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 Objective: The current study has investigated the impact if three Endeavoring 
Management Elements on organizational commitment in Isfahan Agriculture 

Organization. Method: First, the key elements of endeavoring management have been 

recorded by perusing the available researches and papers related to endeavoring 
management which includes organizational innovation, self-esteem, and spiritual 

orientation. It is distributed among experts and 110 managers and employees of 

different branches of Isfahan agriculture organization in questionnaire, reliability and 
validity of questionnaire was approved were approved and were used after adjusting 

some items and deleting items with low loadings. To conduct the research, 72 managers 

and employees of Isfahan agriculture organization were selected in order to do 
statistical investigation and a self-administered questionnaire of endeavoring 

management and Allen and Meyer’s organizational commitment (1991) were 

distributed among them. Research hypothesizes were investigated by analyzing the 
course, using software LISREL. Results: The results indicate the significant impact of 

endeavoring management elements on organizational commitment in Isfahan 

agriculture organization.  
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INTRODUCTION 

 

One of the main virtues of the national consequence of Islamic Revolution in Iran is institutionalization of 

the sacrifice, dedication, and endeavoring determination. Iran Islamic Revolution has achieved the great 

successes through endeavoring management, people revolutionary spirit, and its managers. It is even admitted 

by the great imperialist and colonialist over and over around the world. But what is really endeavoring 

management? And weather is the endeavoring management a new type of management in management typology 

in organizations? If it is so, what would have been its supremacy modes over philosophy and new management 

typology? And what are the major elements? Before presenting any response to the above questions, the authors 

of present study remind that in addition to multiplicity of records regarding the endeavoring management in the 

country, the current study has recognized and investigated the endeavoring management organizational 

elements. Vectoring the Revolution in 1979 in line with revolutionists, Imam Khomeini changed the structure 

and said: “we want all the people to participate in the movement, league, and begin the construction”. 

Participating and involving the people and employees in many affairs were welcomed warmly and formed the 

revolutionary institutions to service the revolutionary people and amendment the destructions which was one of 

the sacred institutions in jihad.  

The endeavoring manager properties arise out of his belief teachings and concepts. The features derived 

from Islamic values include: management for God, the structure flexibility and the formations appropriate to 

circumstances, voluntary, transformational, dynamic, and flexible management at commissions, self-steam, 

paying attention to human forces as the important work resources, labor-intensiveness, hardworking, tirelessly 

and speed at jobs, participatory management, institutionalizing the morality and religion values, content 

management by giving importance to the treasury, province-oriented, faith-based, and self-efficacy. Also, the 

following cases can be enumerates: belief in independency and need for self-sufficiency, disingenuous and 

polish orientation, belief in lack of concentration in macro decision-making, empathy with people, the presence 
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of strong organizational will and interest in Jihad, personal and organizational frugality and simple living, 

assisting the organization environment to member growth, and the voluntary of activity and cooperation.  

The endeavoring management creates the new opportunities and potentials through integrating the human 

capital and institutional support by restoration at social structures. The factors of endeavoring management 

success are emotional maturity, competence, the ability to recognize the need, administration aptitude, and the 

proper utilizing of the facilities to develop the social capitals. The endeavoring management has paid attention 

to this important and uses it in order to material and spiritual development of human dignity and personality and 

produce the social capital.  

 

What is spirituality? 

Since the word spirituality is used in various fields, it is not so easy to be described. Underhill, in spiritual 

life alludes: 

“While we have to avoid much ambiguity and abstraction in one hand, we should prevent from the difficult 

and hasty definitions on the other hand, since no word is appropriate and correct related to spiritual realities in 

our human language”.  

Meyers defines the spirituality as such: “spirituality is the constant search to find the mean, goal, and 

ending”.  

We regard at spirituality based on two basic and functional perspectives. 

Entering the spirituality into the organization enables the employees to gain the more integrated vision to 

their organization, family, and society. Often, the work life, family life, and spirituality life of employees are 

separated from each other. Socially speaking, 50-70 hours’ work life during the weak is to pray, worship, and 

meditation for a few hours and the left hours—to spend the family life—is the need for this separation.  

Today, it appears that employees seek for thing more that financial rewards in the work wherever they are 

doing their jobs. They are seeking for a job meaningful, inspirational and demand for balancing their lives. 

Organizations face developed and thrived employees who attempt to find a meaningful and targeted occupation. 

