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Abstract: Failure to make a commitment will have serious consequences for both individual and 
management in an organization.The purposes of this paper are to identify the organizational climate 
dominated the university and examine the relationships between organizational climate and 
commitment made by staff as well as instructors working in Sosangerd Azad Islamic University.The 
Lietvin& Sterinch’s organizational climate questionnaire and Allen&Mayer’s commitment 
questionnaire were used as research instruments.The population is consisted of all the staff and 
instructors who work and teach in that university(42females108males).The obtained data was analyzed 
by Pearson correlation coefficient, variance analysis(ANOVA)and Ben froni’s follow-up test.The 
results have indicated that there exists a significant correlation between organizational climate and 
committing to institution. Ben froni’s follow-up test showed that the commitment in staff is the most, 
whereas in faculty members it is the least.Also it is discovered that the perceived climate by staff was 
far higher than by other subjects. 
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INTRODUCTION 

 
 Organization is a social phenomenon which is consciously coordinated and has a fairly defined boundary 
and operates based on invariant essentials in order to achieve its goals (Robbins, S.P., 1943). 
 The organizational climate is a broad term which refers to the extent to which the staffs perceive the general 
environment of the workplace influenced by formal, informal relationships, people’s personality and leadership. 
To put it simply, the organizational climate is a set of specific features within organizations distinguishing them 
from each other, influencing their behavior (Hoy, W.K. and Miskel, C.G. 1996). 
 Mehr AliZadeh and Mirsepasi define an organizational climate as “the conditions existing within an 
organization through which the employees perceive and experience the environment where they work in”. In 
other words, set of intra-university features that differentiate one university from the other (Mehralizadeh, Y., et 
al., 2005). 
 By taking the dimensions applied in Litvin& Strinch’s questionnaire for measuring the climate in 
organizations, Deshler defines the organizational climate as follows: 
 “Organizational climate is employee’s perceptions of the company in which they work”. He believes that 
individual’s sensation of organization can be measured in term of aspects like independent, corporate structure, 
reward, circumspection, intimacy, supporting and explicitly (Desler, G., 1977). 
 Organizational commitment, as other concepts in the field of organizational behavior, has been defined 
differently. The most common definition is that it is an emotional dependency on the organization. According to 
this definition, someone who is strongly committed to the company takes his identity from it, actively taking 
part in company. Sheldon describes organizational commitment as attitude or orientation that incorporates the 
identity of individual into company. Kanter holds that commitment to organization is an inclination of social 
agents to give their labor and show loyalties to social systems (Sarooghi, A., 1996). 
 Often organizational commitment is defined as: 
1- A strong desire to remain in a specific company. 
2- A tendency to work hard for an organization. 
3- A definite belief in organizational values and goals. 
 In other words, organizational commitment is the employees’ confident attitude toward their company and 
is a continued process through which the attention of people concentrates on the organization as they are 
participated in decision making process (Moghimi, M., 2001). 
 There are several reasons why the companies should increase the organizational commitment of their staff 
(Steers, R., and Porter, L.W., 1991). First, it is a novel concept and would not be confused with the terms such 
as dependency and job satisfaction. For example, nurses may be very interested in what they do for patients in a 
hospital; however they may hate the hospital they are working for. Conversely, waiters in a restaurant serving 
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customers might have a good feeling about the place they are serving in, yet they may have an aversion to stand 
by the tables (Greenberg, J., Baron, R.A., 2000). 
 Secondly, the investigations have demonstrated that the organizational commitment has a positive 
correlation with outcomes such as job satisfaction, presence and meta-social organizational behavior and job 
performance, whereas it has a negative correlation with turnover of staff (Shiuan, C.B., et al., 2003). 
 Porter defines a commitment to organization based on a general force of identification (recognition of 
identity) and participation of individual in organization. According to this view, the commitment results from 
three factors: 
1- Acceptance of organization’s values and goals. 
2- Tendency to collaborate with organization to achieve its goals. 
3- A desire to remain in company (Steers, R.M., 1987). 
 Meyer and Allen’s three-component commitment (emotional, continued, and normative) are essentially 
different from that mentality on which the individual is affiliated to the organization. However, the resulting 
behavior comes from each of three components is the same and that is keeping on serving in the organization. 
Conversely, in Angel, Perry, Mayer and Sherman’s models, it is assumed that the continued commitment is 
related to making decision on remaining in organization or otherwise and evaluative commitment is related to 
more effort in order to reach the organizational goals (Meyer, J.P.  and L. Herscovitch, 2001). 
 Therefore given the importance of organizational climate as well as commitment, the organizations should 
take effective actions toward materializing the goals by creating suitable climate so that to boost people’s 
attitude toward organization and their commitment to be increased. The universities are treated not only as 
education institutions but as small community which their aim is to promote a creative thinking in young people. 
Thus a university should have a sound setting, so that the people to have confidently study in it. Hence, having a 
sound and dynamic climate causes an organizational attachment in people. For this reason, owing to the serious 
role is being played by universities in societies, it is important to consider the organizational climate and its 
influential degree on the people more than ever. 
 The general objectives of this research were to: 
1- Measuring the degree of both employees and instructors’ commitment in Sosengerd Azad Islamic 
University. 
2- Studying the correlation between organizational climate and commitment in employees and instructors at 
that university. 
3- Comparing the degree of commitment between employees and instructors. 
This research is composed of a main hypothesis and seven sub-hypotheses. 
 
