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 Increasing environmental challenges inevitably change the way we work, challenges 

such as rapid change, the advent of the Internet, workforce diversity, globalization, 

evolving and changing work and family roles and the rise of the service sector has not 
only influenced organizational structure, but changed the nature and role of agency 

business. In response to these environmental challenges, organizations have changed to 

"human resource management" to increase efficiency, effectiveness and finally 
productivity. In this regard, in order to improve organizational behavior, experts 

considered the attitudes of employees. Among the different people's attitudes, attention 

to organizational commitment made important, because it has a significant relationship 
with the job performance of the staff. The researchers concluded that one of the 

valuable techniques in enhancing organizational commitment is to enhance the quality 

of working life in organizations. This study aimed to investigate the relationship 
between the facilitator i.e., the relationship between quality of working life and 

organizational commitment. This study is descriptive-functional. The study population 

included all employees of the Islamic Republic of Iran Broadcasting (IRIB). To collect 
data on theoretical grounds and extracting initial factors and indices, online library 

resources including books, articles and case studies are used. To collect information and 

data needed to verify the hypotheses, a questionnaire was used. In order to confirm the 
validity, experts opinions in this field has been applied and to confirm the reliability of 

the questionnaire, Cronbach's alpha was used which to assess the validity and reliability 

of 24-item questionnaire of organizational commitment, the obtained alpha was 0.817 

which indicates that the questioners have enough validity. To check the validity and 

reliability, 16-item Quality of Working Life Questionnaire was used, the obtained alpha 

was 0.891 which indicates that the questionnaire has good validity. To analyze data, 
Chi-square test, One way ANOVA test, Pearson Correlation for "continuous or 

parametric variables", Spearman correlation "for discrete or nonparametric variables" 

and regression analysis have been used. Research findings shows the relationship 
between quality of working life and organizational commitment. However, the results 

indicate that despite the relationship, but at the same time, there is misalignment 

between the qualities of working life of employees in an organization. 
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INTRODUCTION 

 

 Developed-world experience shows that a major factor in the global competition moves to speed up and 

enhance the productive and economic ability of organizations, and ultimately society, is of human resources. 

When humans are affected by pressures and concerns caused by abnormalities, psychological contract between 

the organization and the self is scattered and undermine the morale of other employees directly or indirectly to 

provide power and the conflict between the head and subordinate is tangibly turned from potentiality to 

actuality.  

 Given that people in organizations are a variety of job attitudes, survey of employee attitudes have been 

interest to researchers and scholars over the past few decades because of the remarkable results that it can have 

on improved organizational behavior. Person's attitude toward his work reflects his negative or positive 

evaluation that he/she has about aspects of their work environment. Among these attitudes, organizational 

commitment has an important place in the study of organizational behavior during the last decade.  
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 Organizational commitment, as White defined, is definitive of three important areas of feeling and behavior 

related to an individual who is working in the organization and it consists of 1) belief in and acceptance of 

organizational goals and values, 2) tend to try for the organization; 3) willingness to join and remain in the 

organization. (Armstrong, 1998). Therefore, describing job attitudes and reviewing the relationship among them 

can be a useful tool to improve managers' attitudes and ultimately improves the performance and effectiveness 

of the organization. Commitment is one of the major organizational issues among employees. Top managers are 

always trying to increase their commitment to their employees, because it is the prerequisite for the development 

and progress of the organization. Porter et al argue that organizational commitment is manifested in three major 

recognition: 1) faith and strong belief in and acceptance of the goals and values of the organization. 2) Tend to 

perform relatively high effort for the organization 3) a definite wish to remain a member of the organization. 

Porter and colleagues' point of view until the emotional perspective and organizational commitment (affective 

commitment) was given, it was the dominant approach for one to two decades. Affective commitment refers to 

the emotional attachment to the organization and its goals, in other words, the emotional commitment is 

conceptualized as employees’ emotional feeling to dependency to organization. 

