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Abstract 

This article covers the production and maintenance of affective commitment starts at 

the recruiting stage and within the initial experience of the organization. Social 

interaction activities that rely on corporate principles which provide constructive role 

reinforcement at the management level have had an impact on the affective 

contribution of new recruits to the organization 
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Researchers also shown that the production and maintenance of affective 

commitment starts at the recruiting stage and within the initial experience of the 

organization. Caldwell et al. observed that when organizations employ strategies such 

as rigorous and cautious recruitment, loyalty is positively influenced. In particular, 

social interaction activities that rely on corporate principles which provide 

constructive role reinforcement at the management level have had an impact on the 

affective contribution of new recruits to the organization (Caldwell et al., 1990; 

O'Reilly & Caldwell, 1981). In combination with socialization activities that include a 

high degree of engagement in interpersonal principles and constructive role 

modeling, Hellman and McMillin (1994) showed that organizations that provide 

socialization experience through which participants are able to determine their 

position in the organization and become more acquainted with its expectations 

quickly led to higher levels of affective commitment. Allen and Meyer (1990) have 

observed that newcomer social interaction encounters in which insecurity was 

reduced by the existence of an established system and procedure were positively 

correlated with the dedication to the company. In particular, investigators have noted 

that such beginner socialization interactions have the potential to include immigrants 

in their organizations (Bauer et al., 2007) 

Saks and Ashforth (1997) used Van Maanen and Schein's (1979) socialization 

paradigm to find that minimize ambiguity and anxiety impacts the affective 

contribution of recruits to organizations. Vance (2006) gave managers core 

components for employee engagement and commitment. These ingredients enact the 
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theoretical literature previously discussed and represent a focus on values-based 

recruitment strategies, commitment-oriented hiring processes, and on boarding 

training that builds self-efficacy, self-esteem, and commitment as key variables for 

managers when structuring organizational practices to create the conditions 

necessary for high affective commitment levels (Vance, 2006).  

       Based upon the synthesis of current available literature, organizations that recruit 

and select intensively and have an intentionally structured newcomer socialization 

plan that focuses on the education of organizational values and norms, anxiety-

reduction and job role clarification. Saks and Ashforth (1997) used Van Maanen and 

Schein's (1979) socialization paradigm to find that minimize ambiguity and anxiety 

impacts the affective contribution of recruits to organizations. Vance (2006) gave 

managers core components for employee engagement and commitment. 

 Such components are part of the theoretical studies previously discussed and 

concentrate on value-based recruiting methods, engagement-oriented hiring 

practices and on boarding preparation that creates self-efficiency, self-esteem and 

commitment as main factors for managers while formulating organizational activities 

to establish the conditions required for high levels of affective commitment (Vance, 

2006).Based on the synthesis of existing accessible literature, organizations that are 

thoroughly hiring and choosing, and have an explicitly designed newcomer social 

interaction strategy that focuses on the education of corporate norms and values, 

anxiety-reduction and work function clarity, and effective role modeling will establish 

the circumstances required to build positive levels of affective commitment within 

their employees. 

          The constraint predictor is still unobservable, provided that there is tolerance 

and recognition. Schalk and Freese proposed the dedication team has a great impact 

on employee commitment (1997). It is also necessary to calculate the limitation of 

employees' perceived interpersonal dynamics. Employees appear to identify the 

potential and difficulty of their internal work practices by self-serving and dishonest 

acts to get the most out of them (Carlson and Kacmar, 1997). 

 Employees' perception of fairness has a great effect on their work-related attitudes 

and behaviors. The way they perform in organizations can be viewed as their feedback 

for the way they have been treated. Treatments from the organization would be 

regarded as fair when they are in accordance with employees' perceptions, 

expectations, and attitudes. (Felps et al.,2009; Greenberg, 1990; Milcovich et al., 

1999). Prior research reveals the concept of equity with the assumption of a static 

workplace. The inconsistency in the way organizations treat their employees would 

have an effect on employees' tolerance and acceptance band. Employees and 
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companies will, however, be very unstable as organisms. Exploring the idea of equity 

from a dynamic context will give more clarity and deepen our comprehension of the 

realities of organizations. PoE refers to the proportional amount of input/outcome of 

staff being equal to that of their peers. The relative ratio is defined as a continuum of 

commitment and input from employees compared to their colleagues. For e.g., an 

employee can earn fair compensation even if their colleagues put less/more initiative 

into the same job. 

