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Abstract

This study examined the relationships among three variables of female dancers’ 

organizational identification, job satisfaction, and organizational commitment. 

Although considerable numbers of previous studies have investigated the relation-

ship among the variables, female members’ organizational attitude and behaviors 

need more attention from practitioners and theorist as well. This study developed 

three competing models based on theoretical background. The data were collected 

from six different dance teams in the Republic of Korea. A total of 156 female 

professional dancers participated in the study. The three competing models were 

tested using the structural equation modeling (SEM). The results indicated that or-

ganizational identification influenced job satisfaction and organizational commitment 

and job satisfaction influenced organizational commitment.
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Introduction

Organizational studies have examined the behaviors of members in or-
der to increase the effectiveness and efficiency of their organizations. 
Among those, many studies have investigated psychological constructs re-

1 This work was supported by a grant from the Kyung Hee University in 2009. (KHU-20091622)
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lated to organizational members such as commitment, identification, sat-
isfaction, etc (Cole & Bruch, 2006). Particularly, many previous studies 
were interested in the relationships among those variables since they were 
known to influence members’ turnover intention and job performance 
(Cole & Bruch, 2006; Herrbach, 2006; Tuzun, 2009). However, as pre-
vious studies indicated (e.g., Elizur & Koslowsky, 2001; Scandura & 
Lankau, 1997), more research needs to be done with female members of 
organizations. Particularly, the relationships between organizational iden-
tification, job satisfaction, and organizational commitment among female 
members of dance organizations have never been examined. Considering 
the unique characteristics of a dance team (e.g., relatively smaller size, 
gender dominance by female, lower wage, less fringe benefits and early 
retirement in comparison to employees in other sectors), it is imperative 
to figure out proximal cause and effects of job satisfaction among female 
members of dance teams. In addition to the environmental differences of 
dance teams, they are very unique in that each member’s contribution 
to the team’s performance on a stage is direct and clear for each 
performance. The members of the organization personally and directly 
participate in producing the outcomes (i.e., dance performance) all to-
gether under the leadership of the captain. Due to the aforementioned 
uniqueness of dance organizations, the relationship among organizational 
identification, job satisfaction, and organizational commitment needs to 
be reexamined using dominant members of a dance team: female pro-
fessional dancers.

The objective of the study is two-fold. First, the study attempted to 
develop a conceptual model between organizational identification, job sat-
isfaction, and organizational commitment based on literature review. The 
literature review included very extensive studies of each variable so that 
we could establish a sound theoretical support for each model. Second, 
the study attempted to select the best fitting model using a data set from 
dance teams located in Seoul and its vicinity in South Korea.

The results of this study can provide valuable insights into whether 
previous findings are applicable to unique aspects of dance teams. In ad-
dition, this study can contribute to the body of organizational literature 
by discovering the effects of organization related constructs among female 
professional dancers. The following section provides extensive literature 
review on three variables of organizational identification, job satisfaction, 
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and organizational commitment in the context of general organizations 
and dance organizations as well.

Theoretical Framework

Organizational Identification

Organizational identification originated from the social identity theory 
of Tajfel and Turner (1985). It is a social process in which a person de-
fines himself or herself. It is about who I am and what others think 
about the self (Tajfel & Turner, 1985). The group identification has been 
studied heavily in organizational studies because group identification is re-
lated to a number of desirable group outcomes (Albert, Ashforth, & 
Dutton, 2000; Riordan & Weatherly, 1999). Although many studies have 
tried to investigate the underlying constructs of identification, recent em-
pirical works tend to conceptualize organizational identification as a uni-
dimensional construct and this has been accepted as a reasonable and use-
ful methodology for evaluative purposes (Rotondi, 1975).