 The second component of organizational commitment is normative commitment. Normative commitment is 

the set of internalized normative pressures to act in a way that one believes is morally correct. In this dimension 

of commitment, the person considers the continuation of the work as his task, obligations and responsibilities. A 

third view of organizational commitment has been proposed as arithmetic commitment, or continuance 

commitment. In this view, the commitment is considered as the benefits from busy in the work and the cost of 

turnover, in other words, in this kind of commitment the individual remains committed due to the high costs of 

leaving the organization.  

 Results of some studies have shown that job attitudes such as organizational commitment and job behaviors 

such as leaving job, going to search for another job, absenteeism and job performance are positively correlated. 

Mathiew & Zajac, Koch & Steers, Porter and Movday et al believe that employees with high organizational 

commitment may have a better performance than those who are less committed. In other words, American and 

European directors of the 1980s considered life quality as the means for opening the difficulties and blind nodes 

of organizational commitment of low units and their employees. Because one of the ways of improving 

organizational commitment is to enhance the level of working life quality of their employees. Today, benefiting 

from science and human behavior for more desirable better adaptation of organization with changing 

environment is considered undeniable for the rehabilitation of the organization. In this regard, the main 

techniques employed to improve the organization across the organization and employees is the attention to the 

quality of working life and improve its programs. QWL is one of the most important issues in the management 

of human resources of organizations that require special attention increasingly. Given the depth of this concept 

extensively has had during the last two decades overshadowed all employees’ working issues including 

workplace conditions, management requirements and how to compensate services ... [4]. On the other hand, 

psychological needs of people in the organization will be fulfilled with the use of technology of quality of 

working life. In actual, improved quality of working life in each organization enhance mental peace and 

achievement motivation among employees.  

 When employees are treated with respect and they will have the opportunity to express their thoughts and 

more involved in decision-making, appropriate and favorable reactions will be shown. Attention which is now 

paid to the quality of working life is the reflection of the importance that they attach to it all. Quality of working 

life program include any improvement in organizational culture that supports the growth and development of 

employees in the organization. Hence, the value of quality of working life, investing in people as the most 

important variable in the equation of strategic management. This means that to meet the needs of staff is led to 

rehabilitation and long-term performance of the organization. Optimal use of human resources is based on 

measures that aims to preserve and maintain the body and soul of organization’s employees. These measures, 

which include welfare and health care, incentive compensation, job fit, job security, job design (enrichment and 

career development), the importance of the role and position of the individual in the organization, providing 

facilities for staff development, staff training, and etc., are known collectively as quality of working life. 

Therefore, it can be said that quality of working life includes all organization data that aims for employee 

satisfaction and increase organizational effectiveness.  

 With changing social life style of the people and organizations over the last few decades, it seems that the 

quality of working life have been much changed and been influenced by many factors which may have a 

negative impact on organizational commitment and job satisfaction. The assessment of the relationship between 

two variables of working life quality and organizational commitment is important in improvement process and 

increasing organizational efficiency. Now the question raised here is whether there is a relationship between the 

quality of working life and staffs’ organizational commitment in Tehran IRIB News? For this reason, the current 

study was to examine the relationship between quality of working life and organizational commitment among 

broadcasting news staff in Tehran which the results contain a significant positive relationship between the two 

variables.  
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Research Objectives: 

 If the organization tends to have dynamic and efficient manpower, it should have correct and acceptable 

reasons for keeping and maintaining job satisfaction of their personnel and strengthen it. The managers should 

also know this fact that it is not only human hands and brain that works, but their heart and soul is also effective 

in efficiency. Therefore, this study pursued the following objectives:  

1. Reviewing the quality of working life based on Richard Walton in IRIB news section. 

2. Check the status of organizational commitment based on Meier model in IRIB news section. 

3. Surveying the relationship between quality of working life and staffs’ organizational commitment of news 

section to enhance these two categories and more attention to them in the major decisions of the organization.  

