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ABSTRACT 
Aiming at studying the contributing factors in establishing and strengthening organizational 

commitment, the study deals with how factors such as job security, participation in ownership, 

participation in goal-setting and participation in decision-makings can make a difference in 
health care training center employees’ organizational commitment in the city of Shiraz. The 

present research is an applied research by purpose, and a descriptive-correlational research in 

nature.  The population of the research consisted of all health care training center employees of 
Shiraz, for which a number of 346 employees were selected as sample using statistical 

directions. Data collection was conducted using a standard questionnaire based on a stratified 

sampling. The reliability of the questionnaire was ensured and obtained 0.86 through Cronbach’s 
alpha. Moreover, descriptive and inferential statistics were used to analyze data. At descriptive 

statistic level, statistical indexes such as mean, standard deviation, frequency, frequency percent, 

and a multivariate regression test, bivariate regression, Kolmogorov-Smirnov test, Durbin-
Watson test and chi-square test were used at inferential statistic level. According to the research 

results, it was shown that level of participation in decision-making, job security, participation in 

goal-setting, and participation in ownership are the most influential factors in establishing and 
strengthening health care training center employees’ commitment in the study population, 

respectively. 
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INTRODUCTION 

 

As an organization weakness that currently attracted the attention of researchers and experts in 

organizational behavior, decreased organizational commitment is considered, which does not simply refer to 

individual loyalty to an organization; however, it is an ongoing process by which organization employees 

express their interest in organization, and its objectives and values. Ching-Fu Chen (2006) views organizational 

commitment as an effective response to the whole organization. Erdheim, Wang & Zickar (2006) introduced 

organizational commitment as a mental state that determines type of the relationship of employee with 

organization, the linkage constitutes implications that determine the continuance of employee’s membership in 

the organization. 

Organizational commitment is a working attitude (attitude represent how persons’ feelings about something 

work) (Robbins, 1995), which is directly related to employee’s participation and tendency to stay in 

organization, in that it is particularly related to organization’s performance (Mathieu and Zajac, 1990). 

Organizational commitment can make good information on planning, organizing, increased efficiency, high 

performance, reduced absenteeism, and delay available to managers (Hixm and Sireg, 1990). 

Accordingly, it is evident that recognition and application of determining factors in organizational 

commitment can influence organization’s efficiency; because the general attitude of organizational commitment 

is vital to the understanding of organizational behavior as well as a good predictor of the emergence of 

organizational citizenship behavior and the tendency to remain in organization (Thomas et al., 2006). Generally 

http://en.journals.sid.ir/SearchPaper.aspx?writer=298742
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speaking, organizational commitment as a core of job attitude which determines how employees act 

intellectually and behave toward their jobs could call on many researchers to conduct studies in this regard 

(Baker et al, 2006). In the present circumstances where work and employment are recognized by change and 

vitality, employees are less likely linking themselves to their employers. In the perspective of an organization, 

this seems problematic, because the decline of labor’s productivity from an optimal level is synonymous with 

the demise of organizational commitment (Hixm and Sireg, 1990). Since organizations are in need of employees 

with higher performance level in order to achieve its goals and efficiency, and the crucial matters calls for 

employees committed and loyal to organization and its goals, senior managers of organizations are required to 

know some information so that they can retain employees’ level of commitment at a desirable level by means of 

decent strategies. It is crystal clear that recognition of determining factors in organizational commitment and 

methods of improving it as well as laying the foundations for their application can allow for members’ 

satisfaction and commitment as well as organization’s efficiency, and eventually increasing organization’s 

productivity. Accordingly, the present study seeks to explore the linkages between the factors among the 

employees of health care education centers in Shiraz and prioritize them in an attempt to explain why such 

factors as job security, participation in ownership, participation in goal setting, and participation in decision-

making can contribute to the enhancement of employees’ organizational commitment level.  

 

Theoretical framework: 

Organizational commitment has received much attention in the past few decades. Extensive research has 

been conducted into the definition of organizational commitment and its contributing components. However, 

there is no agreement and consensus in this regard, as well as its definite indicators. It might be said that the first 

batch of research on organizational commitments was pioneered by Whyte (1965). He published his thesis about 

over-commitment, known as ―Organization Man‖, in which he describes the organization man as one that ―not 

only works for the organization, but also belongs to it‖. Two years later, Lawrence (1967) asserted that an 

organization is desirable that the feeling of complete loyalty to its goals spreads through its employees from the 

highest to the lowest levels. The hypothesis had a positive impact on commitment to organization in the related 

literature (Lovrence and lorsch, 1967).  