Employee will work just as hard as the others, even when his/her colleagues are given 

more/less compensation. The less/more commitment made and the greater/less 

compensation received by workers is proportional. In other words, the degree of 

relativity is signified in the recognition and acceptance range of both PoE and workers, 

indicating a continuum of ratio importance, even though one accepts and tolerates 

these treatments (Schalk and Freese, 1997).The less/more effort contributed and 

greater/less reward received by employees is relative. That is, the degree Fairness 

implied in organizations cn be a great moderator of Employee commitment. 

         Research (Angle & Perry 1982-1967, Buchanan 1974, Steers 1977) demonstrates 

that, in their opinion, people are trustworthy and welcome to the company. Given the 

dramatic improvements that most family workers undergo in their jobs abroad (Adler 

1986; Black & Stephens 1989; Copeland & Griggs 1985; Tung 1988), earlier training, 

assistance and readiness for reimbursement tends to be critical areas where a worker 

can be regarded as mo. Since overseas assignments are temporary, parent companies 

are generally responsible for human resource policy and practices affecting 

internationally assigned employees. The GMAC survey  states that 87% of those who 

turned overseas positions cited family concerns. Companies start to provide support 

programs. Scholars and practitioners continue to share a deep interest in 

understanding how affective commitment to organizations develops.  Employee 

support programs are designed to strengthen employees' affective commitment. Many 

organizations have adopted employee support programs. Employee support programs 

can help employees stay motivated. (Hartwell, Steele, French, Potter, Rodman, & 

Zarkin, 1996). 

Employee support services deliver financial and social support above the typical HR 

compensation, profit, recognition and recognition. These increasingly common 

services, from job support to family work systems such as child care and elderly care, 

are providing employees. (Cascio, 2003; Edwards&Rothbard, 2000; Goodstein, 

1995).  Scholars typically believe that customer support services promote 

commitment by allowing workers to access support. (Johnson, 1986; Perry—Smith & 

Blum, 2000; Trice & Beyer, 1984). As workers become aware of or use the resources 
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provided by support programs, they are much more lead to perceive that their work 

organizations respect their well-being. 

Study on perceived organizational support indicates that workers develop 

attachments in order to reciprocate what they have received from organizations. This 

is based on the theory of social interaction, which implies that workers are valued by 

their organizations. (Rhoades and Eisenberger, 2002). Employees feel that their 

organizations are serious with their health, that further motivates them. (Bluu, 1964; 

Emerson, 1976; Homans, 1958). 

Nevertheless, scholars have emphasized that there are extra processes by which 

engagement evolves, which allow for a greater interpretation of the underlying causes 

(Fuller, Barnett, Hester, & Relyea, 2003). In addition, researchers questioned 

exchange relationships perspectives for focusing on logical self-interest claims 

(Meglino & Korsgaard,2004): employee support systems are intended to improve 

affective loyalty by satisfying workers' self-interested motivations. Research teams 

have yet to investigate the possibility that employee support programs can reinforce 

loyalty by satisfying employees' other-interested motivations. For e.g., his cru for 

expatriates. For instance, it is important for expatriates to offer them free adequate 

quality medical treatment, convenience of payment, immediate evacuation if 

necessary and constant contact with the employer. 

     Such support fills the unwanted gaps between both companies. Employee support 

programs were initially formed to allow employees to receive support. It is 

increasingly common for employees to participate in giving as well as receiving. 

(Cascio, 2003; Pfeffer, 2006).  For example, At Southwest Airlines and DaVita, 

employees are able to donate money to programs supporting fellow employees facing 

medical and financial emergencies. (Pfeffer, 2006) Similar programs exist at 

Domino's Pizza, The Limited, Jackson Hospital, and First Energy Corporation as well. 

It is proposed that the act of giving to support programs strengthens employees' 

affective commitment to their organization. It enables them to see themselves and the 

organization in more prosocial, caring terms. As Bartlett (2001) found, individual 

perceptions of organizational practices appear to have an effect on levels of affective 

commitment. (e.g., D. G. Allen & Shanock, 2013; Eisenberger, Fasolo, & Davis-

LaMastro, 1990; Kinnie, Hutchinson, Purcell, Rayton, & Swart, 2005; Rhoades, 

Eisenberger, & Armeli, 2001; Whitener, 2001).  
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