 

1-5. Research Hypotheses: 

 There is a significant relationship between organizational commitment and quality of working life.  

 

Research Method: 

 This study is an applied study methodologically, because with respect to research conceptual model and 

parameters extracted from the literature, this study surveys the impact of working life quality on people’s 

organizational commitment and will clarify this issue for organizations that employ human resource 

management and also organizations that have not yet been led to human resources which QWL has a positive 

impact on organizational commitment and ultimately the effectiveness of the organization. On the other hand, 

since this study describes the relationship among variables is considered a descriptive study. So in a sentence, 

this study is considered a descriptive-functional study.  

 

The statistical population and sampling method: 

 The statistical population includes all of the news staff of Broadcasting Organization in Tehran Province 

that according to statistics is a total of 420 cases under investigation. To determine the sample size, Cochran 

formula is used. Sampling method is in simple random. The number of people for sampling is calculated 105 

ones.  

 

Field of study (time, place, topic): 

 Topic domain: it is in the field of organizational behavior sciences and one of the outputs and results of 

organization’s human resource management.  

Time domain: It is considered in the period from 2011 to 2012. 

Place domain: In the IRIB news section in Tehran. 

Definition of the design’s specific concepts and terms: 

 

1-8-1 Quality of Working Life (QWL): 

 Quality of working life is the kind of attitude towards their jobs i.e. to which extent the mutual trust, 

respect, recognition, interesting work and opportunities for investment, (materially and spiritually) in the 

workplace by managers to employees is provided. Quality of working life within the organization by measuring 

satisfaction, low absenteeism, and high motivation is estimated among employees. In other words, quality of 

working life in terms of employees’ attitude is desirability or undesirability of working condition.  

 

1-8-2- Organizational Commitment: 

 Morhed and Griffman defined organizational commitment as one's sense of identity and attachment to the 

organization. They believe that commitment influence on important behaviors such as absenteeism and taking 

transition and can have many positive outcomes. Dedicated and committed staff are more disciplined in their 

work, they dedicate more time in organization and work better and more. Also Porter et.al defined 

organizational commitment as “a kind of supporting organization goals, striving to achieve the goals of the 

organization and a desire to continue their membership in the organization".  

 

The Views concerning the conflict between the professional and organizational commitment: 

 The probability of creating conflict on individuals' commitment to the organization and the profession was 

introduced for the first time by "Gouldner". She stated that the professional staff are faithful to their profession 

rather than loyalty to the organization and an external reference, i.e. their professional groups. In contrast, 

employees who have limited knowledge and ability is committed to the organization and has an internal 

reference group. Goldner stated that broad-minded individuals (professionals), in contrast to limited-minded 

ones, will not remain in the organization and are challenged. He claims that organizational commitment and 

professional commitment are incommensurable (an employee or an organization or a profession, and not both, 

will be committed). 
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 In macro analysis of prerequisites and outcomes of organizational commitment, Zajak and Mathew reported 

the weakest correlations (correlation coefficient of about 0.4) between organizational commitment and job 

engagement metrics, and reports and concluded that it is better to examine these two types of commitment 

separately. From the viewpoint of these two scholars and many researchers, organizational commitment and job 

commitment has a weak correlation with distinct structures. Kalerberg and Berg described conflict between 

professional commitment and organizational commitment compared with the concept of "zero-sum game" in 

that any increase in professional commitment will lead to organizational commitment and vice versa.  

