Chapter 3 Notes
· Organizational commitment
· An employee's desire to remain a member of an organization
· Organizational commitment influences whether an employee stays a member of the organization or leaves to pursue another job
· Voluntary turnover occurs when employees choose to leave
· Involuntary turnover occurs when employees are fired or are laid off by the organization 
· Withdrawal behaviour
· Employee actions that are intended to avoid work situations
· Behaviours that culminate in quitting the organization
· Relationship between commitment and  withdrawal
· More commitment than withdrawal, employees are not retention risks 
· Employees who show more withdrawal than commitment are retention risks
· On the edge of quitting their jobs
Forms of commitment
· Affective commitment
· An employee's desire to remain a member of an organization due to a feeling of emotional attachment
· Continuance commitment
· An employee's desire to remain a member of an organization due to an awareness of the costs of leaving
· Normative commitment
· An employee's desire to remain a member of an organization due to a feeling of obligation
· Focus of commitment
· The people, places and things hat inspire a desire to remain a member of an organization 
· Might choose to stay with your current employer because you are emotionally attached to your work team, worry about the costs of losing our company's salary and benefits package, feel a sense of obligation to your current manager
Affective commitment
· Engage in more interpersonal and organizational citizenship behaviours such as helping, sportsmanship and boosterism
· Reflects an emotional bond to the organization, natural that the emotional bonds among coworkers influence it
· Erosion model
· A model that suggests that employees with fewer bonds with coworkers are more likely to quit the organization
· The person who is most at risk for turnover is the person who does not have many bonds with other people
· Less emotional attachment means that it is easier to leave
· Social influence model
· Model that suggests that employees with direct linkages to coworkers who leave the organization will themselves become more likely to leave
· Reductions in affective commitment becomes contagious
Continuance commitment
· Feel a sense of anxiety
· Exists when there is a benefit associated with staying and a cost associated with leaving
· High continuance commitment make it difficult to change organizations because of the steep penalties
· Increases continuance commitment
· Total amount of investment in terms of energy, time or effort, that an employee has made in mastering their work role or fulfilling the organizational duties 
· Effort and energy might be waster if you leave
· Lack of employment alternatives, if they have nowhere else to go, the need to stay will be higher
· Embeddedness
· An employee's connection to and sense of fit in the organization and community
· Worked for the organization for a long time, serving on so many teams and committees 
· Several close friends and family live nearby, my family roots are in this community 
· Job uses skills and talents well
· Like the authority and responsibility that they have in the company
· Retirement benefits are excellent
· Would sacrifice a lot if I left
Normative commitment
· Occurs when there is a sense that staying is the right or moral thing to do
· The sense that people should st with the company may result from personal work philosophies or general codes of right and wrong developed over the course of their lives
· May be dictated by experiences within the company, if employees are socialized to believe that long term loyalty is the norm rather than the exception
· Withdrawal behaviour
· 2/3 of Canadians are at some risk of voluntarily changing jobs means that organizational commitment is a vital concern
· Exit
· A response to a negative work event in which one becomes often absent from work or voluntarily leaves the organization
· Might try to change the circumstances by meeting with the new team member to attempt to work out the situation 
· Voice
· A response often in reaction to a negative work even, in which an employee offers constructive suggestions for change
· Might try to deal with it, maintaining your effort level despite your unhappiness
· Loyalty
· A passive response to a negative work event in which one publicly supports the situation but privately hopes for improvement 
· Might go through the motions and let performance deteriorate slowly as you mentally check out
· Neglect
· A passive, destructive response in a negative work event in which one's interest and effort in work decline
· Can be more costly than an exit, not readily noticed
· May neglect jobs for years or months before boss notices
· Psychological withdrawal
· mentally escaping the work environment
· the lights are on but nobody is home
· employees have been lost even though their chairs remain occupied
· daydreaming
· a form of psychological withdrawal in which one's work is interrupted by random thoughts or concerns
· socializing
· a form of psychological withdrawal in which one verbally chats with coworkers about non-work topics
· looking busy
· a form of psychological withdrawal in which one attempts to appear consumed with work when not performing actual work asks
· sometimes employees reorganize their desk when there are other work related things to do
· sometimes employees walk around the building with nowhere to go
· moonlighting
· a form of psychological withdrawal in which employees use work time and resources to do non-work related activities
· cyberloafing
· a form of psychological withdrawal in which employees surf the internet, email, and instant message to avoid doing work-related activities
· physical withdrawal
· a physical escape from the work environment
· tardiness
· a form of physical withdrawal in which employees arrive late to work or leave work early
· long breaks
· a form of physical withdrawal in which employees take longer than normal lunches or breaks to spend less time at work
· missing meetings
· a form of physical withdrawal in which employees neglect important work functions while away from the office
· absenteeism
· a form of phsyical withdrawal in which employees do not show up for an entire day of work
· quitting
· a form of physical withdrawal in which employees voluntarily leave the organization
· Independent forms model
· "i cant stand my job, so i do what i can to get by. Sometimes i'm absent, sometimes i socialize, sometimes i come in late. There's no real rhyme or  reason in it. I just do whatever seems practical at the time"
· A model that predicts that the various withdrawal behaviours are uncorrelated, so that engaging in one type of withdrawal has little bearing on engaging in other types 
· Compensatory forms model
· "i can't handle being around my boss. I hate to miss work, so i do what's needed to avoid being absent. I figure if i socialize a bit and spend more time surfing the web, i don't need to be absent. But if i couldn't do those things, i'd definitely have to stay home a lot"
· A model indicating that the various withdrawal behaviours are negatively correlated, so that engaging in one type of withdrawal makes one less likely to engage in other types
· Progression model
· "i just don't have ay respect for my employer anymore. In the beginning, I'd daydream a hit during work or socialize with my colleagues. As time went on, i began coming in late or taking a long lunch. Lately i've been staying home altogether, and I'm starting to think i should just quit my job and go somewhere else"
· A model indicating that the various withdrawal behaviours are positively correlated, so that engaging in one type of withdrawal makes one more likely to engage in other types
Changing employee and employer relationship
· Psychological contract
· Employee beliefs, about what employees owe the organization and what the organization owes them
· Transactional contracts
· Psychological contracts that form on a narrow set of specific monetary obligations
· Relational contract
· Psychological contracts that focus on a broad set of open ended and subjective obligations
Perceived organizational support
· The degree to which employees believe that the organization values their contributions  and cares about their well being

