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ABSTRACT 
Considering the fact that the more organization members accept organization values and feel 

more attached to it along with making attempts to reach such objective, the more success 
possibility of in an organization. Moreover, one of the most effective factors on organizational 

success is its performance. Thus, it has been attempted to identify and enhance all effective 

factors and the ones which are related to employees’ performance. Based on position of human 
resource and one of success factors of the organizations, their method of performance persuaded 

the researcher to study the relationship between organizational commitment and employees’ 

performance in regional Electricity Company of Khoy. The main objective of the research is to 
study the relationship between organizational commitment and employees’ performance along 

with effective factors on it. This research is correlational. This research is based on the collected 

data from Electrical Company of Khoy which included 190 people. To analyze data, non-
parametric tests such as Spearman and Friedman were used. The results showed there is a 

relationship between organizational commitment and effective factors on it.  
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INTRODUCTION 

 

 The more an organization members accept organizational values and feel more dependent to the 

organization along with making attempts to reach the goals, the more success possibility of an organization. On 

the other hand, one of the most significant factors which is effective on organization success is its performance. 

Therefore, it is tried to identify and enhance effective factors which are related to employees’ performance.  

 Organizational commitment in management and behavioral science literature is considered as a key factor 

in relationship between people and organizations. Most theoreticians regard it as a key factor which enhances 

people’s dependence on the organization. If employees continue their cooperation with the organization 

passionately along with making adequate attempt to reach the organizational objectives, they will consider them 

committed and in case employees are strict with organizational commitment, performance and capability will 

increased in the organization and its staff. 

 Moreover, commitment could be a proper index to demonstrate effect and effectiveness of an organization. 

People in charge must indicate a lot of interests along with not considering it as one member of the organization 

whereas they must respect any individual and his personality. In case he is regarded as an unique human and 

entity, it will offer better performance (Robins quoting from Ebrahimi: 4). 

 On the other hand, commitment is a kind of attitude and individual internal feeling toward an organization, 

job or group which is effective on judgment, performance and his faith in the organization. Depending on an 

organization nature, faithfulness of its members is effective on its destiny and survival. Now, if such 

organization based on its own nature deals with financial issues and such sensitivities, importance of employees’ 

commitment will be doubled comparing to it. Trust staff on one hand and organizational competition one the 

other hand requires committed employees.  

 We meet different people in organizations who have various points of view to their organization and job. In 

case we demonstrate these views on a continuum, there are people who have tendency, responsibility and 

belonging toward their own organization on one side and they are willing and at their best to advance tempting 

the organization objectives. On the other side of this continuum, we meet the ones who have no dependence to 
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their own organization and they do not adhere to the organization values and goals. They also consider 

organizational objectives different from their own goals along with not having any faith toward their 

organization. They not only move toward organization objectives, but also they stimulate others toward this 

process in their own organization.   

 Based on the said items, which relationship does exist between organizational commitment and employees’ 

performance in Original Electric Company of Khoy Province? 

 

Review of Literature: 

 Research backgrounds are divided into two parts: 

1) Studies inside Iran  

2) Studies outside Iran  

 

Studies inside Iran: 

1) Effects of certain factors such as employment, job security and method of management on organizational 

commitment were studied by Shahnaz Mortazavi in 1993. Therefore, following results were achieved: 

a. There was a significant difference between type of employment ( permanent or contract based) between two 

permanent employee group and contract-based ones in terms of organizational commitment, so that mean of 

permanent employees’ organizational commitment is more than non-permanent ones.  

b.  Job security: people who show more job security, they feel more organizational commitment 

simultaneously. 

c. Management method: Employees who perceive management method paternally will have more 

organizational commitment.  

2) In the research of Ashrafi Bozorgi in 1995, it has been attempted to identify effective factors on creation of 

managers’ and employees’ organizational commitment. The factors are as follow:  

a. Job satisfaction has impact on organizational commitment.  

b. Preservative factors will lead to affect organizational commitment. 

c. Environmental factors will lead to impact on organizational commitment. 

3) In research of Abdollah Majidi conducted in 1998, the relationship between employees’ relocation on their 

commitment in the organization and their job satisfaction was studied and the following results were obtained.  

a. There is a significant relationship between employees’ displacement and organizational commitment.  

b. There is a significant relationship between employees’ relocation and their job satisfaction.  

c. There is a positive and significant relationship between organizational commitment and job satisfaction of 

employees.  