 

Views concerning the professional commitment and organizational adaptation: 

 Baff and Roberts claim that the simultaneous occurrence of high levels of organizational and professional 

commitment can be appealed to the organization and act as a "balancing" mechanism towards one another. For 

example, high professional commitment can absorb and adjust some inefficiencies of organizational 

commitment (e.g., the phenomenon of "organization man"). Also, high professional commitment is no efficient 

as high organizational commitment, because things may be done with high quality, but it may not in line with 

organizational needs. Baff and Roberts claim that the interaction between organizational commitment and job 

satisfaction is led to job satisfaction and higher performance which this level of satisfaction and performance in 

each of the commitments cannot be found alone. Research done on a group of scientists of "the governor picks 

Malaysia" research institutions, consisting of 545 persons, confirmed this result that there is no conflict between 

the aforementioned concepts, but there is a significant relationship between professional commitment and 

continuous emotional dimensions and organizational commitment normative (with coefficients of 43 percent, 15 

percent and 52 percent, respectively). In other words, the results show that there is consistency between 

organizational commitment and professional commitment which has shown multidimensional view of 

commitment of these two types of data.  

 

Organizational commitment, a one-dimensional or multidimensional concept?: 

 Porter defined commitment based on the total force of replication (identification), and the participation of 

an individual in the organization. In this view, the obligation is due to three factors. 1 - Accepting the goals and 

values of the organization 2 - willingness to work with the organization to achieve its goals, 3 - the desire to 

remain in the organization. In this view, commitment is viewed as a one-dimensional concept that is only 

focused on affective commitment. For years, scholars have changed our understanding of organizational 

commitment with regard to it as multiple dimensions. The researchers are interested in a broader set of links 

between employees and organizations than what has been proposed by Porter. While Porter focused on a 

described link by accepting organization objectives, later research of researchers focused on the types of 

commitments that can be used to justify one's behavior and its persistence in the environment to be considered. 

In the two next attitudes, behavioral and attitudinal commitment are mentioned. 

A) The behavioral commitment: the first aspect of commitment completed by the work of Becker, considered 

organizational commitment from quite a different perspective and commitment is more considered as a 

behavioral issue than attitudinal. In this aspect, causes of turnover and increased absenteeism is considered and 

is generally defined as the following: the intent of the employees to remain with the organization.  

 

B) The attitudinal aspect of commitment:  

 The second aspect of commitment is attitudinal commitment that is one of the most important predictors of 

behavioral commitment. By attitudinal commitment, it means being committed to values, organizational 

objectives and also consistency with them.  

 

2-1-6-2 three-dimensional perspective: 

 In three-dimensional perspective, Meyer and Allen Greenberg and Baron, and other scientists, went beyond 

from the distinction between behavioral and attitudinal commitment and argued that commitment as a 

psychological state has three dimensions. It is considered as a desire, need and obligation to continue 

employment in an organization.  

 

Ariel and Chatman Models:  

 Ariel and Chatman presented their multidimensional model based on the assumption that commitment 

creates an attitude towards the organization and have mechanisms that attitude can take shape through it. 

Therefore, based on Coleman's work on attitude and behavior change (1958) Arieli and Chatman argue that the 

link between the individual and the organization can follow three forms of compliance, identification and 

internalization. Compliance occurs when attitudes and behaviors consistent with them is adopted in order to gain 

certain rewards. Replication occurs when an individual accepts influence to establish or maintain a satisfying 

relationship. Finally internalization, behavior that reflects values and/or emanated goals, is based on 

organization’s values or objectives. Recent study using a larger sample demonstrated two kinds of commitment 
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rather than three ones that is called instrumental commitment (to follow) and normative commitment 

(identification and internalization). In the following research, the two researchers and their colleagues were 

unable to distinguish between assimilation and internalization. Hence, in recent research, they combined cases 

of identification and internalization and call it normative commitment. In their recent work, compliance is also 

called an instrumental commitment that is distinct from the replication and the internalization. For example, 

Arieli and Chatman found that compliance is positively or negatively associated with job turnover. Given that 

organizational commitment is generally defined as variables that are likely to reduce turnover, this finding can 

arise some questions about whether compliance can be considered as a form of organizational commitment or 

not.  

 

Preconditions and determinants of organizational commitment: 

2-1-8-1 Salansik perspective: 

 Grand Salansik considers four important factors such as visibility, behavior immutability and personal will 

and intention that commit people to their actions.  

