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Background: Employees have a set of stable attitudes towards their work environment and employees' job
commitment increases the social capital of the organization. Therefore, the present study was formed with the
aim of investigating the factors affecting employees' job commitment and presenting a model in this field.
Method: The present study is applied research that was conducted in a mixed (qualitative-quantitative) manner.
In the qualitative part of the research, the foundation was formed by the data method. The statistical population
included university professors in the field of human resource management and senior managers of government
organizations, 12 of whom were selected using purposive snowball sampling as a sample. The interview tool
was in-depth. Data were analyzed by triple coding method. In the quantitative part, the descriptive-correlation
method was used. The statistical population included all senior and middle managers and postgraduate and
doctoral staff of government organizations in Tehran. 240 people were selected as a statistical sample by ran-
dom cluster sampling. The questionnaire was a closed Likert scale. Data were analyzed by structural equation
method. Data were analyzed using SPSS and PLS softwate

Results: The findings of the qualitative section showed 95 open codes that were organized into 27 secondary
codes and 14 concepts and the conceptual model of the research was formed. The findings of the quantitative
section indicated that the research model of the thesis has a good fit.

Conclusion: Based on the research model, it was found that causal conditions such as job satisfaction and
underlying conditions such as organizational climate affect the level of salary and job commitment by inter-
vening and strategies such as proper management and employee support undoubtedly lead to attitude manage-
ment. Job and increase the level of professional ethics in employees.
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Introduction

To compete, organizations need specialized and de-
termined human resources with decision-making
power. Thus, in the last two decades, human re-
source empowerment has become one of the main
topics of pioneering organizations. One of the key
factors in empowering job position includes three
types of job satisfaction positions, job commitment
and job dependence (1). Awareness of employees'
job attitudes has always been used as one of the im-
portant management tools in organizations. Be-
cause employees' job attitudes can affect their be-
havior in the workplace. Therefore, understanding
what factors can influence employees' job attitudes
can improve employee job attitude management
(2). Manpower factor is one of the most effective
factors in the survival of organizations that is always
considered by officials and managers of organiza-
tions. A study of the history of development and
evolution of industrial societies shows that skilled,
educated and committed labor has an undeniable
impact on the process of transforming traditional
society into industrial society, so that labor is con-
sidered the most important factor in the develop-
ment of societies and organizations (3). Manpower
in terms of thinking power and creativity is every-
thing in the organization, because any change and
improvement in organizational systems and pro-
cesses is done by human beings. Utilizing the intel-
lectual capacity and capability of the employees of
the organization, which is called as latent capital, re-
quires the creation of structures that can direct the
capabilities of employees in order to achieve cur-
rent and future goals (4). It was once thought that
meeting the needs of individuals would reduce the
organization's resources and facilities. According to
this idea, in order to achieve maximum efficiency,
the minimum requirements must be met, but today
this theory has been completely rejected. Manage-
ment scientists now believe that if the real needs of
employees are properly understood and valued and
managers do not seek to satisfy it, job commitment
will decrease and productivity in the organization
will decline. Commitment, interest and positive at-
titude towards the job leads to more work effort
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and as a result reduces costs (5). This is because hu-
man behavior is subject to reason, logic, feeling and
emotion. What emerges from man as behavior is
the result of the effects of his intellect, emotion,
feelings, and attitudes (6). There are many defini-
tions of commitment. Commitment can be consid-
ered a requirement that restricts freedom of action.
There are many reasons to increase the level of
commitment of members of the organization (7).
Job commitment is a new concept and generally
differs from job satisfaction dependence. For ex-
ample, nurses may like what they do but be dissat-
isfied with the hospital where they work, in which
case they will look for similar jobs in other similar
settings, or conversely, restaurant waiters may feel
positive about their work environment, but hate
waiting at tables or their job in general (8).

Early research in this area has suggested that the
concept of commitment is one-dimensional. But
new findings and research indicate that this concept
is multidimensional. Among the three attitudes
mentioned, job commitment has changed the most
over time. Commitment is defined and measured in
different ways. In fact, this lack of consensus in the
definition of commitment is largely due to behavior
as a multidimensional concept. A review of the def-
initions shows that commitment is, first, a force of
duty and, second, directs behavior.