The recent conceptualization of identification is characterized with its 
parsimoniousness. Mael and Ashforth (1992, p. 109) defined organiza-
tional identification as “a perceived oneness with an organization and the 
experience of the organization’s successes and failures as one’s own”. And 
Dutton, Dukerich, and Harquail (1994, p. 239) defined it as “the degree 
to which a member defines him or herself by the same attributes that 
he or she believes define the organization”. The two definitions of organ-
izational identification represent one line of organizational identification 
study. Another line of organizational identification study is emphasizing 
the congruency between member’s value and that of organization (Hall, 
Schneider, & Nygren, 1970; Lee, 1971).

Dutton et al. (1994) also noted the consequences of organizational 
identification. They pointed out that members with strong organizational 
identification (a) evaluate the image of the organization as more attrac-
tive, (b) will seek more contact with the organization, (c) will cooperate 
better with other members of the organization, (d) will show more com-
petitive behavior directed toward out-group members, and (e) will exhibit 
organizational citizenship behavior more often than the members with 
weak organizational identification. In a more recent study, organizational 
identification was found to have positive correlations with organizational 
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commitment and job satisfaction (Tuzun, 2009). Based on the literature, 
female members of dance teams are expected to develop organizational 
identification much easier than in other types of male dominant organ-
izations due to the nature of dance. Particularly, in a Confucian culture 
like Korea, gender specific role has been strongly and strictly applied 
among its members. Thus, the fit between the image of dance and the 
female’s traditional image would enhance the congruence between the 
members and the organization (i.e., dance teams). The fit between organ-
izational members and organizational culture was found to positively in-
fluence organizational performance such as organizational commitment 
and job satisfaction (Behery & Paton, 2008).

In conclusion, previous literature on organizational identification in-
dicates that it is a cognitive process of categorizing oneself and identi-
fication strengthens when members categorize themselves into their or-
ganization (Dutton et al., 1994). The organizational identification of 
dancers toward their respective dance team would do the same thing as 
suggested in previous literature. The dancers who are identified highly 
with their dance team would show a higher organizational commitment 
and job satisfaction.

Organizational Commitment

Commitment is a psychological state that has been used to explain di-
verse behaviors of organizational members. Commitment is the attitude an 
individual has toward a specific target, which is the dance team that the 
members are working for. Commitment is a term that has been frequently 
used in academic disciplines as well as in daily life. Kiesler and Sakumura 
(1966, p. 349) define it as “the pledging or binding of the individual to 
behavioral acts.” Becker (1960) describes commitment as a process by 
which an individual stakes something of value to him, something originally 
unrelated to his present line of action. In summary, there are two notions 
emphasized through the definitions provided. First, it is an attitudinal term 
that influences one’s behavior. Second, it is a force that makes individual 
behavior consistent. So it can be inferred that the effect of commitment 
is “to make an act less changeable” (Kiesler & Sakumura, 1966, p. 349).

Personal commitment refers to a strong personal dedication to a deci-
sion or to carrying out a line of action whereas behavioral commitment 
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refers to prior actions by the individual that force him or her to continue 
a line of action, whether or not one is personally committed to it. 
Behavioral commitment is the case in which an individual acts differently 
from his or her belief. These concepts may be illustrated in a scenario 
between an organization and its members. If one is personally committed 
to the organization, he/she is less likely to leave the organization even 
though he/she receives better offers from other organizations. In this case, 
the target of the employee’s commitment is the organization itself. The 
employee stays because he/she wants to stay and work for the 
organization. This concept is termed as affective commitment in a recent 
organizational study. Meyer and Allen (1991, 1997, p. 235) define it as 
“identification with, involvement in, and emotional attachment to the 
organization.” Based on Johnson’s (1973) dichotomization, the affective 
commitment is similar to the personal commitment that refers to a 
strong personal dedication to a decision or to carrying out a line of 
action. The organizational commitment of Porter, Steer, Mowday, and 
Boulian (1974) represents the affective component of Meyer and Allen’s 
organizational commitment (Allen & Meyer, 1990).