 

2-1-8- Stizer et al’s perspective:  

 Some factors affecting the increase of organizational commitment from Stizer et.al’s perspective are as 

follows: 

1. Personal factors, 2-organizational factors, (3) non-institutional factors 

 

2-1-8-3 from the perspective of Matthew and Zajak: 

 Matthew and Zajak have raised personal characteristics that affect organizational commitment by analyzing 

many research. These characteristics include age-sex-education-marriage-records and the corporate position, 

deduction from personal competence, abilities, salary and wage and occupation level. 

 

Process of creating organizational commitment: 

 In studies related to organizational commitment, three stages are enumerated for building organizational 

commitment.  

1-Acceptance: A person at this stage accept others’ effect or influence, because he/she want to gain some 

benefits for this acceptance, such as higher amount.  

2- Identity determination: At this stage, the individual accepts influence to reach an appropriate and satisfactory 

relationship. Here commitment means continuance and willingness to have a relationship with the organization, 

because the relationship is fascinating.  

3-Internalization: the third and final stage is internalization. In this stage, the person knows organizational 

values as uncourageous and consistent with their values. In other words, organizational and individual values are 

consistent with each other.  

 

Factors affecting employees’ organizational commitment: 

 Factors affecting organizational commitment can be categorized into four categories: 

1. Personal factors, 

2. Factors related to job 

3. Organizational factors 

4. Higher organizational factors. 

 

Strategies for increasing organizational commitment: 

 Now, given the aforementioned explanations, it seems that organizational commitment as an important 

category should be developed in organizations and should be paid attention to more.  Finally, some of important 

strategies to enhance organizations’ commitment has been mentioned. It hopes that organizations and corporates 

should provide grounds for a comprehensive development by adopting these titles.  

- Enhancing affective continuation among employees and more involvement with organization objectives. 

- Improving social relationship networks in the work 

- Employees participation in decision making 

- Assessment of employees performance to create working feedback 

- Explaining objectives and organizational missions 

- Removing working obstacles 

- Emphasis on aspects that is led to the organization’s social value 

- Creating suitable punishment and encouragement systems 

- Removing discriminations and peoples’ improper behavior on workplace 

- Relative autonomy to perform tasks 

- Appropriate context for creativity and innovation of employees  
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- Job enrichment  

- Lending  

- Assigned a higher level of responsibility to the people to do the job. 

 

Descriptive statistics relating to the questionnaire: 

 4.2.1 Descriptive table for questions related to organizational commitment 

 
N SD Mean   

105 0.966 3.72 I am very happy to spend the rest of my service on this organization 

105 0.978 3.97 I enjoy when I talk about my workplace with people outside the organization 

105 1.026 2.92 I really feel that this organization's problems are my problems. 

105 1.026 2.92 I guess I simply do as much as I love the organization to be interested to other organizations 

105 0.899 3.87 In my workplace organization, I do not feel as a member of the family 

105 0.980 3.90 Emotionally I have little interest in the organization 

105 0.907 0.25 This organization has great personal meaning for me. 

105 0.929 3.70 I have a great sense of belonging to the organization of their workplace 

105 1.197 3.76 I’m not afraid of consequences of leaving my current job without having access to other work 

105 0.860 1.99 Now leaving my workplace is difficult for me, though I tend to do this work 

105 1.084 3.51 If I decide to leave my workplace organization, my life will be severely ruptured 

105 1.048 3.84 Leaving the organization may be very costly and damaging at this moment. 

105 0.999 3.96 Now, being in my workplace organization is as much as the necessity, is due to my personal intention, too.  

105 0.920 3.78 I feel that the likelihood of finding another work is less than I think about leaving the organization.  

105 0.988 2.15 One of the serious outcomes of leaving this organization is the shortage of other works. 