Job commitment is a multidimensional concept
that results in several positive job outcomes includ-
ing reduced absenteeism and relocation, citizenship
behavior, work effort, and improved job perfor-
mance. Job commitment refers to the strength of
an individual's identity in engaging in a particular
organization. There are two approaches to defining
job commitment in the literature. In the first defi-
nition, commitment is the goal of employees for
continuous work in the job. The second definition
defines it as the attachment that exists between peo-
ple and the job and is a reflection of the amount
and psychological involvement of employees in the
job (9). There are many factors in creating a job
commitment that vary according to one's status.
Some of these relative factors are: the position of
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the individual in the organization, employee moti-
vation, individual abilities, transparency of duties
and clarity of obligations, work culture in the work-
place, the importance of managers and superiors
for the individual, ethical values, responsibility and
researchers believe that the success of the organiza-
tion in a set consisting of the following commit-
ments are unanimous:

Commitment to the client; a successful manager or
employee can demonstrate commitment in their
work by serving and caring for the client.
Commitment to the organization; Managers or ef-
fective employees are proud of their organization
and express this honor in their own behavior.
These managers or employees fulfill their commit-
ment in different ways and try to achieve this by
creating a suitable organizational environment, sup-
porting top managers and observing the basic val-
ues of the organization.

Commitment to self; Managers or employees al-
ways present a strong and positive image to others
and all situations act as a positive force; but this
should not be confused with selfishness or self-cen-
teredness. Commitment is manifested by demon-
strating independence of action, acquiring the skills
needed to apply management, and accepting con-
structive criticism.

Commitment to individuals and workgroups; Suc-
cessful managers or employees are also committed
to the people in the working group and show a spe-
cial attachment to them.

Commitment to work; Effective managers or em-
ployees try to give meaning and meaning to the
work they do and others by maintaining the right
focus on work, being practical and clarifying the im-
portance of work, and by focusing other employees'
attention on work and providing the necessary
guidance. They must ensure that things are done
successfully (10). Therefore, considering the role of
various factors in job commitment and its complex-
ity, the present study decided to model the job com-
mitment of employees in government organiza-
tions.

To achieve this goal, the following questions
needed to be answered:

What indicators are important regarding the job
commitment of employees in government organi-
zations?

Which indicators regarding the job commitment of
employees in the country's government organiza-
tions have a higher priority?

What model is suitable for job commitment of em-
ployees in government agencies?

Material & Methods

The present study is applicable research that was
conducted in a mixed (qualitative-quantitative)
mannet.
In the qualitative part of the research, the founda-
tion was formed by the data method. The statistical
population included experts in the field of human
resource management (university professors and
senior managers of government agencies). Criteria
were considered for selecting experts, and individ-
uals were selected for the interview who met at least
one of the following criteria:
1. Having documented studies in the field of the
studied subject
2. Carrying out at least one research in fields re-
lated to the subject of research,
3. Having a valid theory in the field of the re-
search subject
4. Having at least one article in the field of re-
search subject,
5. Translating or writing a book on the subject of
research
0. Having a teaching background in fields related
to the research topic,
7. Having a history of senior management of a
government organization
Twelve people were selected from the target popu-
lation using targeted snowball sampling to achieve
theoretical saturation. The interview tool was in-
depth. Data were analyzed by triple coding method.
In the quantitative part, the descriptive-correlation
method was used. The statistical population in-
cluded all senior and middle managers and post-
graduate and doctoral staff of government organi-
zations in Tehran. Based on human resources and
information, 640 people have been reported that to
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determine the sample size in this section, the sam-
ple size was calculated using the Cochran's formula.
240 people were selected as the statistical sample of
the quantitative section. This selection was done in
a random cluster in such a way that Tehran govern-
ment organizations were considered as clusters and
within them, managers and employees were ran-
domly selected. Table 1 presents the demographic
characteristics of the sample group.

Table 1: Demographic characteristics of the

quantitative sample group
Variables Percent- | Percent-

quency age age cu-
mulative
Gen- Male 146 60.8 60.8
der Female 94 39.2 100
Total 240 100
Age Less than 35ys | 60 25 25
35-45ys 101 421 67.1
Over 45ys 79 329 100
Total 240 100
Edu- MA 119 49.6 49.6
cation | Ph.D. 121 50.4 100

Total 240 100
Work | Less than 10ys | 85 35.4 354
experi- | 10-15ys 120 50 85.4
ence Over 15ys 35 14.6 100
Total 240 100

The questionnaire was a closed Likert scale. In or-
der to check the validity of the questionnaire, the
opinions of research experts and experts were used.
The reliability of the questionnaire was also con-
firmed by Cronbach's alpha calculation method.
Cronbach's alpha value for the quantitative section
questionnaire / 83. Was obtained. Finally, the data
were analyzed by structural equation method. Data
were analyzed using SPSS and PLS software.