The second dimension of Meyer and Allen’s (1984) conceptualization 
is continuance commitment and it refers to “awareness of the costs asso-
ciated with leaving the organization” (Meyer & Allen, 1991, p. 67). The 
concept of continuance commitment is similar to Johnson’s (1973) behav-
ioral commitment, which is described as prior actions by the individual 
that force him or her to continue a line of action, whether or not one 
is personally committed to it. The continuance commitment forces a 
member to remain in the present organization because he or she needs 
to do so and this is the offshoot of Becker’s (1960) Side-Bet Theory of 
organizational commitment (Meyer & Allen, 1984). The continuance 
commitment is also similar to the compliance dimension of O’Reilly and 
Chatman’s (1986) organizational commitment in that it is the external 
force that influences the behavior of a human being. Later, the con-
tinuance commitment was divided into two highly related subscales: lack 
of alternatives and personal sacrifice (Meyer, Allen, & Gellatly, 1990). 

However, different from other general organizations, the application of 
continuance commitment to Korean professional dancers has not been 
supported conceptually and empirically as well. Choi and Choi (2007) in-
dicated that the dancers are personally committed to “dance” although 
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their pension plan and salary is very limited. This suggested that con-
tinuance commitment should not be a type of commitment that the 
dancer would experience. In addition, previous literature also found a sig-
nificant gap between the prediction and empirical findings when it per-
tains to continuance commitment (Dunham, Grube, & Castaneda, 1994; 
cited from Choi, 2004). Based on the aforementioned reasons, the con-
tinuance commitment was not included in the current study.

The third, normative commitment was added to the previous two di-
mensions of organizational commitment and is defined as a feeling of obli-
gation to continue the membership in the present organization. Originally, 
the idea of obligation-based commitment was first shown in Wiener 
(1982, p. 471) and was defined as “the totality of internalized normative 
pressures to act in a way which meets organizational goals and interests”. 
Employees with a high level of normative commitment feel that “they 
ought to remain with the organization” (Meyer & Allen, 1991, p.67).

Although conceptually supported by Meyer and Allen (1991), the nor-
mative commitment has been found to lack discriminant validity in sev-
eral previous studies (e.g., Ko, Price, & Mueller, 1997; Meyer, Allen, & 
Smith, 1993). Among the two studies, Ko et al.’s (1997) study was 
about Korean population. Thus, it has good applicability to the current 
study. Based on the aforementioned reasons, normative commitment was 
also excluded from the measure of organizational commitment among 
Korean female professional dancers.

Based on the literature review of organizational identification and or-
ganizational commitment, it can be conjectured that the two constructs 
are correlated. This was also empirically supported by many previous 
studies (Herrbach, 2006; Meyer & Allen, 1991, 1997). However, in de-
termining a possible causal relationship between the two constructs, theo-
retical support is necessary. According to Meyer and Allen (1997), the 
construct of affective commitment includes identification, involvement, 
and emotional attachment, which are stronger attachments to a target 
than that of identification. Organizational identification is known to be 
very cognitive (Foote, 1951; Kagan, 1958) and not necessarily related to 
a certain behavior. This traditional view was again asserted by Dutton et 
al. (1994) in that it is a cognitive image held by a member of an 
organization. Thus, it can be concluded that organizational identification 
is an antecedent of organizational commitment.
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Job Satisfaction and Relationships with Organizational Identification and Commitment

Job satisfaction is personal perception on the job that one holds. Spector 
(1997) defined it as how people feel about their jobs and the different as-
pects of their jobs. Several empirical studies are available regarding female 
members’ job satisfaction. Cohen and Liani (2007) examined the job sat-
isfaction of female health care administrators in Asian context in relations 
to their work-family conflict. This study found that the level of work-fam-
ily conflict is negatively correlated to their level of job satisfaction. The 
implication of the study is quite relevant to the current study in that the 
results were from female members in a non-Western culture. The findings 
from Western culture regarding female members’ job satisfaction have 
been quite inconsistent. Some studies found that male members were 
more satisfied with their jobs whereas other studies found the opposite 
(e.g., Forgionne & Peters, 1982; Hickson & Oshagbemi, 1999; Mottaz, 
1986; Ward & Sloane, 1998).

