: tenure (f = 0.12, p < 0.05), satisfaction with the school (8 =10.33, p < 0.001),
and sentimentality (8 =0.15, p < 0.01). The three individual antecedents that did not significantly
predict OID were number of years since leaving (hypothesis 2b), number of schools attended
(hypothesis 2c¢), and mentor relationship (hypothesis 2d). Collectively, the antecedents accounted
for 35 per cent of the variance in OID.

Organizational identification and the hypothesized consequences

As Table 2 indicates, OID was statistically significantly correlated with all nine indicators of
the hypothesized outcomes: ranking of financial contributions (hypothesis 3a), willingness to
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Table 2. Correlations between variables studied

] 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19
I. Organizational identitication
2. Organizational distinctiveness 17*
3. Organizational prestige 02F -2
4. Interorganizational competition -04 18* —22%
5. Intraorganizational competition —15% 07 -14% 39+ -
6. Tenure I42  15* —18* 00 03
7. Number of years since leaving -09 —16* 19% -04 113 =21+ -
8. Number of schools attended 02 -02 -08 -0I 09 -32f -0} -
9. Mentor relationship 219 15 00 -0+ -0 13 =23+ 1y -
10. Satisfaction with school 51% 0 217 30 —11% —-18%  23% —-(9 02 40t —
1. Sentimentality 291 04 23+ 18* -03 -0} -07 105 15* 28% —
12. Ranking of contributions 10 1o* —-08 —05 25t —08 —17*  24%  32% 04 -
13, Willingness to advise son to attend
school 43F 08 47% -06 —15¢ Ol 05 -02 10 33t 10§ 25+ —
14, Willingness to advise others to
attend school 397 10 421 —-108 —19* -08 07 00 10 33+ 16 25t 62 —
15. Reads alumni magazine 23F 05 08 -05 -09 14* -02 -08 16 22+ 14* 15¢ 10 13 —
16. Listens to alumni tapes 337 -03 105 =21F =17 16* 09 02 19+ 31+ 14 21+ 08 15+ 33t —
17. Attends college banquet 3+ 08 278 -2 —188 17 07 14 22 23f -01 56t 28* 30* -04 09 —
18. Attends graduate school dinner 29« 11 198 -05 -16 47+ —12 —24% 38t 35+ -03 481 09 12 14 32+« 38f —
19. Attends alumni study hall 27 -09 12 =228 =208 09 -11 -0} -02 1 —-02 10 09 11 03 22 - - -
20. Auends special lectures 40+ 02 173 =10 -15 01 -—11 02 205 07 208 02 16 20 -03 30+ — —  S54%

All decimals are omitted.
ip < 0.05.

*p < 0.01.

T < 0.001.
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Table 3. Results of regression analysis of orgamizational identification on the hypothesized antecedents

Hypothesized antecedents Organizational identification
Organizational distinctiveness 0.13*
Organizational prestige 0.26%
Interorganizational competition 0.10
Intraorganizational competition - 0.12*
Tenure 0.12*
Number of years since leaving 0.05
Number of schools attended - 0.02
Mentor relationship 0.01
Satisfaction with school 0.33%
Sentimentality 0.15%
R 0.35
Adjusted R 0.33
F 12.54%
df 10,228
Entries are standardized regression coeflticients. Probability values are based on one-tailed r-tests,

*n < 0.05,

ip=00l.

ip < 0.001.

advise one's son to attend the college and willingness to advise others to attend (hypotiesis
3b), and the six indicators of participation in organizational functions (hypothesis 3¢). However,
in order to determine the unigue contribution of identification to cach of the outcome variables,
a series of multiple regressions was performed. Each outcome variable was regressed on OID
as well as the 10 hypothesized antecedents of OID. As Table 4 shows, the overall multivariate
equations were significant for all outcome variables except two of the indicators of participation:
attendance at the college banquet and the study hall. The standardized regression coeflicients
provided fairly strong support for the remaining outcome variables of hypothesis 3. Consistent
with hypothesis 3a, OID significantly predicted the ranking of contributions (# =0.30, p < 0.001).
Consistent with hypothesis 3b, OID predicted the willingness to advise one's son to attend
the school (#=0.22, p<0.01) and willingness to advise others to attend ($=0.23, p<0.001).
Hypothesis 3¢ received less support as OID predicted listening to alumni tapes (8=0.29, p <0.001)
and attendance at special lectures (=0.33, p=<0.05), but did not predict the reading of the
alumni magazine and attendance at the school dinner. It should be noted that no other antecedent
variable -— including satisfaction with the alma mater — was as strongly and consistently
related to the outcome variables.