Also, the spirituality experience at work is bind to increasing the creativity, honesty, trust, commitment at work, 

and augmenting the sense of personal evolution at employees. 

Spirituality at the organization is the new rule which can bring the powerful, deep force to the individual 

lives. The powerful force comes when the employees work life binds to their spiritual life. By such power, the 

employees can have more enjoyable, balance, and meaningful occupation with almost thousands working hours. 

Integrating spirituality with work life causes the people to be more satisfied with their job and when leave the 

workplace and join the family help each other instead of being away from each other. The organizations with the 

more productive, moral individuals may gain more profitability due to integration and synthesis. In addition, 

spirituality at the workplace can bring humanity, hardworking, and responsibility to the organization and society 

and this is the most important task the current societies face at third millennium.  

Today’s intelligent employees select the organizations which assist them to find themselves at work 

completely. Employees are following things more than material satisfaction needs at organization. Bradly said 

quoting Pierce: “many of us spend much time on work, it would be embarrassing if we couldn’t find God there”.  

 

Organizational innovation: 

With regard to the importance of innovation discussion in today’s world, developing the innovation culture 

seems more necessary compared to the past to search the modern methods which bring people the continual 

innovation at presenting the public services. In the case, the other countries paid the special attention and have 

provided the necessary situations to organizational innovation. Thus, paying attention to different aspects of 

innovation is necessary in our country as well. In our country, innovation has been paid less attention, 

particularly the organizational innovation and the circumstances necessary has not been provided for it.  

Also, much definition have been presented regarding electronic government, some of them is pint out: 

Organizational entrepreneur: the employees who have the innovation spirit at the great, complicated, and 

stabilized organizations and are outstanding as the main source of transformation and changing factor at 

administrative organizations. Organizational innovation is the process in which the individuals are seeking for 

recognizing the opportunities and employing them at the organizations regardless the sources available for the 

organization.  

 

Self-efficacy and endeavoring management: 

Among the different schools of management just theorists of Shia school can interpret the endeavoring 

management inspired by Islamic principles from the classical management believers to human disciples. From 

Imam Ali letter to Malek Ashtar which has provided applied secrets of management for the managers like a 

flaming torch to guidance of the great leader of Iran Islamic Revolution—Imam Khomeini—and the courses of 

the then leader of Iran Islamic Revolution all are based on common principles which have been feed by one 

origin and are evaluated as a permanent principles to optimum promotion of Islamic society. In the earlier 
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meeting of city council members, Tehran mayor, and activist mayor of regions with the great leader of 

revolution, he determined the theoretical and practical guidelines on the endeavoring management at conducting 

social, service, and cultural affairs. Now, it comes to seminary and university elite to pinpoint the practical 

frameworks of endeavoring management in all institutions, particularly social and cultural management using 

the mentioned concepts. What is obvious—self-steam—has been the first step to plan and implement the 

endeavoring management and no nation could practice its ideal without it. Self-efficacy causes the consolidation 

of endeavoring management and makes stronger and stronger the nation self-efficacy and confidence every day. 

To reach the ideal criterion in 1404 in Iran, it is necessary the university theorists to codify the endeavoring 

management using the intellectual cooperation of seminary professors and discuss the scientific and theoretical 

content of this school at scientific and university centers.  

 

Organizational commitment: 

Organizational commitment has been defined in various ways like the other organizational behaviors 

concepts. The most common way to face the organizational commitment is to consider organizational 

commitment  as an emotional attachment to the organization. Accordingly, a person who is so committed takes 

his identity from the organization, takes part in the organization involves in it, and enjoys being the member of 

the organization. Porter et al defines the organizational commitment as the acceptance of organization values 

and being involved the organization and knows the motivation, tendency to continue the job, and accepting the 

organization values the measurement criteria. Chatman & Orily defines the organizational commitment as the 

emotional support and continuity by the objectives and the organization values, for the organization itself away 

from its tools values “means to achieve the other goals”. According to Ranjbariyan organizational commitment    

is the individuals positive and negative attitudes toward the whole organization—not an occupation—they are 

busy at. The person has the strong sense of loyalty at the organizational commitment and recognizes the 

organization through it. 