Job satisfaction has been studied mostly as a dependent variable in organ-
izational studies. One of the most frequently employed independent varia-
bles was organizational identification. Previous studies indicated that the 
members with high organizational identification would stay in the organ-
ization longer due to decreased alienation (Dutton et al., 1994), engage in 
more supportive behaviors (Shamir, 1990), and choose to carry out activities 
beneficial to his/her organization (Lee, 2004). In addition, Pratt (1998) and 
Van Dick, Wagner, Stellmacher, and Christ (2004) also found that organ-
izational identification decreased negative organizational behaviors such as 
turnover and conflicts with an organization. Recent work of Brunetto and 
Farr-Wharton (2002) and Tuzun (2009) also indicated a causal relationship 
between organizational identification and job satisfaction. Thus, the causal 
relationship between organizational identification and job satisfaction has 
been quite apparent conceptually and empirically as well.

The link between organizational commitment and job satisfaction is 
unfortunately not as clear as the relationship between organizational iden-
tification and job satisfaction. The relationship has been studied using 
various hypotheses between the two variables. The most frequently sug-
gested hypotheses are two: job satisfaction causes organizational commit-
ment and organizational commitment causes job satisfaction. In addition 
to the two most frequently suggested hypotheses, several studies argued 
that the correlation between the two variables should be spurious due to 
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similar antecedents of the two variables (Curry, Wakefield, Price, & Muller, 
1986; Dougherty, Bluedorn, & Keon, 1985). Currivan (2000, p. 499), al-
though noted that this approach had “some appeal,” criticized it based 
on lack of empirical evidences.

Mowday, Porter and Steers (1982) indicated that job satisfaction should 
be an antecedent of organizational commitment based on two reasons. First 
is that commitment takes longer to form than does job satisfaction. Second, 
a member can only be committed to an organization after he/she is satisfied 
with the job. In addition to Mowday et al. (1982), many studies such as 
Steer (1977), Porter et al. (1974) also empirically supported that job sat-
isfaction influenced commitment. On the contrary, Bateman and Strasse’s 
(1984) study and Vandenberg and Lance (1992) argued that organizational 
commitment is an antecedent of job satisfaction using longitudinal data 
from nursing department employees. Bateman and Strasse (1984) indicated 
that the unclear causal relationship between the two variables in the pre-
vious studies was attributed to the structure of research which mainly uti-
lized zero-order correlations and regression analyses with concurrent nature. 
Bateman and Strasse (1984) and Vandenberg and Lance (1992) indicated 
that, with a general social psychological perspective, employees should ad-
just their level of satisfaction based on their current level of commitment. 
In summary, two causal relationships are still possible and equally 
appealing. Mowday et al. (1982) have a valid point with good conceptual 
understanding. At the same time, however, the study of Bateman and 
Strasse (1984) supported their view using a more robust research design.

Model Development

Based on previous studies three models were developed. Model 1 was 
developed based on the notion that organizational commitment and job 
satisfaction are not related. Thus, Model 1 included a causal relationship 
from organizational identification to job satisfaction and a causal relation-
ship from organizational identification to organizational commitment. The 
two constructs of organizational commitment and job satisfaction are not 
correlated. Model 2 was constructed based on the notion that job sat-
isfaction was an antecedent of organizational commitment. In this model 
three specifications were included as show in Figure 1. Model 3 was de-
veloped based on Bateman and Strasse (1984) that organizational com-
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mitment is an antecedent of job satisfaction.

Method

Participants

The data were collected from six different dance teams in the Republic 
of Korea. A total of 204 dancers participated in this study. Among the 204, 
male dancers’ data were removed from the further analyses. A total of 156 
responses were included in data analyses. Six dancers from Seoul Performing 
Arts Company, 30 dancers from Gyeonggi Provincial Dance Company, 28 
dancers from The National Center for Korean Traditional Performing Arts, 
24 dancers from Uijeongbu Arts Center, 30 dancers from Incheon 
Metropolitan City Dance Theatre, and 38 dancers from The National Dance 
Company of Korea. The mean age of the respondents was 29.21 with 
standard deviation of 5.11. Thus, the members were quite a wide-spread 
in terms of age. Among 156 women dancers, 106 dancers were single and 
49 were married. Most of the dancers were college graduates (99.4%). The 
average experience in the current dance team was 71.76 months. Most of 
the dancers (96.8%) were paid by their respective dance team.