Identification as a mediator

The analysis reccommended by Baron and Kenny (1986) was used to assess the mediating role
of OID. First, based on the standardized regression coeflicients of Tables 3 and 4, we selected
those hypothesized antecedents (n=6) and hypothesized outcomes (n=7) that were significantly
associated with identification. Second, cach outcome variable was regressed on the set of antece-
dents (generating 6 X 7 = 42 coeflicients). Third, cach outcome variable was regressed on
the set of antecedents plus identification. If OID is indeed a mediator, then the number of
significant coefficients generated by the second step should be reduced by the third step. In
fact, of the 12 significant coeflicients generated, only five remained after the third step. This
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Table 4. Results of regression analysis involving hypothesized consequences

Dependent variables

Willingness Willingness Attends
Rankingof toadvise  toadvise Reads Listensto  Atitends  graduate  Attends Attends
contribu- son to others to alumni alumni college school alumni special
Independent variables tions attend attend  magazine tapes banquet dinner  study hall  lectures
Organizational identification 0.30% 0.22% 0.23% 0.08 0.29% 0.24 0.16 043 0.33*
Organizational distinctiveness 0.01 0.02 0.09 -0.02 -0.05 0.09 -0.02 -0.14 0.10
Organizational prestige 0.11 0.38% 0.35% 0.01 -0.08 0.23 0.08 -0.08 0.16
Interorganizational competition -0.10 0.15% 0.06 0.07 —-0.24% -0.23 0.15 -0.12 -0.06
Intraorganizational competition 0.07 -0.12 —-0.12 —-0.01 0.00 0.01 -0.19 -0.12 -0.12
Tenure 0.12 -0.02 -0.09 0.09 0.17* 0.18 0.36% 0.06 0.22
Number of years since leaving 0.00 0.03 ~0.03 -0.03 —0.18% -0.02 0.15 0.15 0.12
Number of schools attended 0.11 —0.05 -0.01 0.07 —0.00 0.00 0.2t 0.06 -0.13
Mentor relationship 0.20% 0.00 0.01 0.05 0.10 0.15 0.30+ —-0.04 0.17
Satisfaction with school 0.04 0.16* 0.14 0.12 0.03 -0.12 0.04 —0.06 -0.36*
Sentimentality -0.09 -0.09 -0.03 0.06 0.07 -0.08 -~0.23* -0.11 0.18
R 0.26 0.33 0.34 0.08 0.24 0.25 0.49 0.21 0.30
Adjusted R’ 0.22 0.30 0.31 0.04 0.20 0.10 0.39 0.07 0.18
F 7.07¢ 9.42% 10.63% 1.81%* 6.24% 1.70 5.02% 1.52 2.44%
df 11,226 11,210 11,224 11,226 11,221 11,57 11,57 11,61 11,62

Entries are standardized regression coeflicients. Probability values are based on two-tailed r-tests since no specific hypotheses were advanced linking the independent
varjables (other than identification and satisfaction) to the dependent variables.

*p < 0.05.

tp <0.01.

ip = 0.001.
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decrease suggests that OID is acting as a partial mediator. However, given the design of the
study, the decrease may also reflect redundancy between the antecedent variables and OID.

Discussion

The results provide general support for the reformulated model of organizational identification.
A measure of OID was devised based on Ashforth and Mael’s (1989) conception of identification
as the definition of self in terms of one’s group membership(s). Consistent with hypothesis
1, this measure was associated with the following organizational antecedents of identification
among the alumni of a religious college: organizational distinctiveness (hypothesis 1a), organiza-
tional prestige (hypothesis 1b), and intraorganizational competition (negatively) (hypothesis
1d). Consistent with hypothesis 2, the measure was also associated with the following individual
antecedents of OID: tenure (hypothesis 2a), satisfaction with the organization (hypothesis 2¢c),
and sentimentality (hypothesis 2f). Consistent with hypothesis 3, the measure was further asso-
ciated — with the antecedents of identification controlled — with the following aspects of
support for the institution: ranking of financial contributions (hypothesis 3a), willingness to
advise one’s son to attend the institution and willingness to advise others to attend (hypothesis
3b), and two indicators of participation in institutional functions (listening to alumni tapes
and attendance at special lectures) (hypothesis 3¢). OID had significant zero-order correlations
with the four remaining indicators of participaiion. Finally, the results suggest that OID at
least partially mediates the impact of the antecedents on the outcomes.