In his study on a sample of the commitment, Sheldon (1971) found that their commitment to organization 

were not derived from their investment in the organization, yet it was due to their relations and social 

participation they solicited together. He defined commitment as kind of desire and orientation to organization 

that connect individual identity to it (Long, 1978). Subsequently, Porter et al (1976) defined commitment as the 

degree of a person’s identification through a specific organization and degree of his intervention, participation 

and collaboration with respective organization (Porter et al, 1976).  

From a philosophical point of view, the most fundamental idea of participation is the acceptance of the 

equality of people principle. That is, when people are provided with equal weight and importance as united 

together, their participation allows for a stand-up and move. In such intellectual and philosophical participation 

context, we can easily call it the process of one-way and multi-way bond evolution in which public trust grows, 

so does their power for democracy and self-government. Self-governed man is not a burden to others, though it 

is their effort assistance. The concept is compatible with human nature (Becker, 1960). Through participatory 

methods, employees are provided with an opportunity to become involved in issues and assume an active role in 

the decisions influencing them. According to the idea of individual participatory management having to do with 

decision-making, it is more likely for them to accept and uphold it. Individuals who are in close contact with the 

work come up with better ideas about experts who are not familiar with its detail. Therefore, people are 

interested in adopting decisions that they can contribute to them. In addition to this, people’s participation in 

decisions can dampen boredom and apathy observed in routine jobs. When subordinates recognize that 

managers are genuinely interested in their idea and belief, they would feel an amazing feeling about their tasks 

and works (Penroata and Newport, 2008). 

Arjeris believes that the centralization of the power to make decision which is kept under the control of few 

people in the organization can hurt most employees’ mental and emotional health (Saatchi, 2010). The managers 

who manage to fully satisfy their management through maintaining a good relationship always persuade 

employees to take part in decision-makings and offer new ideas and solutions to the problems of organization 

(Saatchi, 1993).As a whole, participation in decision-making can reduce employees’ resistance to change. The 

necessary condition is that person genuinely take part in decision-making about the change and embrace adopted 

decisions and feel committed to fulfilling them. Accordingly, the first hypothesis of the research can be 

developed in order to explore the linkage between the level of participation in decision making and the level of 

public bank employees’ organizational commitment as follows; 

 

Hypothesis 1: 

There is a significant relationship between level of participation in decision-making and level of health care 

training center employees’ organizational commitment. Interest in profit sharing and involving employees in 
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ownership rise not only from day to day, but researchers’ and management and economic related expert’s 

attentions have been also drawn to them. There is also a growing interest in the probability of a relationship 

between employees’ participation plans for institution’ earnings or employees’ participation plans for 

institution’s ownership and the attitude and performance of employees in the past fifteen years among 

researchers of different countries, including Baddon, Hunter, Hyman, Leopolado & Ramsay (1989), Bradley and 

Smith (1992), Jones and Pliskin (1997), Lange (1997), Pendleton, Wilson and Wright (1998) (Pendleton, 

1999).According to Pierce, Rubenfeld and Morgan (1991), the degree of employee participation in ownership, 

which exerts a behavioral, social-psychological effect, depends on how employees’ evaluation and 

understanding of ownership work (Pierce, 1991). Proponents of employee participation in ownership believe 

that ownership instill more desirable attitude toward a firm and such attitudinal change would result in 

behavioral changes such as further personal efforts and less desire to leave organization, in the sense that all the 

changes would be incorporated into the improvement of organization’s productivity and efficiency.  

Klein (1987) reviewed the current literature and detected three perspectives; the first model is the extrinsic 

satisfaction model which suggests that employee ownership increases organizational commitment if employee 

ownership is financially rewarding to employees so that the number and price of stock they own serve as 

financial investment (Klein, 2000). On the contrary, the intrinsic satisfaction model suggests that employee 

ownership can increase organizational commitment through employee’s increased job satisfaction. The model 

states that employee’s intrinsic feelings about ownership would increase organizational commitment and 

organization-related factors are not involved in this case. The intrinsic satisfaction model has been described 

elsewhere as direct effect model, especially where organizational commitment and participation in ownership 

are concerned. Finally Bard (2003) introduces the instrumental satisfaction model in which the commitment 

coming from employee ownership does not have to do with ownership, but the increase of employee effect on 

making-decision and other organizational activities (Bard, 2003). Many empirical studies have been conducted 

into the forgoing models, including Buchko (1992), Klein (1987), Hammer and Steren (1980), Frank and 

Rosenstein (1984), Penelton et al (1998) [Klein, 2000; Pendleton, 1999; French and Rosenstein, 1984; Hammer 

and Stern, 1990].  