Results

The findings of the qualitative section showed 95
open codes that were organized into 27 secondary
codes and 14 categories. The results of the qualita-
tive section are presented in Table 2.

Table 2: Results of the qualitative section and coding of research components
Categories Second codes Open codes

Employee trust
building

Employee concerns

- Considering the psychological condition of employees

- Importance to employees

- Hear words and criticisms
- life problems

Encourage and motivate

- Giving importance to all employees and encouraging them

- Involve employees in decisions
- Share the company's goals and strive to achieve it

- Increase employee motivation in different ways

Provide comfortable condi-
tions for employees in the or-
ganization

Upgrading staff wel-
fare equipment

- Give employees the right to choose as much as possible

- Informing about the observance of others in the organiza-

- Help the employees in the organization to do the job easily

- Creating a culture to respect each other's rights

tion
- Upgrading the organization's equipment

Help staff progress

- Improving the level of awareness of employees about the

- Transfer of technical techniques required by employees

goals of the organization

- Changing incorrect work habits
- Helping employees adapt to the work environment

Ethical commitment Strengthen employees' belief

and trust

- Mental training for employees to strengthen their beliefs

- The need to develop learning for better progress

- Observance of principles and professional ethics

Strengthen behavioral tenden-
cies to strive for the organiza-
tion

- Promoting employee commitment to the organization
- The desire to make more efforts to improve the organization

- Happiness to be in the organization
- Changing the traditional beliefs of employees

Behavioral commit-
ment

Investing in employees

- Managers support employees
- Removing obstacles from the way of employees
- Suggest better places over time
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Establish a two-way relation-
ship with employees

- Getting the opinion of employees in the execution of tasks
- Continuous support of employees
- Creating an intimate and at the same time professional rela-
tionship

Organizational citi-
zenship behavior

Employee effectiveness

- Employee compassion for the organization
- Performance beyond the task
- Innovation
- Avoiding conflict and creating problems

Continuous cooperation

- Collaborate with others
- Increase capacity and capability
- Proper use of programs by employees
- Increase teamwork

Transparency of or-
ganizational rules

Control and monitoring

- Correct internal regulations
- Protecting the rights of employees
- Keep employees calm

Standardization

- Domestic and international standards
- Compliance with the standards of the day
- Update the organizational structure

Proper planning

Good landscape

- Move towards the goals of the organization
- Informing future goals
- Planning to improve performance

Learn

- Necessary responses to the customer and the client
- Continuous staff learning
- Preserving organizational values

Responsibility to em-

Professional responsibility

- Monitoring the behavior and performance of employees

ployees - Encourage and motivate
- Preventive rules for profiteers
Track the situation outside the - Checking the living conditions of employees
organization - Solve problems outside the organization as much as possible
- Provide appropriate facilities for employees
Education Organizational training - Holding periodic classes to improve the professional level

- Provide booklets for learning
- Educational missions

Skills upgrade

- Team cooperation
- Transfer of skills
- Investing in human resources

Pay appropriate sala-
ries and bonuses

Salary and benefits programs

- Pay salaries on time
- I considered salaries commensurate with working conditions
- Programs to increase salaries

reward

- Consider rewards according to performance and occasions
- Modeling the rewards of successful organizations

Meritocracy

Organizational appointments

- Promotion
- Convenient post
- Employees' satisfaction with their position
ploy p

Consider performance

- Periodic evaluations
- Competence of employees
- Performance upgrades
- Provide appropriate patterns for employees

Ability to implement
goals in the organiza-
tion

Professional perspective

- Advice from qualified experts
- Correction of infrastructure issues
- Changing the attitude of employees

Performance upgrade pro-
grams

- Job policies
- Motivate employees
- Establish long-term incentives

Having employees
with common goals

Choosing the right goals

- Talk about the goals of the organization
- Joint meetings
- Detailed expertise of processes
- Avoid creating problems

Development goals

- Cooperation with educational centers
- The need to support employees
- Upgrading professional characteristics
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Having a clear vision | Clarification of processes and
goals of the organization

- The need for good executive management
- Identify barriers to development
- Clarification of the advantages and disadvantages

Modification of structures

- Change patterns
- Ethics
- Removal of obstacles
- Aligning employees with goals
- Promoting teamwork

With proper placement and selective coding, the
concepts of the research conceptual model were
formed. This model is illustrated in Figure 1.