A second look at several hypothesized antecedents

Contrary to hypothesis Ic, perceived interorganizational competition did not predict identifica-
tion. This may be attributable to the alumni’s perceptions of the school. The negative correlations
between interorganizational competition and organizational prestige (r = —0.22, p < 0.001) and
satisfaction (r= ~0.11, p < 0.05) suggest that the alma mater fell short when compared with
the academic standing of its rivals. Thus, the expected identification-enhancing eftfects of compe-
tition may have been muted. When the effects of prestige and satisfaction were partialled out,
interorganizational competition was significantly —— albeit weakly — associated with OID
(r=0.15, p < 0.01), suggesting that this association may be moderated by perceptions of the
organization’s relative standing. This is consistent with recent experimental research by Sachdev
and Bourhis (1987).

OID was also not significantly associated with the individual antecedents of recency of mem-
bership (hypothesis 2b) and the number of colleges attended (hypothesis 2¢). This suggests
that identification may be relatively robust, withstanding erosion through time and exposure
to other educational contexts. Interestingly, a one-way ANOVA revealed that individuals tended
to identify more with the college the /ater it felf in the sequence of colleges attended(F=4.47,
df=2,164, p<0.05; where 1=this school was the first attended, 2=in the middle {i.e. neither
first nor last], 3=last attended®). More specifically, Schefte’s test revealed that individuals identi-
fied more with the college when it was the last attended rather than the first. This suggests
a recency effect (where recent colleges are more salient) and/or improved person-organization
fit (presumably through refined choice).

Finally, contrary to hypothesis 2d, while a mentor relationship was significantly correlated
with OID (r= 0.21, p=<0.001), partialling out the cffect of satisfaction reduced this relationship

> We thank an anonymous reviewer for suggesting this possibility.
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to nonsignificance. Perhaps a mentor-like relationship facilitates the attainment of and satisfac-
tion with personal objectives, and this satisfaction mediates the generalization of the relationship
with the mentor to the organization as a whole (¢/. Hunt and Michael, 1983).

Given the speculative nature of these qualifications to the model, it is obviously important
that the study be replicated and extended.

Implications for theory and practice

Although the study focused on a unique sample, the findings may have broad implications.
For one, the findings clarify how the recent spate of corporate takeovers, mergers, and restructur-
ing may have partially croded member loyalty.

It appears likely that the major antecedents of OID are adversely affected by these activities:
takeovers and mergers often foment intraorganizational competition between organizational
partners and undermine the distinctiveness of ‘junior’ partners (as through the loss of such
symbols as a company name and logo) and possibly their prestige as well, and restructuring
often severs mentor relationships and reduces the average tenure in the organization and satisfac-
tion with the organization. It is not surprising, then, that numerous observers have linked
this recent turbulence with increasing employee wariness, disillusionment, and self-centeredness
(e.g. Braham, 1987; DeMeuse, 1987).

At the same time, these findings offer some promise for organizations. They indicate that
individuals who identify with the organization are apt to support the organization in various
ways, and that identification can be encouraged through various means. Essentially, the model
of OID presented here is consistent with the growing literature on symbolic management and
transformational leadership (e.g. Bass, 1985; Griffin, Skivington and Moorhead, 1987). This
literature suggests that ‘through the manipulation of symbols such as traditions, myths, meta-
phors, rituals, sagas, heroes, and physical setting, management can make the individual’s mem-
bership salient and provide compelling images of what the . .. organization represents’ (Ashforth
and Mael, 1989, p. 28). Research and reviews by Albert and Whetten (1985), Cameron and
Ulrich (1986), Chaffee (1984), Clark (1972), Rosen (1985), Stern (1988), and others illustrate:
(1) how managers can foster and highlight a distinctive organizational identity, organizational
prestige, and interorganizational competition®, and reduce intraorganizational competition,
and (2) how these practices can invigorate member support for the organization. It should
be noted, however, that such practices may be less efficacious and harder to enact in idiographic
organizations.