Instrument Development

A questionnaire was developed for this study. The questionnaire in-
cluded four scales in addition to demographic items. First, organizational 
identification was measured with Mael and Ashforth’s (1992) six items 
of organizational identification. The wording of items was modified to fit 
the current study. The organization’s name was substituted with “The 
dance team that I am currently working for”. Organizational commit-
ment was measured with affective commitment scale of Meyer and Allen 
(1991). The job satisfaction was measured with three items from 
Brayfield and Rothe (1976). All the scales were anchored with the five 
point Likert scale (‘1’ strongly disagree and ‘5’ strongly agree). In addi-
tion to three scales, demographic questions are included to measure their 
gender, age, marital status, educational background and position in her 
dance team. Also, a question was included to find out whether the re-
spondents were paid by their dance team.
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Data Analysis

The data were analyzed in three steps. First, descriptive statistics were 
calculated. In this phase, missing values and outlier were examined. Also, 
normality of the data was examined using skewness and kurtosis. Second, 
a confirmatory factor analysis (CFA) was performed to examine the factor 
structure of the three variables of organizational identification, organizational 
commitment, and job satisfaction. Using the information from CFA, con-
vergent validity and discriminant validity were examined. Third, the three 
competing models were compared using structural equation modeling (SEM).

Results

First, descriptive statistics were calculated with SPSS 16.0. Table 1 in-
cluded means, standard deviations, skewness, and kurtosis of the three 
constructs. The means of the organizational identification and commit-
ment constructs were greater than the median value of three, which in-
dicated that the Korean dancers are identified with and committed to 
their dance team. The mean of job satisfaction was also greater than 
three indicating that they were relatively satisfied with their dance group. 
The skewness and kurtosis values of the three constructs were normal 
enough to utilize maximum likelihood estimation for CFA and SEM. The 
internal consistency of the three constructs was measured with 
Cronbach’s alpha. The Cronbach’s alpha values were .90, .90, and .89 
respectively for organizational identification, organizational commitment, 
and job satisfaction. All three subscales were found reliable based on 
Nunnally and Bernstein’s criteria (Nunnally & Bernstein, 1994).

Table 1.

Descriptive Statistics of the Variables

Variable Mean SD Skewness Kurtosis

Organizational Identification 3.96 .79 -.86 1.12

Organizational Commitment 3.77 .83 -.70 .70

Job Satisfaction 3.88 .90 -.78 .62

Second, a CFA for the three constructs was performed using AMOS. The 
model fit indices indicated that the data fit the CFA model fairly well: 
Chi-square/df = 185.9/87 = 2.136, RMR = .049, TLI, 930, CFI = .942, 
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RMSEA = .086. The average variance extracted values are presented in 
Table 2. The AVE values were all greater than .5 as recommended by 
Hair, Anderson, Tatham, and Black (1998). All the standardized factor 
loadings except one organizational commitment item (Commit 1 = .68) 
were greater than .707, which indicated good convergent validity of the 
scales. The discriminant validity was measured by calculating the correla-
tions among the three variables. The correlation between organizational 
identification and organizational commitment was .70. It was .61 between 
organizational identification and job satisfaction and .74 between organiza-
tional commitment and job satisfaction. No correlation was bigger than .85 
(c. f., Kline, 1998). This indicated that the three constructs were differ-
entiated enough to establish a sound discriminant validity.

Table 2.

Factor Loadings and Average Variance Extracted Values

Item  AVE

Org. Identification1 .853

.63

Org. Identification2 .702

Org. Identification3 .894

Org. Identification4 .765

Org. Identification5 .758

Org. Identification6 .770

Org. Commitment1 .683

.63

Org. Commitment2 .739

Org. Commitment3 .860

Org. Commitment4 .827

Org. Commitment5 .803

Org. Commitment6 .828

Job Satisfaction1 .904

.75Job Satisfaction2 .938

Job Satisfaction3 .743

Table 3.