A- Main hypothesis:  
 There exists a significant correlation between organizational climate and commitment in both employees 
and instructors at sosengerd Azad Islamic University. 
 
B- Sub-hypotheses: 
1- There is a significant correlation between organizational climate of structural dimension with commitment 
in both employees and instructors at sosengerd Azad Islamic University. 
 There is a significant correlation between organizational climate of responsibility dimension with commitment 
in both employees and instructors at sosengerd Azad Islamic University. 
2- There is a significant correlation between organizational climate of reward dimension with commitment in 
both employees and instructors at sosengerd Azad Islamic University. 
3- There is a significant correlation between organizational climate of intimacy dimension with commitment 
in both employees and instructors at sosengerd Azad Islamic University. 
5-There is a significant correlation between organizational climate of supporting dimension with commitment in 
both employees and instructors at sosengerd Azad Islamic University. 
6-There is a significant correlation between organizational climate of rules dimension with commitment in both 
employees and instructors at sosengerd Azad Islamic University. 
7- There is a significant correlation between organizational climate of identity dimension with commitment in 
both employees and instructors at sosengerd Azad Islamic University. 
 Within conducted studies there are several investigations about organizational climate and commitment’s 
variables that some of which are mentioned as follow: 
1- The correlation between organizational climate and commitment in employees and managers working in the 
training hospital of Hamadan Medical College (kermani, B., 2008). 
2- The study of a correlation between organizational school climate and teacher’s commitment in Kemanshah 
organizational climate and commitment schools (Noroozi, S., 2002).  
3- The effect of organizational climate on commitment as well as effort in familial companies at Mexican 
(Belaustegugoitia, Imanol, 1999). 
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4- The relation between organizational climate and commitment in master’s degree course at Turkey 
(Selahattin and Turan, 1998). 
5- A relation between organizational climate and commitment in companies producing spare parts at Australia 
(MC. Murray, et al.,). 
 Each of above studies has shown identical results on a positive and significant correlation between two 
organizational climate and commitment variables. 
 
Research Method: 
 The population is comprised of all of the staff, faculties and educators working at sosengerd Azad Islamic 
University, of which 30 people are employees, 23 people are faculties and 97 ones are educators. The 
questionnaire of organizational climate contained 22 items and seven effective factors on it (structure, 
responsibility, reward, intimacy, supporting, rules and identity). It is designed by Livteen and Stringer. 
The questionnaire of organizational commitment developed by Meyer and Allen includes 24 items and three 
scales i.e. emotional, continued and normative commitment. The alpha Cronbach coefficient was used in order 
to measure reliability of the two questionnaires. 
 This coefficient was obtained 0.61 and 0.76 for climate and commitment respectively. The present research 
is a correlation one and for analyzing the data the Pearson correlation coefficient was used and the variance 
analysis(ANOVA) was employed for examining the variables in all of the subjects. The Ben froni’s follow up 
test was used if there would exist a significant correlation. The software package SPSS (version15) was 
employed for statistics operation. 
 