Casual conditions: (p1)
Job satisfaction and dependece: “‘: Ehpramns m“""‘""‘l yet
- Staff trust budldmg
: 16 - Ovganizational cstizenshap behavior
“Upreing telt Ll “Transparency of organizational rules

Consequences: (p6)
Managing and increasing the
level of professional ethics:

- Ability 10 umplement goals i the
organization
employees - - Having employees with a hugh
. level of professional ethics
y -Clear vision for the organization

Intervener conditions: (p$)

Salary and Rewards:

- Pay appropriate salaries and bonuses
«Meritocracy

Fig. 1: Research model
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The findings of the quantitative section indicated
that the research model has a good fit.

In examining the structural pattern test, the signif-
icance coefficients of the items (value t), criterion
R2 are calculated and interpreted.

A) Significance coefficients t

The first criterion for fitting the structural pattern
is the significance coefficients t, the result of
which is presented in Figure 4-2. If the value of t
is greater than 1.96, it indicates the correctness of
the relationship between the structures and thus
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confirms the research hypotheses at the 95% con-
fidence level.
B) Criterion R

The second criterion is the structural pattern of
criterion R R? is 2 measure of the effect of an ex-
ogenous variable on an endogenous variable. As
shown in Figure 3, R values related to the endog-
enous variables of the model (job satisfaction and
dependence: 0.745, proper management and em-
ployee support: 0.711, successful job attitude man-
agement: 0.709) indicate proper fit has a structural
model.
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A summary of the results of fitting the structural
model of the research is shown in Table 3.

Table 3: Results of fitting the structural model of the research

Relationships between concepts and indicators

Standard coefficient t value Result

The effect of job commitment on job satisfaction and depend- | 0.758 6.84 Accepted
ence

The Impact of Job Satisfaction and Dependence on Proper | 0.762 7.06 Accepted
Management

The effect of proper management and employee support on | 0.465 4.29 Accepted
management and increasing the level of professional ethics

The effect of organizational climate on proper management and | 0.404 4.06 Accepted
employee support

The impact of appropriate salaries and rewards on good man- | 0.464 6.965 Accepted
agement and employee support

According to the results of model fit and the value of
t-statistics outside the range of 1.96 and -1.96, it can be
said that the research relationships are confirmed.
Therefore, the research model has a good fit.

- Ranking the components of successful job commit-
ment in the paradigm model

Friedman test was used to rank the components of suc-
cessful job commitment in the paradigm model, the re-
sults of which are reported in Table 4.

Table 4: Results of fitting the structural model of
the research
Ranking Impact

average  factor
Job commitment 3.32 24%
Satisfaction and dependence 3.33 25%
Proper management 2.99 22%
Organizational climate 1.42 10%
Appropriate salaries and 2.58 19%
bonuses

Considering the mean rank values among the compo-
nents of job commitment in the paradigm model, it can
be said that satisfaction and dependence as the most
important factor and organizational climate as the least
important factor among the components of job com-
mitment in the paradigm model.

Discussion

The results of the study showed that in the effect
of job commitment on job satisfaction and de-
pendence, it is approved due to having a suitable
t-statistic, so it can be said that job commitment
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has a significant effect on job satisfaction and de-
pendence. The results showed that in the effect of
job satisfaction and dependence on proper man-
agement and employee support, it is approved due
to having appropriate t-statistics, it can be said that
job satisfaction and dependence on proper man-
agement and employee support has a significant
effect. The results of the study showed that in the
impact of proper management and employee sup-
port on management and increasing the level of
professional ethics, due to having a suitable t-sta-
tistic is approved, so it can be said that proper
management and employee support on manage-
ment and increasing the level of professional eth-
ics has a significant effect. The results showed that
the effect of organizational climate on proper
management and employee support is confirmed
due to having appropriate t-statistics, so it can be
said that organizational climate has a significant ef-
fect on proper management and employee sup-
port. The results of the study showed that in the
effect of appropriate salaries and rewards on
proper management and employee support, it is
approved due to having appropriate t-statistics, so
it can be said that appropriate salaries and bonuses
have a significant effect on proper management
and employee support. The results of other similar
studies are as follows:

