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ORGANIZATIONAL COMMITMENT
· What is it?
An employee’s desire to remain a member of the organization.
· Why does it matter?
Influences whether an employee stays at the organization (is retained) or leaves to pursue another job (turns-over)
· What If commitment is low, employees engage in withdrawal behaviour.
- Actions that employees perform to avoid the work situation. May eventually lead to quitting.

Example:
[bookmark: _GoBack]What if you have been approached by a competitor after having a job as a teller at a major bank for two years? What factors get you stay at the bank?
Factors that foster commitment
	AFFECTIVE
	CONTINUANCE
	NORMATIVE

	Like co-workers
	Benefit
	Feel guilty leaving- supervisor has been good to you.

	Job satisfaction
	Salary
	　

	Like location
	Promotion
	　

	Like the flexibility
	　
	　

	Like the hours
	　
	　

	don’t want to move
	　
	　

	Fit in; like the culture
	　
	　

	CSR
	　
	　

	Like what the company is doing and stands for
	　
	　



· Three types of commitment
1. Affective commitment: an emotional attachment to, and involvement with that organization. You stay because you want to.
2. Continuance commitment: an awareness of the costs associated with leaving it. you stay because you need to.
3. Normative commitment: a feeling of obligation. You stay because you ought to.
· Focus of commitment: the various people, places, and things that can inspire a desire to remain a member of an organization.

AFFECTIVE COMMITMENT
· Employees with a high sense of affective commitment:
· Identify with the organization
· Accept the organization’s goal and values
“She’s committed” “he’s loyal”
· Why Do We Want To Encourage It?
· More emotionally attached
· More willing to exert extra effort
· More citizenship behaviours (interpersonal and organizational)
· How do we encourage affective commitment?
· The erosion model: employees with fewer bonds will be most likely to quit the organization.
· The social influence morel: employees who have direct linkages with “leaves” will be more likely to leave.

CONTINUANCE COMMITMENT
· Cost to leave/benefit to stay.
· Increase by
· Total amount of investment made by employee
· Lack of employment alternatives
· Do we want to increase continuance commitment?
· Yes, but need to be aware that
· Tends to create a more passive form of loyalty.
· Negligible or negative relationship with work outcomes, except turnover.
· Sometimes staying because they have to.
· How to increase continuance commitment?
· Increase affective commitment and embeddedness

· EMBEDDEDNESS
· a person’s links to the organization and the community
· his/ her sense of fit.
· And what he would have to sacrifice for a job change
· Strengthens continuance commitment
Provides more reasons to stay
And more sources of anxiety upon leaving
(e.g., Oil companies – Fort McMurray)

NORMATIVE COMMITMENT
· Staying is the “right” or “moral” thing to do. (“should”)
· Could be from:
Personal work philosophies
Organizational socialization
· Do we want to increase normative commitment?
Yes
Reduction in turnover
· How to increase normative commitment?
Invest in the employee! Organizational; support such as training and development – pay tuition, support language skill development.

· WHY DO WE CARE ABPOUT COMMITMENT?
· Up to 2/3 Canadians are willing to voluntarily switch jobs.
· More of a risk to companies in a competitive market.
· Particularly certain skills

ACTIVITY
SCENARIOS:
1. Annoying boss
- don’t care about him.
2. Boring job
3. Pay and seniority
Start looking for another job.

Reacting To Negative Events At Work
· Voice – an active, constructive response in which individuals attempt to improve the situation.
· Loyalty – a passive, constructive response that maintains public support fir the situation while the individual privately hopes for improvement
Withdrawal:
· Exit – active, destructive response by which an individual either ends or restricts organizational membership. Known as physical withdrawal
· Neglect – defined as passive, destructive response in which interest and effort in the job declines. Known as psychological withdrawal.

	constructive
	Voice
	Loyalty

	　
	1. Confront
	1. Look for the good in your boss

	　
	2. Ask if co-workers feel the same
	2. Make friends

	　
	3. Ask for more tasks
	3. Wait it out

	　
	4. Ask for a new position
	　

	　
	5. Union formation
	　

	　
	6. Demand a raise
	　

	　
	7. Demand recognition
	　

	　
	
	　

	　
	
	　

	destructive
	Exit
	Neglect

	　
	1. Look for the new job
	1. Ignore

	　
	2. Quit
	2. work at home

	　
	
	3. Internet

	　
	
	4. Mentally check out

	　
	
	5. Socialize

	　
	
	6. Stop working so hard

	　
	
	7. Moonlighting

	　
	active
	passive



Psychological and Physical Withdrawal
· Psychological withdrawal consists of actions that provide a mental escape from the work environment.
When an employee is engaging in psychological withdrawal, “the lights are on, but nobody’s home.”
· Physical withdrawal consists of actions that provide a physical escape, whether short-term or long-term, from the work environment.
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