Chapter 3 Organizational commitment
Organizational Commitment- An employee’s desire to remain a member of an organization. Can have voluntary and involuntary turn over. Voluntary is when the employee quits themselves
Withdrawal behavior- Employee actions are intent to avoid work situations. 
Meaning of commitment
Affective commitment- Employees desire to remain a member of an organization due to a feeling of emotional attachment. You stay because you want to. This commitment is usually referred to hes loyal and is the one that employers want to develop. Produce more citizenship behavior going extra mile.
Erosion model- Those employees with the fewest bonds will be the most likely to quit. 
Social influence model- Employees with direct linkages with people who leave will increase the likelihood that that employee leaves as well. Turnover becomes contagious. 
Continuance commitment- Employees desire to stay a member of an organization due to an awareness of the costs leaving. You stay because you have to. If you left youd feel a sense of anxiety. Increasing this is a lack of employment opportunity. 
	Embbeddedness- Employees connection to and sense of fit in the organization and the c	community
Normative Commitment- Employees desire to stay a member of an organization due to feelings of obligation. You stay because you ought to. If join another feel a sense of guilt.To foster these feelings developing guilt is one form in which employees have a feeling that they owe something to organization. 

These three combine to create a psychological feeling of commitment. People weigh these differently
Focus of commitment- The people, places and things that inspire a desire to remain a member of an organization. Ex. Management, friends, location of work. 
Withdrawal Behavior
Exit- A response to a negative work event in which one becomes often absent from work or voluntarily leaves the organizations 
Voice- A response to a negative work event, in which an employee offers constructive suggestions for change. Commitment increases this
Loyalty- A passive response to a negative work environment in which one publicly supports the situation but privately hopes for improvement. Commitment increases this. 
Neglect- A passive destructive response to a negative work event in which ones interests and efforts decline. 
Psychological Withdrawal- Mentally escaping the work environment
Day dreaming- Psychological withdrawal in which work is interrupted by random thoughts and concerns
Socializing- Psychological withdrawal in which workers chat with coworkers about non work matters
Looking busy- Psychological withdrawal in which one attempts to appear consumed with work when in actuality not performing work. 
Moonlighting- Employees use work time and resources to do non work related activities
Cyber loafing- Employees surf the internet, email and instant message to avoid doing work related activities
Physical Withdrawal- Physical escape from the work environment
	Tardiness- Employees arrive late or leave early
	Long breaks- Employees take longer lunches and breaks to spend less time at work
	Missing meetings- Neglect important work function while away from the office
	Absenteeism- Employees do not show up for a whole day of work
	Quitting- Employee voluntarily leaves the organization
Independent forms model- Various withdraw behaviors are unrelated so that engaging in one type of withdrawal behavior has little bearing on engaging in another one . Ex there is no reason I just do what seems practical at the time
Compensatory forms- Behaviors are negatively related , engaging in one makes it less likely to engage in other ones. Ex if I couldn’t surf the web I would stay at home
Progression model- Behaviors are positively correlated engaging in one type of withdrawal makes it more likely to engage in other ones. **Scientifically most valid** Ex. Day dreaming to absenteeism to thinking about quitting
What does it mean to be committed
Have strong desire to remain part of organization, stopping the progression of withdrawal. 
Trends that affect commitment
Diversity of the work forcer- The Canadian work force is increasing in diversity with a large number of visible minorities and foreign born. Increases in foreign employment will probably result in a disconnect from the geographical area as owners don’t have any feelings of attachment to that area except income. 
The change employee employer relationships. Downsizing and contract work are more prevalent . Downsizing hurts profitability and takes time to get to normal performance levels. The ones who are left experience survivor syndrome which are more stressed then those whore are fired as they are asked to work harder to compensate for their lost colleges. This reduces emotional attachment to an organization in the form of anger, fear and distrust. 
Psychological contracts- Employee belies about what employees owe to the organization and what the organization owes them
Transitional Contract- Psychological contracts that focus on a narrow set of specific monetary obligations . This will be done 4 parts are to be made in order to qualify to receive salary
Rational contracts- Broad set of open ended and subjective obligations ( Work hard and be committed) 
Downsizing tends to breach the coail contract and evoke a form of withdrawal
Application increasing commitment
Perceived organizational support- Degree to which employees believe that the organization values their contributions and cares about their wellbeing. Leads to lower leaves of withdrawal. Support can include improving work conditions, minimizing politics, increasing rewards, protecting job security. 
Affirmative- Allow employees to develop bonds through interaction socialization and bonding. Others are rewarding the work performed. 
Continence commitment-Create a financial and benefit salary to create a need to stay. There is little pay off when citizenship performance and continuance commitment. Paying attention to career paths is important. 
Normative commitment- Employer cam provide training and education investing to create a feeling that they owe. 
[bookmark: _GoBack]Stop progression of withdrawal in the early stages by trying to root out the source of the reduced commitment. Many successful firms investigate either at exit interviews or during the withdrawal stage why this is happening as people leaving should be investigated the same as parts malfunctioning. 