Reviewing the existing literature relating to employee ownership, Frank (1984)believe that the effects of 

employee ownership are due to financial rewards earned from the share of employee ownership. Klein (1987) 

tested the three viewpoints, arriving at the conclusion that employee feel commitment satisfaction most when 

the organization considera higher financial share of participation in employee ownership programs. He also 

holds that employees’ positive attitude and behaviors come from financial rewards provided by ownership, so 

ownership per se is not intrinsically rewarding to employees(Klein, 2000).  

According to the discussion, since Klein and Rosen (1986) state that higher share of employee ownership 

would bring about employees’ good and positive feelings about rewarding and work system as well as 

occupational institution (French and Rosenstein, 1984), we can test and explore the level of employee 

participation as a determinant that may influence the level of employee’s organizational commitment by putting 

forward the second hypothesis; 

 

Hypothesis 2: 

There is a significant relationship between level of participation in ownership and level of health care 

training center employees’ organizational commitment.  

According to goal setting theory, if a goal is set for each individual, he is motivated to achieve foregoing 

targets. When personal needs of organization members as well as the goals of organizational system are met, the 

entire members in charge of the institution will feel successful in the tasks entrusted to them (Penroata and 

Newport, 2008).  Goal setting is a powerful motivational technique that produced positive outcomes of 

performance in almost 90 percent of studies and research conducted into organizational behavior science (Xiao, 

2002).  

Erez and Early (1987) attempted to test the effect of cultural values on goal acceptance, organizational 

commitment, and finally performance. They concluded that assigning goals refers to goals assigned to people, 

i.e. goal are assigned to individuals in organizations applying instruction and command practices as goal 

commitment and performance work for lower levels. On the contrary, organizations utilizing participation 

practice in setting goals, goal commitment and performance are seen at upper levels. The study was carried out 

among American students, showing that goals imposed to student groups remarkably reduced goal acceptance 

and performance level (Erez, 2001). Latham, Erez and Locke (1988) attempted to explore the effect of 

collaborative goal setting on organizational commitment through a series of investigations in the US. Their 

results revealed that the more participatory and influential the goals of employees assigned to implement them, 

the more agreeable the goals will be among them.  

Accordingly, given the role the level of participation in goal setting can play in the level of employee 

commitment to achieve organizational goals, the third hypothesis is presented as follows: 
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Hypothesis 3: 

There is a significant relationship between level of participation in goal setting and level of health care 

training center employees’ organizational commitment in Shiraz.  

Another factor of decreased organizational commitment is rapid pace of changes in the workplace and 

consequently decline in job security. For instance Blau (2000), in a sample of about 500 medical technicians, 

found that more than 20% reported that they had changed jobs during a one-year period (Blau, 2000). According 

to the statistics released by US Department of Labor, individuals born in the years 1957-1964 changed their 

jobs, holding an average of 10.2 jobs from ages 18 to 38. Rousseau believe that decline in job security resulted 

in decreased organizational commitment in the past periods (Saatchi, 2010). It is likely for all members of 

organizations across the globe to care about the issue of job security to a reasonable extent. Employment for a 

lifetime, compassion and considerable attention to individual employees and emphasis and insistence on 

seniority in the service are all incorporated into person’s job security. Generally speaking, employees spend all 

their service life living in a company, so it in turn has to provide them with job security and sense of belonging 

and attachment. This directs the concept of cultural conformity into the company and employee’s loyalty, close 

and sustainable identity will be linked to company’s objectives. Collectively, level of job security as the fourth 

determining factor is to be investigated as to the level of employee’s organizational commitment. Accordingly, 

the fourth hypothesis is presented as follows: 

 

Hypothesis 4: 

There is a significant relationship between level of job security and level of health care training center 

employees’ organizational commitment in Shiraz.  