The present sample of college alumni provide a specific example of how perceptions of organi-
zational prestige, distinctiveness, and competitive excellence may be symbolically managed.
In general, symbolic management can be directed towards increasing the salience of the institution
as an institution, complete with a unique and compelling mission and a reputation for fulfilling
that mission. Clark’s (1962, 1972) research indicates that highly-regarded schools are often
steeped in rich lore and traditions which glorify their uniqueness and excellence, and an edited
volume by Steeples (1986) chronicles how the creation and promulgation of clear and distinctive
identities facilitated the revival of cight diverse colleges. More specificaily, organizational distinc-
tiveness, prestige, and competitive excellence can be enhanced by recruiting prominent faculty

* We speculated earlier, however, that the relationship between interorganizational competition and identification
is moderated by one’s perception of the relative standing of the focal organization. This suggests that when unfavorable
comparisons will likely result, competition should not be encouraged — unless negative outcomes can be rationalized
to save face (*We did well considering our school is one-third the size’) or another basis for comparison can be found
(‘They may have won, but we played more fairly’) (¢f. Ashforth and Mael, 1989).
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(c.g. Nobel laurcates, community leaders), naming buildings and local sites after prominent
individuals, publicizing the accomplishments of past and present faculty and alumni and the
triumphs of varsity teams, creating a specialized curriculum and pedagogical orientation, main-
taining high admission standards and placement success, establishing school colors and songs,
erecting statues and monuments, extolling the geographic region where the school is located,
and so forth. Similarly, intraorganizational unity can be enhanced by emphasizing external
threats (e.g. rival schools, government cutbacks) or superordinate goals (e.g. fundraising), and
institutionalizing rituals that celebrate the organization’s identity, such as orientation festivities,
initiation rites, pep rallies, homecoming parades, graduation ceremonics, local traditions, and
anniversary celebrations. For large and heterogencous schools, such practices may be comple-
mented by similar practices at the level of the individual faculty or college.

Such symbolic practices are especially important in educational institutions given that the
period of schooling represents a transitional time for many students in which their identity
is still emerging (Chickering, 1969; Turner, 1975) and given the problematic nature of alumni
support noted carlier. As this study illustrates, schools which are held to be ‘identity anchors’
by their alumni are apt to gain critical support.

Implications for future research

The study raises a number of issues for future research, in addition to those noted above.
First, the present study has several limitations that should be addressed. While we have suggested
a causal sequence from antecedents to identification to consequences, this is of course untestable
in a cross-sectional design. Indeed, we have previously argued (Ashforth and Macel, 1989) that
there is a feedback loop from identification to the antecedents such that as one begins to identify
with a group, the values and practices of the group become more salient and are seen as distinetive.
Future research should utilize a within-subjects longitudinal approach to capture the dynamics
of identification over time. Additionally, such a study should include the factors discussed
by Ashforth and Mael (1989), but omitted from the present study, that are traditionally associated
with group formation and its consequences.

A further limitation is the reliance on sclf-report measures. Self-reports may not correspond
to actual experiences and are susceptible to common method variance. (Note, however, that
it is perceptions that are of interest since it is perceptions that spark identification). While
the inclusion of cognitive/perceptual, behavioral, affective, and demographic variables likely
reduced priming and response consistency somewhat, the issue remains problematic.

Second, the identification model lends itself to several extensions. While the model specifies
the benefits to the organization from member identification, it does not specify the benefits
to the individual members. One possibility is that perceiving the organization as an extension
of the self is inherently adaptive and healthy. Wallach and Wallach (1983) cite a number of
philosophers and psychotherapists who have championed an ‘extended self” perspective and
claim that it can provide relief from depression and anomie, and Ashforth and Mael (1989)
allude to a linkage between OID and members’ search for meaning, connectedness, empower-
ment, and immortality. Future research should examine the predisposing desires and psychologi-
cal outcomes of identification. The inclusion of sentimentality in the present study provides
a promising start in this direction. Given our current era of turbulence and organizational
restructuring, such desires may well assume increasing significance.

The model implies that identification has a positive, lincar association with desirable outcomes.
However, evidence of resistance to change, the ‘anti-social actions of committed organizational
participants’ (Schwartz, 1987, p. 327), ethnocentrism and bigotry (Turner, 1985), decreased
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creativity (Rontondi, 1975b), and the pathologies of overly dependent organizational members
(Kets de Vries and Miller, 1984), speak to the darker side of OID. Future research should
investigate the contingencics and processes that affect the functional versus dysfunctional out-
comes of identification.