Some researchers (11) have shown that ethical
leadership has a strong direct effect on job atti-
tudes. Interactive justice also plays a significant
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mediating role in the relationship between the two.
Researchers (12) showed that unfulfilled expecta-
tions and age have a significant effect on the rela-
tionship between job commitment and job burn-
out of employees. Researchers (13) showed that
reagent-based employment has a positive effect on
employees 'job commitment but has a negative ef-
fect on employees' dismissal. Researchers (14)
showed that employees' job commitment varies
due to the job resources of supervisors and the
conflict between them and is related to the job re-
sources of supervisors and the conflict between
them. Other studies emphasize that there is a
strong and significant positive relationship be-
tween all three variables of job satisfaction and job
commitment and organizational citizenship be-
havior (15). Researchers (16) also showed that
there is a significant relationship between job com-
mitment and organizational climate, between job
commitment and job turnover and also between
job commitment and employee performance. Re-
searchers (17) showed that there is a strong signif-
icant relationship between the dimensions of or-
ganizational citizenship behavior and job commit-
ment. According to the research results, it can be
said that the research results are consistent with
other studies.
Every research will have a set of limitations that
appear in the way of its realization and make the
research face problems; which makes it difficult to
generalize the results. The present study is no ex-
ception to this rule and has the following limita-
tions:

e Jack of cooperation of some people in the
statistical community to complete the ques-
tionnaire

e Different interpretations of the questionnaire
items

e Results cannot be changed to another time
and space domain.

e The interview requires a lot of coordination
and this has provided limitations in the imple-
mentation process.

The results of each research are presented to the
community of researchers and competent officials

of that subject in the hope of continuing the re-
search path and exploiting its results. Therefore,
any suggestion in these reports can pave the way
for further studies as well as executive decisions in
this regard. In this research, suggestions in the
form of research suggestions for further study
work as well as practical suggestions for executive
decisions and the attention of relevant officials in
that area are presented. The practical suggestions
of the present study are:

It is suggested that in order to improve job com-
mitment, long-term incentives should be taken to
improve the job commitment of employees in
government organizations.

It is suggested that in order to improve job com-
mitment, by strengthening the employees' belief
through their mental training, action should be
taken to improve the performance of government
organizations.

It is suggested that steps be taken to improve em-
ployees 'job commitment by raising the level of
employees' awareness of organizational goals.

It is suggested to take into account the psycholog-
ical condition of employees in government organ-
izations to build trust in the workplace.

It is suggested to increase the atmosphere of trust
among employees by motivating employees in
government organizations.

It is suggested that by clarifying the executive ac-
tivities in organizations to improve the perfor-
mance of the organization through job commit-
ment.

Suggestions for future research include:

It is suggested that in future research, the effect of
employees' job commitment in government ot-
ganizations on achieving the goals of the organiza-
tion should be examined.

It is suggested that in future research, the impact
of knowledge management on employee job com-
mitment in government organizations should be
examined.

Conclusion

Hired people are the assets of any organization,
and the achievement of organizational goals and
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efficiency and development depends on the
proper management of these valuable resources,
and with the growth of businesses and organiza-
tions, the problems of this great power also grow.
As modern organizational behavior faces increas-
ing complexities, it is necessary for managers and
employees of organizations to become more fa-
miliar with these complexities and to know the ap-
propriate ways to deal with them. It should be
noted that the environment always ruthlessly
chooses among competitors in a particular field of
work, and those who cannot better respond to the
demands of the environment and gain the trust of
their work environment, decide to leave the com-
petition. They sign. Managers try to constantly
control their employees on various issues, in the
workplace, job commitment as a key element of
professional ethics can be a factor in creating mo-
tivation and satisfaction, and therefore increases
efficiency. Employee job and organizational com-
mitment is very important for managers. Job and
organizational commitment is a kind of feeling of
an individual towards the organization and his job,
which is the result of factors such as professional
ethics, the nature of the job and organization, the
human resources around him, organizational and
environmental factors, and individual factors. Job
commitment is important because it directly or in-
directly affects work behavior. Management at-
taches great importance to job commitment. Em-
ployee commitment is related to behaviors that are
sensitive to the organization. In general, employ-
ees have a set of stable and cognitive attitudes to-
wards their work environment, some of which are:
payments, work environment conditions, job de-
scriptions, etc. It can be concluded that a positive
psychological atmosphere in the job can lead to
positive attitudes and high job commitment and
good performance. On the other hand, it can be
said that employees who have a positive psycho-
logical atmosphere at work, better manage their at-
titudes, and thus work with more commitment
and lead to better performance of the organization
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