In sum, the relations reviewed in the research literature demonstrate that employees’ organizational 

commitment level can be generally influenced by four factors; level of participation in decision-making, 

participation in ownership, participation in goal setting, and their job security. Accordingly, the present study 

attempts to explore and test the assumed relation between the foregoing factors and organizational commitment 

level among public bank employees in Shiraz on the basis of the following conceptual model, considering the 

effect of such variables as employee’s age, gender, and education level as intervening variables. 

 

 
Fig. 1: Research conceptual model 

 

Research method: 

The research is a survey in terms of research conditions and a descriptive-type and a cross-sectional 

research in terms of time. The population of the research included all employees of health care training centers 

in Shiraz, namely ShahidBeheshti, Afzali Pour, Shafa, and ShahidBahonar, in 2013. According to data collected, 

the number of subjects is equal to 3500 employees. For sampling, a stratified sampling method was used, 

considering the number of allocated sample to each stratum (health care training center), using simple random 

selection of health care training center employees in the city of Shiraz. To determine sample size, Cochran 

formula was employed.  

Based on the formula, the sample size was obtained 346 individuals, considering the proportion of the 

sample size in each stratum, and samples were selected randomly based on gender separation.  

In the present research, with reference to the research literature, each of the factors contributing to 

organizational commitment was defined theoretically, and then a few questions were phrased based on these 

definitions given the study sample, using proposed techniques for developing questionnaire with the help of 

experts, and then primary version of questionnaire was prepared. After this, in a survey of 20 employees of 

Shiraz’s health care training centers, there were ambiguous points according to respondents, which were solved. 

Therefore, the validity of the questionnaire was confirmed through limited sampling and repeated filtering with 

the help of relevant experts in a standard fashion. The way of supporting hypotheses and study factors in the 

questionnaire is briefly elaborated in the following table.  
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Table 1: Combination of questionnaire items in regard to studied factors 

The number of questionnaire items General factors regarding organizational commitment The Number of hypothesis 

14-13-12 Participation in decision-making 1 

16-15-7-6-5 Participation in ownership 2 

9-10-11 Participation in goal-setting 3 

8-17 Job security 4 

 

To determine the reliability of the questionnaire, a pilot study was first implemented on 40 employees of 

health care training centers in Shiraz, all of them were randomly selected from the research population. In order 

to test the consistency of components at this stage, Cronbach’s alpha was equal to 0.83, which implies a good 

reliability of the questionnaire in the course of the main project implementation. After administering the 

questionnaire for testing its reliability, Cronbach’s alpha coefficient test was again used, whose value was equal 

to 0.86. Considering Cronbach’s alpha coefficient already obtained, the reliability of the questionnaire was 

confirmed.  

 

Data analysis: 

 

At this stage, an attempt is made to primarily offer a summary of descriptive statistics results and then the 

results of inferential statistics for hypotheses test.  

 

Results of descriptive statistics: 

In sum, the following tables demonstrate the results of descriptive statistics; 
 

Table 2: Frequency distribution of public bank employees of Shiraz in the study sample 

Relative frequency frequency Health care training centers 

12 400 ShahidBeheshti 

34 1200 Afzali Pour 

26 900 Shafa 

28 1000 ShahidBahonar 

100 404 total 

 

Table 3: Employees’ gender, age mix and education level 

Gender male Female   

 frequency 212 134   

% 61 39   

age 

Younger than 30 years 

of age Between 30-40 

Older than 40 years of 

age  

 % 2.30 4.47 4.22  

Collective percent 2.30 6.77 100  

Educational level diploma Associate degree bachelor Post graduate degree 

 % 2.56 6.19 2.21 3 

Collective percent 2.56 8.75 97 100 

 

Results of inferential statistics and testing hypotheses: 

To examine the normality of factor distribution and studied variables (questions), the Kolmogorov-Smirnov 

(K-S) test was used. The results of the test indicated that none of them followed normal distribution; in this case, 

if the sample size is small, non-parametric test should be utilized to test hypotheses. However, given the selected 

sample size which is large by assuming the normality of data distribution, we can employ parametric tests, 

which involves stricter accuracy in this regard. To examine and test hypotheses, a linear regression and chi-

square test were used, whose results proved to be almost similar to one another. Therefore, in this study, testing 

hypotheses is performed based on the results of regression model. In this study, effect level of the four factors—

participation in decision-making, participation in ownership, participation in goal-setting, and job security—on 

level of public bank employees’ organizational commitment in Shiraz was separately determined using linear 

regression. To this end, Durbin-Watson test was used, in an attempt to know if regression can be used, holding a 

value of test statistic for the effect of specified factors on organizational commitmentvariable which is equal to 