Third, the identification model was applied to a fairly unique institutional setting: that of
the college. Future rescarch should ascertain the generalizability of the reformulated model
by applying it to varying organizational contexts, including both holographic and idiographic
organizations, and to past and present organizational members. For example, as noted, Mael
(1988, 1989) has recently applied the current measure of OID to employed college students
vis-a-vis their employers and to U.S. Army personnel vis-a-vis the Army, and Ashforth (1990)
has applied it to a diverse sample of managers vis-a-vis their employers. It is hoped that further
applications of the identification model will be facilitated by the generic nature of the measures
of OID and several of the hypothesized antecedents presented in Appendix 1.

Finally, while we have focused on the concept of identification, the concept of alurmni might
also have important implications for a varicty of organizations. For example, Gannon (1971)
has shown that former employees are among the best sources of recruits for work organizations.
In their current positions, former employees may also act as goodwill ambassadors to other
organizations, disseminate their former employer’s views, values, and practices. and provide
an important external source of information. It should be determined whether identification
with the former employer fosters continued proactive behaviors on behalf of that employer.
This would provide organizations with a basis for assessing the value of maintaining contact
with former employees (e.g. through newsletters, reunions), and whether the concepts of *alma
mater’ and ‘alumni’ are as appropriate to the workplace as they are to academia.

References

Abrams, D. and Hogg, M. A. (1988). *‘Comments on the motivational status of self-esteem in social
identity and intergroup discrimination’, Ewropean Journal of Social Psychology, 18, 317- 334,

Albert, S. and Whetten, D. A. (1985). ‘Organizational identity’. In: Cummings, L. L. and Staw, B. M.
(Eds) Research in Organizational Behavior, Vol. 7, JAL Press, Greenwich, Connecticut.

Ashlorth, B. E. (1990). ‘Petty tyranny in organizations: A preliminary examination of antecedents and
consequences’. Manuscript in preparation, Concordia University, Montreal, Quebec. .

Ashforth, B. E. and Mael, F. (1989). *Social identity theory and the organization’, Academy of Management
Review, 14, 20-39.

Bakal, C. (1979). Charity USA: An Investigation into the Hidden World of the Multi-Billion Dollar Industry,
Times Books, New York.

Baron, R. M. and Kenny, D. A. (1986). "The moderator-mediator variable distinction in social psychological
research: Conceptual, strategic, and statistical considerations’, Journal of Personality and Social Psy-
chology, 51, 1173-1182.

Bass, B. M. (1985). Leadership and Performance Beyond Expectations, Free Press, New York.

Best, J. and Nelson, E. E. (1985). ‘Nostalgia and discontinuity: A test of the Davis hypothesis’, Sociology
and Sociological Research, 69, 221-233.

Blakely, B. E. (1974). “Historical and contemporancous predictors of alumni involvement’. Unpublished
doctoral dissertation, Purdue University, West Lafayette, Indiana.

Blau, P. M. (1954). ‘Co-operation and competition in a bureaucracy’, American Journal of Sociology,
59, 530-535.

Braham, J. (1987, June 1). ‘Dying loyalty®, Industry Week, 16-17.

Brown, M. E. (1969). ‘1dentification and some conditions of organizational involvement'. Administrative
Science Quarterly, 14, 346-355.

Brown, R. J. and Ross, G. F. (1982). ‘The battle for acceptance: An investigation into the dynamics

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



of intergroup behavior’. In: Tajfel, H. (Ed.) Social Identity and Intergroup Relations, Cambridge Univer-
sity Press, Cambridge.

Brubacher, J. S. and Rudy, W. (1976). Higher Education in Transition: A History of American Colleges
and Universities, rev edn, Harper and Row, New York.

Bullock, R. P. (1952). Social Factors Related to Job Satisfuction: A Technique for the Measurement of
Job Satisfaction, Ohio State University Press, Columbus, Ohio.

Burke, P. J. and Franzoi, S. L. (1988). *Studying situations and tdentities using experiential sampling
methodology’, American Sociological Review, 53, 559-568.

Cameron, K. S. and Ulrich, D. O. (1986). ‘Transformational leadership in colleges and universities’.
In: Smart, J.C. (Ed.) Higher Education: Handbook of Theory and Research, Vol. 2, Agathon Press,
New York.