4) In research of Ahmad Saroughi conducted in 1996, effect of organizational commitment on tendency of 

managers and employees to desert was studied and a reversed relationship was found among them.  

5) In a research conducted by Maryam Haji Babaei in 2000, effect of organizational culture on organizational 

commitment was studied and a result was obtained that organizational culture has significant relationship with 

emotional and normative commitment whereas no relationship was found with continuous commitment.  

 

Studies outside Iran: 

1) In research of John Meyer and Herscovich, three dimensional aspects of organizational commitment of all 

commitment types (Organizational, professional, job and objective commitment) along with various point of 

view about it was studied and described (Meyer & Herscovich, 2001). 

2) In another research conducted by John Meyer, David Stanley et al., normative and continuous emotional 

commitment was studied.  

(Meyer & Herscovich Stanley & Topolytsky , 1991) 

3) In the research of Soleiman Wales, continuous commitment was studied and described for organizational 

productivity and the following results were obtained: 

a. Age, gender, education, service background and people’s job position are related to commitment.  

b. Emotional commitment is more related to performance than normative and continuous commitment.   

c. General relationship of organizational commitment with performance is more than the relationship of each of 

them alone.  

d. Normative commitment and continuous commitment has no relationship with performance.  

 

Research Model: 
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Fig. 1: Theoretical pattern of the research based on Mir and Alain’s three-part model of organizational 

commitment. 

 

The Main Hypotheses of this Research: 

 There is a significant relationship between organizational commitment and employees’ performance in 

Regional Electric Company of Zanjan Province. 

 The secondary hypotheses of this research are as follow: 

1) There is a significant relationship between employees’ emotional commitment and their performance. 

2) There is a significant relationship between employees’ continuous commitment and their performance. 

3) There is a significant relationship between employees’ normative commitment and their performance. 

 

Necessity of Research Implementation: 

 Effectiveness, efficiency and performance improvement are considered as major organization objectives 

and each organization has attempted to enhance these outputs through various methods. Before any investment 

in any field, we must assure of its effectiveness as much as possible.  Therefore, related and enhancing factors 

must be identified to improve performance and to reach the goals. After identification and study, we must take 

steps in enhancing them. One of these factors is organizational commitment which has been highly considered 

in the recent years because it affects a number of variables such as job satisfaction, absence, desertion, job stress 

and performance. Direction and amount of such relations and effects are not equal.  Productive movement at 

organization level is only the behavior result of human who are committed to the organization and think 

positively and satisfactorily of changing the world around themselves (Khaki, 1997:195-202). Commitment and 

adherence could have positive and various consequences. Employees who have commitment and adherence 

have more disciplines in their job and they remain more in the organization along with working more ( Morhead 

and Grieffman, 1998, 82). Cohen (1993) showed that organizational commitment could be considered merely as 

the best index of a job. Additionally, commitment has link with performance ( Bert Chrone and Oslogam, 1997). 

Moody et al. believe that organizations require certain people who act in the benefit of the organization beyond 

the assigned tasks and they specially have significant importance in sensitive jobs.  Failure in creation of such 

dependence and continuum in organization members requires increasing essential costs in creation of accurate 

and complex monitoring systems in organization. Having employees who consider organizational objectives and 

values as their own along with internalization of them create such assurance that people act in nature and in 

appearance in order to supply organization benefits ( Khaki, 1997:197).   

 Based on the cultural and social differences, it is possible that future results won’t be similar to the results 

conducted in other countries. Therefore, considering limitations of organization sources, it is attempted to relate 

commitment aspect with the identified performance along with investing in that field.  

 

1-8- Research Method: 

a- Methodology: 

 This is an applied research in terms of the extent and it is a field study in terms of monitoring and control 

degree. 
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b- Research Type: 

 It is correlational. 

Independent variable: organizational commitment 

Dependent variable: employees’ performance 

 

c- Method of Data Collection ( Field, Library Methods and so on): 

 The required information for this research has been collected through three stages: 

 The first stage includes library information. The main library references consist of collection and translation 

of internet articles. 