1.985. Since the value is at a distance of 1.5 and 2.5, the assuming of no correlation between errors is rejected 

and we can use regression test. In this test, level of linearity between independent variables was tested, showing 

that the assuming of linearity between independent variables is rejected, so the result of multivariate linear 

regression is deemed appropriate for governing their effects on dependent variables. In the use of regression, 

organizational commitment variables is defined as a dependent variable, the four introduced factors are also 

conceived as dependent variables, and the variables age, gender, and education level as intervening variables.  

As the results of multivariate regression model use (table 4) indicate, coefficient of determination (R2) was 

estimated to be 0.622 for the dependent variable organizational commitment. The results show that the 

introduced factors make a difference in organizational commitment level without regard to the effect of 
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intervening variables; that is to say, 622 percent of the organizational commitment variability can be explained 

by the effect of the four factors. In general, the results variance analysis conducted into the dependent variables 

reiterate the point that regression model could explain variation of dependent variable. 

 
Table 3: Summary of regression model results and variance analysis (Dependent variable: organizational commitment) 

Durbin-Watson significance 
Standardized coefficient 

(Beta) 

Coefficient of 

determination (R2) 
Factors (independent variable) 

1.985 0.000 +0.312 0.622 Participation in decision-making 

1.985 0.000 +0.224 0.622 Participation in ownership 

1.985 0.000 +0.287 0.622 Participation in goal-setting 

1.985 0.003 +0.389 0.622 Job security 

 

Given the coefficients and significance of the effect of each factor on organizational commitment (values of 

Beta column in table 4), it can be said that there is a significant relationship between the four-fold factor and 

public bank employees’ organizational commitment at the 5 percent level of significance, whose values and 

effects are presented in table 4 (Beta column).  

In the end, according to the values of Beta column in table 4 and significance of factors, it can be said that 

the factors participation in decision-making, participation in ownership, participation in goal-setting and job 

security had the maximum effect on public bank employees’ organizational commitment respectively. As a 

result, each four hypotheses stressing the significant relationship between the above four factors and level of 

public bank employee’s organizational commitment in Shiraz is conferment at the 5 percent level of 

significance.  

Having confirmed the obvious linear relationship between study factors in order to govern the effect of 

intervening variables on kind and degree of the relationship between the introduced factors and level of 

organizational commitment using multivariate regression model and considering the effect of each of the 

intervening variables, we set out to solve the structural equations written for each of them. For this purpose, four 

structural equations (one equation for each independent variable) followed by a calculation of overall effect.  

As a whole, a summary of the results of variance analysis, solving structural equation, and calculation of 

total effect is as follows (table 5);  

 
Table 5: Summary of regression model results and calculation of total effects (Dependent variable: organizational commitment) 

significance Total effect Factor (independent variable) 

0.000 +0.072 gender 

0.000 +0.163 age 

0.001 0.031 Education level 

0.002 +0.431 Participation in decision making 

0.000 +0.312 Participation in ownership 

0.003 +0.356 Participation in goal-setting 

0.034 +0.484 Job security 

Durbin-Watson (D-W) = 2.021 Coefficient of determination (R2)= 0.672  

 

As shown in table5, the coefficients obtained for all relationships between dependent, intervening and 

independent variables are significant at the 0.05 level of significance. The coefficient of determination obtained 

for the equations is equal to 0.672, which indicates that 1.63 percent of organizational commitment variation can 

be explained by independent and mediating variables of the equations. In these equations, the error statement 

was calculated using the square root (R2 -1) and obtained equal to 0.69. The result shows that the variables 

respectively participation in decision-making, job security, participation in goal-setting, and participation in 

ownership had the most impact on public bank employees’ organizational commitment being studied by 

considering the role of intervening variables. As a result, according to significance of coefficients obtained, the 

output model of the equations can be drawn as follows;  

 
Fig. 2: Final research model 
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In this model, the arrows drawn doted denote the impact of intervening variables on the study relationship 

drawn with bold arrows.  