Chaffee, E. E. (1984). ‘Successful strategic management in small private colleges', Journal of Higher Edu-
cation, 55, 212-241.

Chickering, A. W. (1969). Education and Identity, Jossey-Bass, San Francisco.

Cialdini, R. B., Borden, R. J., Thorne, A., Walker, M. R., Freeman, S. and Sloan, L. R. (1976). ‘Basking
in reflected glory: Three (football) field studies’, Journal of Personality and Social Psychology, 34, 366-3175.

Clark, B. R. (1962). Educating the Expert Society, Chandler, San Francisco.

Clark, B. R. (1972). ‘The organizational saga in higher education’, Administrative Science Quarterly, 17,
178-184.

Cox, M. C.(1985). ‘ The effectiveness of black identification and organizational identification on commumication
supportiveness’. Unpublished doctoral dissertation, Purdue University, West Lafayette, Indiana.

Davis, F. (1979). Yearning for Yesterday: A Sociology of Nostalgia, Free Press, New York,

DeMeuse, K. P. (1987). *Corporate surgery: The human travana of mergers and acquisitions®. Paper presented
at the annual meeting of the American Psychological Association, New York.

Dion, K. L. (1973). ‘Cohesivencss as a determinant of ingroup-outgroup bias’, Jouwrnal of Personality
and Social Psychology, 28, 163-171.

Drucker, P. F. (1986). ‘Corporate takeovers — What is 1o be done?, Public Interest, 82, 3-24.

Farber, B. A. (1983). ‘Introduction: A critical perspective on burnout’. In: Farber, B. A. (Ed.) Stress
and Burnout in the Human Service Professions, Pergamon, New York.

Fisher, K. (1986, October). *Company raids shatter morale’, APA Monitor, 32.

Foote, N. N. (1951). ‘Identification as the basis for a theory of motivation’, American Suciological Review,
16, 14-21.

Frey, J. H. (1981). *‘Alumni love athletics: Myth or reality?’. CASE Currents, 7(11), 46.

Friedkin, N. E. and Simpson, M. J. (1985). ‘Effects of competition on members’ identification with their
subunits’, Administrative Science Quarterly, 30, 377--394,

Gannon, M. J. (1971). *Sources of referral and employee turnover’, Jowrnal of Applicd Psychology, 55,
226-228.

Gould, S. B. (1975). ‘Organizational identification and commiitment in two environments®. Unpublished
doctoral dissertation, Michigan State University, Lansing.

Griflin, R. W, Skivington, K. D. and Moorhead, G. (1987). *Symbolic and international {sic] perspectives
on leadership: An integrative framework’, Human Relations, 40, 199-218.

Hall, D. T. and Gould, S. (1980). * Organizational commitment: A review of the theory and empirical research’.
Unpublished manuscript, Boston University.

Hall, D. T. and Schneider, B. (1972). *Correlates of organizational identification as a function of career
pattern and organizational type’, Administrative Science Quarterly, 17, 340-350.

Hunt, D. M. and Michael, C. (1983). ‘Mentorship: A carcer training and development tool’. Academy
of Management Review, 8, 475-485.

Katz, D. and Kahn, R. L. (1978). The Social Psychology of Organizations, 2nd edn, Wiley, New York.

Kets de Vries, M. F. R. and Miller, D. (1984). The Newrotic Organization: Diagnosing and Changing
Counterproductive Styles of Management, Jossey-Bass, San Francisco,

Levinson, H. (1965). *Reciprocation: The relationship between man and organization’, Adininistrative
Science Quarterly, 9, 370-390.

Levinson, H. (1970). A psychologist diagnoses merger failures’, Harvard Business Review, 48(2), 139-147.

Linville, P. W., Fischer, G. W. and Salovey, P. (1989). ‘Perceived distributions of the characteristics
of in-group and out-group members: Empirical evidence and a computer simulation’, Jowrnal of Persona-
lity and Social Psychology, 57, 165-188.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



Mael, F. (1986). ‘Latitude for licutenancy: The exchange component of the vertical dyad linkage model
of leadership’. Unpublished master’s thesis, Wayne State University, Detroit.

Mael, F. (1988). ‘Organizational identification: Construct redefinition and a field application with organizatio-
nal ahwnni’. Unpublished doctoral dissertation, Wayne State University, Detroit.

