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Affective Commitment
(agiws1z3n)

Staying because you want to

Continuance Commitment
(aganinly)

Staying because you need to

Normative Commitment
(agwszdriinlumini)
Staying because you ought to

Work Experiences

—-Receptive & fair
management

—Challenging job & goals
--Feedback on performance
—-Reciprocal exchange

obligations

Inc.

-—-External job alternatives
available

—-Length of time w/ the
organization

- Benefits lock-in e.g.
pensions, life insurance,
medical plans

-Age

--Advancement potential

--Primary socialization

-- Generational employment
--Benefits lock-in e.g. pensions,
life insurance, medical plans
—-Reciprocal exchange

obligations
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«“The Time to repair the roof is when the sun
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