Motahari says: “commitment means fidelity to the principles and philosophy or contracts that human 

believes. The committed person is who is faithful to covenant and preserves the purposes which has made the 

contract for”. Sheldon defines the organizational commitment as the attitude or orientation which relates the 

person identity to the organization. Kanter knows the organizational commitment the tendency of social actors 

to the social systems. Based on Salansic commitment is the condition in the human in which the person takes the 

belief by his actions which make the activity to be continued and remains his effective participation to conduct 

them. Bookanan considers the commitment as an emotional and fanatical attachment to the values and goals of 

organization. Attachment to the person role is related to the values and goals and to the organization apart from 

its tool values. The common aspects of the above definitions is that the commitment is the mental condition 

which determine the relationship between the person and the organization, it implicitly contains the decision on 

staying or leaving the organization.  

 

The study model and hypothesizes: 

 

 
 

Fig 1: Research model 

 

The research hypothesizes:  

1- Organizational innovation has the direct and significant impact on organizational commitment. 
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2- Self-efficacy has the direct and significant impact on organizational commitment. 

3- Spiritual orientation has the indirect and significant impact on organizational commitment through 

organizational commitment. 

 

Method: 

First, the key elements have been recorded by perusing the available researches and papers related to 

endeavoring management which includes organizational innovation, self-esteem, and spirituality oriented. It is 

distributed among experts and 110 managers and employees of different branches of Isfahan agriculture 

organization in questionnaire, reliability and validity of questionnaire was approved were approved and were 

used after adjusting some items and deleting items with low loadings. To conduct the research, 72 managers and 

employees of Isfahan agriculture organization were selected in order to do statistical investigation and 

endeavoring management questionnaire, Allen and Meyer’s organizational commitment (1991), and 

organizational commitment questionnaire were distributed among them.  

Research hypothesizes were investigated by analyzing the course, using software LI SREL. 

 

Results: 

To investigate the research hypothesizes, the model has been crushed through analyzing the path and all 

routs have been investigated. The generality of the presented model was examined in goodness of fit indices.  

 
Table 1: The standardized coefficients of direct and indirect impacts of and the whole variables influence on organizational commitment 

variables Direct impacts Indirect impacts  Total impacts 

On the organizational 

commitment    of 

   

Organizational innovation  0.29**  0.29** 

Self-steam 0.19**  0.19** 

Spirituality orientation 0.35**  0.35** 

  

Discussion and conclusion: 

The research results indicated that organizational innovation has a direct and significant impact on 

organizational commitment by (T=6.14 and B=0.29) and the research hypothesis is approved.  

With regard to the above finding we should mention that the innovation culture in the organization makes 

the employees to find the organization at their service and have more commitment toward the organization. On 

the other hand, according to psychological contract of Shin (1971) the employees who know the organization 

atmosphere positive are loyal to them in an unwritten mental state, so that they compensate the service of 

organization.  

The results from the hypothesis are consistent with the research of Kolkoweet et al. 

1-2-there is a direct and significant relationship between sef0steam and organizational behavior. 

The research results showed that self-efficacy has a direct and significant impact on organizational 

commitment by (t=5.16 and B=0.19). 

The obtained result is consistent with the research of Enson and Spencer.  

We should mention that procedures and guidelines within the organization can have the fundamental role in 

comprehending the endeavoring management from the employees’ point of view. It is important that the 

employees feel that the procedures in the organization are standard, justly, and fair. Such comprehension causes 

the employees to be sure that the organization values all of their services and respect all of them.  

It makes more connection between employees and organization. 

1-3- There is a direct and significant relationship between spirituality orientation and organizational 

commitment    

The results from the research indicated that spirituality orientation has the direct and significant impact on 

organizational commitment by (T=3.18 and B=0.35) and the research hypothesis is approved. 

The results from the hypothesis are consistent with the research of Podsakov and McKenzie.  

Regarding that three above hypothesizes indicate the endeavoring management has the significant 

relationship with the commitment, it could be concluded that the spiritual and mystical attention the colleagues 

and their needs through humanitarian and perfectionist organizational culture can result in the employees and 

colleagues’ commitment. To the significant relationship between endeavoring management and commitment it 

could be concluded that paying attention to the endeavoring management in the workplace makes the managers 

to provide the instruments, pre-requirements, and infrastructure for the employees and make them successful at 

conducting their life and work affairs.  

Ultimately, with regard to the results from the main hypothesizes it could be concluded that endeavoring 

management has the direct and significant relationship with organizational commitment. 
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