 The second stage is field studies which include filling questionnaire by employees.  

 The third stage is to study evaluation forms of performance which are prepared for employees. 

 

1-9- Research Territory: 

 The research subject includes organizational behavioral management in human resources.  The research 

location is also Reginal Electricity Company of Zanjan. The research time was in Spring of 2010.    

 

Testing Research Hypotheses: 
 There is a relationship between employees’ gender and their organizational commitment.  
 Level of significance in testing Pearson correlation (0/64) is more than 0/05. Therefore, it is not possible to 
mention that there is a relationship between employees’ gender and organizational commitment. It means that 
society population whether man or woman have equal idea over concept of organizational commitment. 

 
 Value T statistics Level of significance 

Kendall tau b correlation coefficient 11.21 0.62 0.64 

Sample volume 190 

 
 There is a relationship between marital status of employees and organizational commitment.  
 Results of correlational test of employees’ marital status and organizational commitment 

 
 Value T statistics Level of significance 

Kendall tau b correlation coefficient 5.212 0.62 0.266 

Sample volume 190 

 
 Level of significance in testing Pearson correlation (2/264) is more than 0/05. Therefore, it is not possible to 
mention that there is a relationship between employees’ marital status and organizational commitment. It means 
that society population whether single or married have equal idea over concept of organizational commitment.  
 There is a relationship between personal features and employees’ performance. 
 Results of correlational test between personal features and employees’ performance 
 

 Value T statistics Level of significance 

Kendall tau b correlation coefficient 0.50 8.638 0 

Sample volume 190 

 
 Level of significance in above correlation test (0/000) is less than 0/05. Therefore, there is a relationship 
between personal features and employees performance. Based on the value and sign of correlational coefficient ( 
0/05), we could conclude that by increase of the personal features, people’s performance increases.  
 There is a relationship between organizational belonging and employees’ performance. 
 Results of correlational test between organizational belonging and employees’ performance. 
 

 Value T statistics Level of significance 

Kendall tau b correlation coefficient 0.387 6.875 0 

Sample volume 190 

 
 Level of significance in above correlation test (0/000) is less than 0/05. Therefore, there is a relationship 
between organizational belonging and employees performance. Based on the value and sign of correlational 
coefficient ( 0/38), we could conclude that by increase of organizational belonging, people’s performance 
increases.  
 There is a relationship between lack of job desertion and employees’ performance. 
 Results of correlational test between lack of job desertion and employees’ performance 

 
 Value T statistics Level of significance 

Kendall tau b correlation coefficient 0.267 4.504 0 

Sample volume 190 
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 Level of significance in above correlation test (0/000) is less than 0/05. Therefore, there is a relationship 

between lack of desertion and employees performance. Based on the value and sign of correlational coefficient 

(0/267), we could conclude that by increasing lack of job desertion, people’s performance increases.  

 There is a relationship between alternative job opportunities and employees’ performance. 

 Results of correlational test between alternative job opportunities and employees’ performance 

 
 Value T statistics Level of significance 

Kendall tau b correlation coefficient 0.216 3.370 0.01 

Sample volume 190 

 

Testing Hypotheses: 

 Empirical evidences confirm that procedure about ordinal variables could be the same as distance scale in 

case classes have distance. Thus, there is a justification for analysis of parametrical statistics including T-

regression test for ordinal variables. Namely, if five-level ordinal Likert scale (from very low to very high or 

from strongly agree to strongly disagree) has been used, we could apply a coding system by dedication of 

figures from 1 to 5 or other parametrical statistical analysis including t-test, regression and…, specially higher 

levels for ordinal level ( Parizi, p.116).  

 

Testing the First Secondary Hypothesis: 

 There is a relationship between emotional commitment of employees and their performance. 

 Level of significance in above correlation test (0/002) is less than 0/05. Therefore, there is a relationship 

between emotional commitment and employees’ performance. Therefore, the research hypothesis is approved 

and the null is rejected. Based on the value and sign of correlational coefficient (0/186), we could conclude that 

by increasing emotional commitment, people’s performance increases.  