Model Fit Indices and Model Comparisons

  CFI TLI RMR RMSEA

Model 1 387.70 89 .825 .794 .077 1.47

Model 2 185.87 87 .942 .930 .049 .086

Model 3 185.87 87 .942 .930 .049 .086
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After confirming the structure of three latent constructs of organiza-
tional identification, organizational commitment, and job satisfaction of 
female professional dancers in Korea, three SEM models were constructed 
based on previous literature. The models were depicted in Figure 1. The 
three SEM models were also tested using AMOS and the results were 
presented in Table 3. Model 1 showed the worst model fit indices. Since 
Model 1 is nested in Model 2, the two models were compared using 
chi-square statistics difference test. The difference was 201.83 with df of 
2, which is statistically significant at   = .05 level. Thus, Model 1 was 
concluded to be inferior to Model 2. The next comparison was made be-
tween Model 2 and Model 3. The two models were not nested to each 
other. As presented in the Table3, the fit indices of the two models were 
perfectly identical. Thus, the two models equally fit to the data. 
However, the path between organizational identification and job sat-
isfaction in Model 3 was not significant (p = .06). Thus, Model 2 gained 
more theoretical support using the data set.

Figure 1.

Relationships among organizational identification, job satisfaction, and organizational 

commitment: A comparison of the three competing models

Note. * Significant at alpha level = 0.5
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To compare Model 2 and Model 3 in detail, squared multiple correla-
tions (SMC) were calculated. In Model 3, the SMC of job satisfaction was 
.38 whereas it is.57 for organizational commitment in Model 2. Thus, the 
two variables of organizational identification and job satisfaction had 
more explaining power on organizational commitment than organizational 
identification and organizational commitment on job satisfaction. Thus, 
using the SMC, Model 2 was, again, found to be a better model.

Discussion

This study was interested in women professional dancers’ organizational 
identification, commitment, and job satisfaction. The relationships among 
the three variables using previous literature were extensively examined. 
Consequently, three different models were constructed. The results of the 
three SEMs indicated that Model 1 had the worst fit whereas Model 2 
and Model 3 equally fit the data from women professional dancers. 
Model 1 was developed based on several studies (e.g., Curry, Wakefield, 
Price, & Mueller, 1986; Dougherty et al., 1985) that argued that the re-
lationship between job satisfaction and organizational commitment was 
spurious because they both share common antecedents. Although their 
argument was valid in that many psychological constructs found in or-
ganizational settings have been found to be antecedents of both variables, 
empirical support is still lacking. The results of the current study also in-
dicated that Model 1 showed the worst fit due to the high correlation 
between job satisfaction and organizational commitment (r = .74). 
Accordant with previous literature, this study also failed to provide em-
pirical support for Model 1.

The rationale behind Model 2 and Model 3 are equally robust. Model 
2 has been supported based on the nature of the two variables of job 
satisfaction and organizational commitment. As Mowday et al. (1982) ar-
gued, the construct of commitment takes longer for it to develop among 
organizational members than job satisfaction. In addition, a plethora of 
empirical studies suggests that once a member is satisfied with a job, 
they have strong intention to stay in the organization. The intention to 
stay is a basis of organizational commitment. Thus, a causal relationship 
from job satisfaction to organizational commitment was hypothesized in 
Model 2. Model 3, however, is also valid in that the longitudinal study 
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of Bateman and Strasse (1984) empirically proved that organizational 
commitment was the antecedent of job satisfaction.