105 1.38 3.02 One of the basics for continuing my work in the organization is that its turnover requires a remarkable 

selflessness, because other organizations may not provide all of the benefits exists here. 

105 0.940 3.30 I think nowadays people have too much change their organization or their working place 

105 1.068 2.31 I do not believe that one should always remain faithful to its workplace 

105 1.068 2.31 In my opinion, workplace organization is by no means an ethical work 

105 0.934 3.11 One of the main reasons for continuing to work with these organizations is that I believe that loyalty is 

important. So I felt compelled to stay in the organization. 

105 0.924 2.38 If a better work is suggested to me in another place, leaving my workplace is appropriate. 

105 0.874 3.12 Belief in ethical values and being faithful to an organization is taught to me. 

105 1.263 3.22 The time when people remain the highest time of their occupation life in an organization, the situation was 

better 

105 1.127 3.46 It is not logical that the person wants to be known as devoted fan 

 

 According to the table below, average score for respondents for organizational commitment variable is 

78.12 and mean standard error, 1.034 and its standard deviation is 10.593 and the variance of this variable is 

112.206. 

 
Table (6-4): Table of descriptive statistics of the score of organizational commitment variable Statistics. 

 Organizational Commitment 

N Valid 105 

Missing 3 

Mean 78.12 

mean standard error 1.034 

Mean 80.00 

Mode 80 

Standard deviation 10.593 

Variance 112.206 

Range 47 

Minimum 50 

maximum 97 

Total 8203 

  

Inferential Statistics: 

 In this study to analyze the data and information contained, SPSS 20 statistical software was used. To 

examine the relationship between organizational commitment and quality of work life of respondents in case 

study that has been conducted in IRIB staff in Tehran, after entering the data, the questions related to each 

hypothesis using the Compute been merged for rating and has been averaged and normalized for rating. Then, 

the relations among variables have been studied. In this regard, Crosstabs agreement tables, Chi-Square Tests, 

T-test, One way ANOVA, Pearson Correlation test for continuous or parametric variables, Spearman 

Correlation for non-continuous or non-parametric variables and regression analysis have been used.  

 It is worth mentioning that tests’ significance level has been considered 0.05. That is, if P-Value (that is 

shown by Sig. abbreviated term) is less than 0.05 which shows a significant difference in the studied sample in 

terms of test statistics used in the table; otherwise, it is inferred that a significant difference has not been 

observed. 
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Table 6-4: Histogram of respondents' scores on the variable of organizational commitment. 

 

Hypotheses Test: 

Main Hypothesis:  

 There is a significant relationship between organizational commitment and working life quality.  

 
Table 8-4: Agreed table of the relationship between organizational commitment and working life quality. 

Total Working life quality  

High Medium Low 

6 0 2 4 Count 

100.0% 0.0% 33.3% 66.7% Low organizational commitment 

64 25 30 9 Count 

100.0% 39.1% 46.9% 14.1% Medium organizational commitment 

35 32 3 0 Count 

100.0% 91.4% 8.6% 0.0% High organizational commitment 

105 57 35 13 Count 

100.0% 54.3% 33.3% 12.4% Total 

 

 In this table, it can be found, for example, that 91.4% of people with high organizational commitment and 

have high working life quality.  

 

Conclusion: 

 Result of test’s main hypothesis: The hypothesis states that there is a significant relationship between 

organizational commitment and working life quality. Given the data collected and the test’s appropriate 

hypothesis, this hypothesis has been confirmed. Results of hypothesis test was in accordance with what 

researcher expects and it can be mentioned that when working life quality increase in the organization, 

organizational commitment will also increase. Correlation coefficients obtained from Pearson and Spearman test 

are 0.578 and .0577, respectively.  

 It can be concluded that from the view of respondents, when working life quality in the organization is high, 

organizational commitment will also be high. In other words, working life quality has a positive impact on 

employees’ organizational commitment i.e. by increasing or improving one (working life quality), the other 

(organizational commitment) will also significantly increase.  
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