Macl, F. A. (1989). ‘Leadership team cohesion: Impact on soldier motivation and attitudes’. Paper presented
at the annual meeting of the Military Testing Association, San Antonio, Texas.

March, J. G. and Simon, H. A. (1958). Organizations, Wiley, New York.

Marks, M. L. (1988). ‘The disappearing company man’, Psychology Today, 22(9), 34-36, 38.

Mowday, R. T., Steers, R. M. and Porter, L. W. (1979). ‘The measurement of organizational commitment’,
Journal of Vocational Behavior, 4, 224-247.

Oakes, P. and Turner, J. C. (1986). ‘Distinctiveness and the salience of social category memberships:
Is there an automatic perceptual bias towards novelty?’ European Journal of Social Psychology, 16,
325-344.

O'Reilly, C., IlI and Chatman, J. (1986). ‘Organizational commitment and psychological attachment:
The effects of compliance, identification, and internalization on prosocial behavior’, Journal of Applied
Psychology, T1, 492-499.

Patchen, M. (1970). Participation, Achievement and Involvement on the Job, Prentice-Hall, Englewood
Cliffs, New Jersey.

Pickett, W. L. (1986). ‘Fund-raising cffectiveness and donor motivation’. In: Rowland, A. W. (Ed.) Hand-
hook of Institutional Advancement, 2nd Edn, Jossey-Bass, San Francisco.

Ransdell, G. A. (1986). ‘Understanding professional roles and program mission’. In: Rowland, A. W.
(Ed.) Handbook of Institutional Advancement, 2nd edn, Jossey-Bass, San Francisco.

Reichers, A. E. (1985). *A review and reconceptualization of organizational commitment’, Academy of
Management Review, 10, 465-476.

Reichley, R. A. (1977). *Volunteers: Who are they?’. In: Rowland, A. W. (Ed.) Handbook of Institutional
Advancement, 1st edn, Jossey-Bass, San Francisco.

Rosen, M. (1985). ‘Breakfast at Spiro's: Dramaturgy and dominance’, Jowrnal of Management, 11(2),
31-48.

Rotondi, T., Jr. (1975a). ‘Organizational identification and group involvement’, Academy of Management
Journal, 18, 892-897.

Rotondi, T, Jr. (1975b). ‘Organizational identification: Issues and implications’, Organizational Behavior
and Huntan Performance, 13,95-109.

Rudolph, F. (1962). The American College and University, Random House, New York.

Sachdev, 1. and Bourhis, R. Y. (1987). ‘Status difterentials and intergroup behaviour®, Ewropean Journal
of Social Psychology, 17, 277-293.

Schwartz, H. S. (1987). *Anti-social actions of committed organizational participants: An existential psy-
choanalytic perspective’, Organization Studies, 8, 327-340.

Spaeth, J. L. and Greeley, A. M. (1970). Recent Alumni and Higher Education, McGraw-Hill, New York.

Staw, B. M. (1984). ‘Organizational behavior: A review and reconceptualization of the field's outcome
variables'. In: Rosenzweig, M. R. and Porter, L. W. (Eds) Annual Review of Psychology, Vol. 35,
Annual Reviews, Palo Alto, California.

Steeples, D. W. (Ed.) (1986). Institutional Revival: Case Histories, Jossey-Bass, San Francisco.

Stern, S. (1988). *Symbolic representation of organizational identity: The role of emblem at the Garrett
Corporation’. In: Jones, M. O., Moore, M. D. and Snyder, R. C. (Eds) Inside Organizations: Understand-
ing the Human Dimension, Sage, Newbury Park, California.

Tajfel, H. (1978). ‘The achievement of group difterentiation’. In: Tajfel, H. (Ed.) Differentiation Between
Social Groups: Studies in the Social Psychology of Intergroup Relations, Academic Press, London.

Tajfel, H. and Turner, J. C. (1985). ‘The social identity theory ol intergroup behavior’. In: Worchel,
S. and Austin, W. G. (Eds) Psychology of Intergroup Relations, 2nd edn, Nelson-Hall. Chicago.

Tolman, E. C. (1943). ‘Identification and the post-war world’, Jowrnal of Abnormal and Social Psychology,
38, 141-148.

Tompkins, E. V. (19806). * Possible antecedents and outcomes of identification with a parturient organization’.
Unpublished doctoral dissertation, The University of lowa, lowa City.