Along with the empirical results, Bateman and Strasse (1984) and 
Vandenberg and Lance (1992) argued that employees should adjust their 
level of satisfaction based on their current level of commitment. Although 
the statistical difference was not tested, the beta coefficient from organ-
izational commitment to job satisfaction was greater than the beta co-
efficient from job satisfaction to organizational commitment. However, 
this was the only support for Model 3. The model fit indices were identi-
cal for both models. In addition, the path between organizational identi-
fication and job satisfaction was found not to be statistically significant 
in Model 3. Moreover, SMC from two independent variables in Model 
2 and Model 3 also supported that organizational identification and job 
satisfaction had more explaining power than organizational identification 
and organizational commitment on their dependent variable. Thus, Model 
2 was chosen as the best model that can describe the organizational iden-
tification, job satisfaction, and organizational commitment of female pro-
fessional dancers in Korea. The dancers’ organizational commitment was 
found to be formed by their organizational identification and job 
satisfaction.

The respondents recorded relatively high organizational identification 
(M = 3.96) indicating that they perceived oneness with their dance team. 
In addition, the uniqueness of dance teams actually could enhance the 
scores in organizational identification in that they perform together for 
the success of their team. Compared to a large business organization 
where a member’s contribution to an organizational success is quite in-
visible (such as Nike, Samsung, etc.), each dancer who performed on a 
stage should strongly feel that they contributed to the successful perform-
ance of the dance team. Accordant with previous literature that organiza-
tional identification is an antecedent of job satisfaction and organizational 
commitment, the beta coefficients were all statistically and practically sig-
nificant as well. The dancers’ organizational identification explained 37.2 
percent of job satisfaction and 16 percent of organizational commitment. 
Thus, as long as a leader and the management of a dance team ensures 
that the members of the dance team share the success and failure of the 
team, the members’ job satisfaction and organizational commitment is 
guaranteed to a certain extent. 
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In addition to the effect of organizational identification, the dancers’ 
job satisfaction was found to influence their organizational commitment 
to a great extent. The beta coefficient was .50 and job satisfaction ex-
plained 25 percent of organizational commitment among female pro-
fessional dancers. Since Model 2 was selected to be the best fitting model 
that can describe the organizational behavior of female professional danc-
ers, it is reasonable to say that they were satisfied with their job and then 
committed to their dance team. The mean scores of job satisfaction and 
organizational commitment was higher than median value of three. Also, 
the job longevity proved that the dancers were quite satisfied with their 
job and were committed to their dance team. The average length of the 
membership among women professional dancers was almost six years (M 
= 71.76 months).

This study was able to provide empirical analyses of organizational 
identification, organizational commitment, and job satisfaction of a rela-
tively untapped population of female dancers. In addition, this study was 
able to provide a preliminary outlook regarding the organizational varia-
bles in female dominant organization (i.e., dance team) in non-Western 
culture. As indicated in many previous literature (e.g., Vanaki & 
Vagharseyyedin, 2009; Wasti, 2003; Yousef, 2002), there has been a lack 
of empirical research on organizational commitment and key variables in 
non-Western countries.

Limitations and Future Directions

Although this study investigated the relationship among organizational 
identification, job satisfaction, and organizational commitment of female 
professional dancers in the Republic of Korea, a couple of limitations are 
recognized. First, the generalizability of the results is quite limited. 
Although this study utilized the data from six different dance teams in-
side and around Seoul area, this still cannot represent the dancers in oth-
er geographic areas in South Korea. Future studies need to collect data 
from other areas so that the results can have a better generalizability. The 
second limitation also came from the nature of the sample. The current 
study was not able to compare the organizational identification, job sat-
isfaction, and organizational commitment in different types of dance 
teams due to limited sample size. Organizational types are known to in-
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fluence members’ behavior and attitude toward their organizations. Thus, 
future research needs to design studies that can compare members’ or-
ganizational identification, job satisfaction, and organizational commit-
ment in different types of dance teams. In addition to the types of dance 
teams, future studies also need to compare organization related constructs 
between male and female dancers. Previous literature in Asian context in-
dicated that female members of organizations showed lower level of work 
commitment due to gender discrimination in their organizations (Peng, 
Ngo, Shi, & Wong, 2008). Considering the female dominance in dance 
teams, this would not be the case for dance teams. However, a systematic 
empirical research is necessary for this purpose.
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