 

Final research results: 

In the present research, contributing factors in health care training center employee’s organizational 

commitment in the city of Shiraz was investigated. The factors were analyzed in the form of four hypotheses 

using statistical methods. Overall, we can list the results of the study below, as well as the conclusion of the four 

hypotheses; 

1- According to the data of the study, the first hypothesis is confirmed at 5 percent level of significance. In 

other words, according to health care training center employees’ perspective, level of participation in decision-

making is directly and significantly related to level of organizational commitment factor. Drawing on the data of 

table 5, it is observed that participation in ownership factor is the second factor in terms of making a difference 

in organizational commitment. This means that the top position of participation in decision-making role in 

forging organizational commitment is consistent with the research conducted in the developed countries, namely 

Canada, Australia and America. The result of studying the hypothesis can properly confirm the accounts of 

Sheldon (1971) and Porter et al (1976) in the field of organizational commitment.  

2- According to the data acquired, the second hypothesis of the research is confirmed at five percent level 

of significance. In other words, according to respondents, participation in ownership has a role in establishing 

and enhancing employee’s organizational commitment, and their relationship is significant and direct at five 

percent level of significance. Similarly, the results revealed that the factor is ranked fourth in terms of effecting 

organizational commitment. In this case, we can conclude that the present result is in line with previous research 

which support the proposed hypotheses, since there is a possibility of the relationship between participation 

programs in institution’s earnings or employee participation programs in institution ownership and the attitude 

and performance of employees in the past few years, which interested researchers including Klein and Rosen 

(1986), Badon, Hunter, Haiman, Leopard, and Ramsy (1989), Bradley and Smith (1992), Jones and Pleskin 

(1997), Lang (1997), Pendelton, Wilson and Wryte (1998).  

According to the data, the third hypothesis is confirmed at the five percent level of significance. In other 

words, respondents acknowledged the level of participation in goal setting in building and enhancing their 

organizational commitment, and it is ranked third in terms of the priority. At different education level, the 

results also show that employees with bachelor degree stressed more the role of participation in decision-making 

in establishing and enhancing organizational commitment. Despite the fact that the effect of participatory goal-

setting on organizational commitment was investigated through a series of research in the US by Earz and Locke 

(1988), the obtained result of the hypothesis test in the city of Kerman can somehow dilute the effect of cultural 

diversity with respect to such relationship, though it acknowledge the previous research. 

4. According to the data analysis outcome. The fourth hypothesis is confirmed at the five percent level of 

significance. Respondents believe that job security is markedly responsible for building and enhancing 

organizational commitment, in the sense that it was ranked first in terms of priority. However, what has been 

made clear following an interview with respondents is that they believe that individuals start to reduce their 

efforts to achieve organization’s goals when they come to the conclusion that their jobs are not permanent. This 

is the caveat that the shaping of employees’ attitudes and organizational behaviors requires an extra attention to 

the adverse effects of job security level. Overall, job security factor can work like a bilabiate blade for an 

organization, in that it has different positive and negative consequences for an organization; however, its 

presence at a reasonable level can have a profoundly positive impact on organization. Although the absence of 

total job security can bring about vivacity and stimulation for organization, future studies also offer good 

guidelines for organization managers in an attempt to achieve positive and viable attitudinal and behavioral 

implications by determining the reasonable levels of job security in different organizations so that dynamic, 

flexible and eventually agile organizations would emerge.  

 

Suggestions: 

Main suggestions: 

Considering the results of the research hypotheses, the following suggestions can be stated; participation in 

ownership due to deriving benefits (extrinsic satisfaction model), deriving satisfaction with job (intrinsic 

satisfaction model), and participation in management (instrumental satisfaction model) can build up and 

reinforce organizational commitment. When employees share their ideas in goal-setting and make their 

objectives aligned with those of organization and feel that reaching organization’s objectives is synonymous 

with reaching personal objectives, they try their best to achieve the goals. Most employees uphold the idea that 

their organizational commitments start to mount when their thoughts are respected and they are allowed to share 

their ideas about organization’s issues, in which they can be convinced about the adopted decisions by 

authorities. Therefore, if managers involve employees in participation and decision-makings, it will serve as an 

instrument for involving them directly in tasks, and afterwards they will put efforts into them and strive not to 
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disregard any effort to achieve the goals. If person makes sure that he will not lose his job, he can feel a sense of 

security both in the workplace and for his job, which increases organizational commitment. Managers are 

required to be capable of providing a reasonable level of job security as well as the use of employee 

participation in decision-makings so that they can boost and prolong employees’ commitment. 
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