Turner, J. C. (1981). *The experimental social psychology of intergroup behavior’. In: Turner, J. C. and
Giles, H. (Eds) Intergroup Behavior, University of Chicago Press, Chicago.

Turncr, J. C. (1982). *Towards a cognitive redefinition of the social group’. In: Tajfel, H. (Ed.) Social
Identity and Intergroup Relations, Cambridge University Press, Cambridge.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



Turner, J. C. (1985). ‘Social categorization and the self-concept’. In: Lawler, E. J. (Ed.) Advances in
Group Processes, Vol. 2, JA1 Press, Greenwich, Connecticut.

Turner, R. H. (1975). ‘Is there a quest for identity?’, Sociological Quarterly, 16, 148-161.

Van Maanen, J. and Barley, S. R. (1984). *Occupational communitics: Culture and control in organizations’.
In: Staw, B. M. and Cummings, L. L. (Eds) Research in Organizational Belavior, Vol. 6, JAT Press,

Greenwich, Connecticut.

Wallach, M. A. and Wallach, L. (1983). Psychology’s Sanction for Selfishness: The Evror of Egoism in
Theory and Therapy, W. H. Freeman, San Francisco.

Werther, W. B., Jr. (1988). ‘Loyalty at work’, Business Horizons, 31(2), 28--35.

Wiener, Y. (1982). ‘Commitment in organizations: A normative view', Academy of Management Review,
7,418-428.

Appendix I

With the exception of sentimentality, all the variables below are measured with items specific
to an educational organization. However, these variables can be modified for use in other
organizations. For example, the terms student, alumni, instructor, school, and conference can
be replaced with employee, employecs, manager, organization, and industry.

Organizational identification
(1 =Strongly agrec; S=Strongly disagree]

When someone criticizes (name of school), it feels like a personal insult.
I am very interested in what others think about (name of school).
When [ talk about this school, 1 usually say ‘we’ rather than “they’.
This school’s successes are my successes.

When someone praises this school, it feels like a personal compliment.
If a story in the media criticized the school, [ would feel embarrassed.

W —
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Perceived organizational prestige
8
[1=Strongly agree; 5=Strongly disagrec}

People in my community think highly of (name of school).

It is considered prestigious in the religious community to be an alumnus of (name of

school).

(Name of school) is considered one of the best (conference schools).

People from other (conference schools) look down at (name of school). (R)

Alumni of all {conference schools) would be proud to have their children attend (name

of school).

6 (Name of school) does not have a good reputation in my community. (R)

7 A person secking to advance his carcer in {(conference academia) should downplay his
association with (name of school). (R)

8 When other (conference schools) are recruiting new students, they would not want stu-

dents from (name of school). (R)

N =

W b

Perceived interorganizational competition
[1=Strongly agree; S=Strongly disagrec]
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There is a rivalry between the (conference schools).

Each (conference school) tries to stress its superiority over the other schools.

Students are constantly comparing and rating the (conference schools).

Students at (name of school) often measure the school against the other (conference
schools).

Each (conference school) points to reasons why it is the best (conference school).

Each (conference school) tries to demonstrate that it has the most illustrious alumni.

The (conference schools) do not see themselves as competitors. (R)

BN -

~ o

Perceived intraorganizational competition

Given the necessarily retrospective assessment of this variable in the present study, all items
are phrased in the past tense. However, applications of the measure to current organizational
members should utilize the present tense.

[1 =Strong agree; S=Strongly disagree]

People at (name of school) felt left out unless they competed with each other.

The competition at (name of school) was intense.

Classmates at (name of school) did not compete with cach other. (R)

The system at (name of school) made people try to be better than everyone clse.

Students at (name of school) found it painful when others were getting ahead.

Students at (name of school) would try to find out how their peers were being evaluated.
The instructors at (name of school) did not foster competition between the students.
(R)

8 Students at (name of school) tried to outdo each other at impressing their instructors.

NN R W N -

Sentimentality
[} =Strongly agree; 5=Strongly disagrec]

I like to reminisce about my youth.

I am a sentimental person.

I have no desire to save mementos from the past. (R)

I like to save souvenirs or other reminders of interesting places or events.
I enjoy conversations in which we recall events from the past.
Anniversaries of special events are not important to me. (R)

I am moved emotionally when recalling scenes from my youth,

NN B o b —
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