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ABSTRACT
The commitment to supervisor and the commitment to organization have been tested separately in the model of multiple foci of employee commitment (Becker, 1992). This article proposed a cross-level validation of the multiple foci of employee commitment. We argued that organizational behavior would be different between those who have high organizational-low supervisor commitments and low organizational-high supervisor commitments. Based on the proposed neo-evolution view of commitment, this study formulated three propositions regarding to the commitment profiles and related organizational outcomes, namely, job satisfaction, organizational citizenship behavior, and turnover intention.

INTRODUCTION
Many researchers noted that organizational commitment may be an explanatory variable in several organizational outcomes including organizational effectiveness, turnover intentions, absenteeism, in-role and extra-role behaviors, and job performance (e.g., Angle & Perry, 1981; Mowday, Porter, & Steers, 1982; Becker & Billing, 1993; Eveleth, & Gilbert, 1996; Chen, Tsui, & Farh, 2002; Addae, Parboteeah, & Davis, 2006). Since consequences of employee commitment were evident, the reexamination of the construct of commitment and the systematic investigation of antecedents of commitment became ever important.

Most prior research adopted Mowday and colleagues’ conceptualization of employee attachment, which was concerned with the relative strength of an individual’s identification with and involvement in a particular organization rather than a single person (Mowday et al., 1982). We named this conceptualization scheme as “the conventional view of commitment.” Specifically, the conventional view of employee commitment was conceptualized and tested as a single-level construct. 
Reichers (1986) asserted that the targets of employee commitment should be multiple-foci, including organization, top management, supervisors, co-workers, and customers. O’Reilly and Chatman (1986) further identified the bases of commitment as the motives engendering the attachment foci. Many authors followed the view of multiple-foci and multiple-base commitment, which was named as “evolutional view of commitment” in the current paper (Becker, 1992; Becker et al., 1996; Siders, George, & Dharwadkar, 2001; Cheng, Jiang, & Riley, 2003; Yang, Wu, Chang, & Chien, in press).
Using organizational theory and the literature on reference groups and role theory, Reichers (1985) postulated that a number of foci, including “co-worker, superiors, subordinates, customers, and other groups and individual that collectively comprise the organization” were relevant to employees. Becker and Billings (1993) argued that the combination of different foci provided a commitment profile which better reflected the reality of organizational phenomenon and contained more practical implications. They used cluster analysis on eight types of commitments and obtained four profiles. Their work pioneered the impacts of the interactions of multiple-foci and degree of commitments on employees’ attitudes. 
According to the principle of parsimony, our work simplified their scheme and proposed pairing supervisor and organization as the major targets of employee commitment. We called this model ‘neo-evolution view of commitment.’ Accordingly, this research proposed a cross-level validation of the multiple foci of employee commitment. We argued that organizational behavior would be different between those who have high organizational-low supervisory commitments (HOLS) and low organizational-high supervisory commitments (LOHS). 
In summary, the purpose of the current paper is to develop a model of commitment profile based on global (organizational) and local (supervisory) foci. First, we will use induction to create prototypical profiles based on the literature study on commitment foci. Second, we will develop three propositions regarding relationships of the profiles with foci-specific outcomes based on the profiles. Finally, we will provide suggestions for future study.  
LITERATURE REVIEW AND PROPOSITIONS
The view of employee commitment evolved from single perspective (Becker, 1960; Salancik, 1977) to the multiple perspectives (Reichers, 1985; Becker, 1992; Becker and Billings, 1993; Becker & Eveleth, 1995) conceptualization contributed the understanding in employee attachment to either organization or supervisor. 
Based on the previous studies on employee commitment, the current study adopted both Reichers’ (1985) and Becker and Billing’s (1993) views of employee commitment and provided new interpretation. According to the principle of parsimony, our work simplified Becker and Billing’s scheme and proposed to pair supervisor and organization as the major targets of employee commitment. We named this model “neo-evolution view of commitment” and depicted in Figure 1. Accordingly, this research proposed a cross-level validation of the multiple foci of employee commitment. We argued that organizational behavior would be different between those who have high organizational-low supervisory commitments (HOLS) and low organizational-high supervisory commitments (LOHS).
Based on the neo-evolution view of commitment, this study proposed three propositions regarding to the commitment profiles and related organizational outcomes, namely, job satisfaction, organizational citizenship behavior, and turnover intention.

Proposition 1: Employees who are HOLS (high organization/low supervisor committed) perceived higher degree of global job satisfaction than those who are LOHS (low organization/high supervisor committed). On the other hand, employees who are LOHS perceived higher degree of local job satisfaction than those who are HOLS.

Proposition 2: Employees who are HOLS reported higher degree of OCBO than those who are LOHS. On the other hand, employees who are LOHS reported higher degree of OCBI than those who are HOLS.

Proposition 3: Employees who are HOLS reported less turnover intention than those who are LOHS.
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Figure1: The Neo-evolution view of commitment
CONCLUSION

To develop a simplified model and test its validity had significant theoretical, empirical and practical contributions. Theoretically, the proposed neo-evolution view of commitment extended past research by demonstrating the potential relevance of specific pattern of commitment to specific organizational behavior.  For example, we suggested that commitment profiles which were developed from an interaction of specific targets (that is supervisor versus organization) would better explain the related organizational behavior. Since the identification of relevant constructs was an essential element of theory development (Whetten, 1989). This study should lay the groundwork for further conceptual and empirical work. 

In addition, this study should have implications for the practice of management, especially with respect to organizational development and the control of withdrawal work behavior.  For instance, the proposed typology might be used in a needs assessment to help identify employees whose commitment profiles had negative implications for the company or supervisor. This diagnosis could then be used in the development of interventions designed to improve the level of commitment for those employees, or to improve the leadership skills for supervisor. 
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