 Result of Correlational Test between Emotional Commitment of Employees and Their Performance 

 
 Value T statistics Level of significance 

Kendall tau b correlation coefficient 0.186 3.089 0.02 

Sample volume 190 

 

2-4-4 Testing the Second Secondary Hypothesis: 

 The second research hypothesis is as follow: 

 There is a significant relationship between employees’ continuous commitment and their performance.  

 Level of significance in above correlation test (0/000) is less than 0/05. Therefore, there is a relationship 

between emotional commitment and employees’ performance. Therefore, the research hypothesis is approved 

and the null is rejected. Based on the value and sign of correlational coefficient (0/342), we could conclude that 

by increasing continuous commitment, people’s performance increases.  

 The Result of Correlational Test between Employees’ Continuous Commitment and their Performance 

 
 Value T statistics Level of significance 

Kendall tau b correlation coefficient 0.342 5.349 0.00 

Sample volume 190 

 

3-4-4- Testing the third Secondary Hypothesis: 

 The third research hypothesis is as below: “There is a significant relationship between employees’ 

normative commitment and their performance”.  

 Level of significance of the above mentioned correlation test (0/000) is less than 0.05, therefore, there is a 

relationship between normative commitment and employees’ performance. Thus, research hypothesis 1ه  is 

confirmed (accepted) and 0ه  is rejected. Considering value and sign of correlation coefficient (0.409), we could 

conclude that by increasing normative commitment, people’s performance increases.  

 The Result of Correlational Test between Employees’ Normative Commitment and their Performance 

 
 Value T statistics Level of significance 

Kendall tau b correlation coefficient 0.409 7.503 0.00 

Sample volume 190 

 

4-4-4- Testing the Main Hypothesis: 

 The main research hypothesis is as below: 

 “There is a significant relationship between organizational commitment and employees’ performance”. 

 Level of significance of the above mentioned correlation test (0/000) is less than 0.05, therefore, there is a 

relationship between organizational commitment and employees’ performance.  Thus, research hypothesis 1ه  is 
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confirmed (accepted) and 0ه  is rejected. Considering value and sign of correlation coefficient (0.358), we could 

conclude that by increasing organizational commitment, people’s performance increases.  

 Result of correlation test between organizational commitments 

 
 Value T statistics Level of significance 

Kendall tau b correlation coefficient 0.358 6.014 0.00 

Sample volume 190 

 

 4-5- Based on the conducted questionnaire, aspects of organizational commitment such as emotional, 

continuous and normative ones are considered. Now, the question is whether there is any difference between 

volumes of such aspects. On the other hand, researchers intend to answer this question whether firstly these 

three aspects are regarded the same in the organization and secondly in case of negativity which aspect is placed 

at the higher or lower level.   

 To answer this question, Friedman rating test has been used. This test is in fact a non-parametric variance 

analysis. It should be noted although these three aspects are shown more generally in organizations; it is 

possible some differences exist between level and this aspects amount. 

 Result of Friedman test about organizational commitment aspects 

 
Variables Sample volume Response average 

Emotional commitment  

190 

3.04 

Continuous commitment 2.58 

Normative commitment 2.64 

 

 Based on mean of the calculated rates, it is identified that emotional commitment is placed in the highest 

level and normative and continuous commitment afterwards, respectively.  

 

Research Results: 

 Aspects of organizational commitment are compared in this research by the use of binomial Friedman test 

and based on the calculated average rates, it has been identified that emotional commitment are at the highest 

level and normative and continuous commitment afterwards respectively. Moreover, variance analysis is used 

for certain variables such as age, education, service background and Pearson test is applied for two independent 

samples to study effects of variables like marital status and gender. These variables have no effect on 

accountability. The results of this research somehow confirm previous researches which had been conducted in 

this field. It is possible to state briefly that the results from the main and secondary hypotheses testing 

demonstrate there is a relationship between organizational commitment and their factors (emotional, continuous 

and normative commitment) and employees’ performance in regional electricity company of Khoy. As 

mentioned in the fourth section and data analysis, this hypothesis is confirmed as 95% at assurance level. 

Commitment and adherence could have positive and negative consequences. Employees who have commitment 

and adherence have more discipline in their own job along with remaining more in the organization. They also 

work more, so that employees’ performance increases and organizational performance improves. Increase of 

organizational commitment causes people to make more attempt as well as better performance. 
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