Findings: 
 In relation to descriptive findings about age, gender and position the following data was obtained: 
1- The highest frequency is belonging to age group 27-31 and the lowest belong to age group 47-50. 
2- In the gender variable, the highest frequency is belonging to men category (72%) and the women one is the 
lowest (28%). 
3- The highest frequency is belonging to educator group (64.67) and the employee group is the lowest (20%). 
 As shown in the following table there is a significant correlation between organizational climate and 
commitment(r=0.31,p=0.001). In other word, as the attitude toward organizational climate increases the 
commitment of subjects to the organization increased as well. Therefore the main hypothesis is confirmed. 
 
Table1: correlation between organizational climate and commitment. 

Independent variable Dependent variable Statistic index 
correlation( r ) significant( P ) total( N ) 

organizational climate organizational commitment 0.31 0.000 150 

 P<0/05  
 
 The findings in table 2 show that between sub-scales of organizational climate (structure, responsibility, 
reward, intimacy, supporting, rules and identity) and commitment there is significant correlation, whereas the 
rules dimension of the organizational climate and commitment is negatively correlated. Thus the sub-hypotheses 
are confirmed. 
 
Table2: Simple correlation between Organizational Commitment and Organizational Climate Subvariable. 

Independent variable Dependent variable Statistic index 
correlation ( r ) significant( P ) total ( N ) 

structure 
responsibility reward 
intimacy supporting 
rules 
identity 

 
 
 
organizational commitment 

0.53 
0.14 
0.41 
0.01 
0.13 
-0.24 
0.23 

0.003 
0.012 
0.022 
0.008 
0.002 
0.001 
0.001 

150 
150 
150 
150 
150 
150 
150 

 P<0.05 

 
 Table 3 indicates that: 
1- The commitment in employees is highest and in faculties is lowest. 
2- Attitude toward climate in staff is the highest and in faculties is the lowest. 
3- There is a significant difference on commitment in each group of subjects (faculties, educator and 
employees). 
4- There is no significant correlation between educator and faculties (p=0.84). 
5- There is a significant difference among three subjects (p=0.001). 
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6- The degree of commitment and climate among all the subjects was obtained as (78.26  
10.52),(66.24 6.01) respectively.  
7- The degree of relation between each of seven-dimension organizational climate with commitment is 
obtained as follow: 
 Relation between organizational climate of structural dimension is with commitment (p=0.004). 
 Relation between organizational climate of responsibility dimension is with commitment (p=0.008). 
 Relation between organizational climate of reward dimension is with commitment (p=0.001). 
 Relation between organizational climate of intimacy dimension is with commitment (p=0.003) 
 Relation between organizational climate of supporting dimension is with commitment (p=0.059). 
 Relation between organizational climate of identity dimension is with commitment (p=0.002). 
 Relation between organizational climate of rules dimension is with commitment (p=0.001). 
 
Table 3: Summary of Ben froni’s test results: organizational climate and commitment. 

Three group between α  x±sd group variable 
 

0/001 
88/83±11/53 employees 

organizational 
climate 

76/05±8/03 educator 
73/82±9/94 faculties 

 
0/001 

88/83±1/66 employees  
organizational 

commitment 
76/05±0/92 educator 

73/82±1/9 faculties 

P<0.05  
 
Discussion and Conclusion: 
 The results of this research proved a significant correlation between organizational climate and 
commitment. It demonstrates that with confidence 95% the commitment of employees in that university will 
increase together with following cases if the climate of it to be improved: 
1- A strong desire to remain in a specific company. 
2- A tendency to work hard for an organization. 
3- A definite belief in organizational values and goals. 
 The findings of this study is consistent with researchers such as (Mc Muray, 2004; Emanuel, 1999; Toran 
Flahatian, 1998; Norouzi, 2002; Kermani, 2008). 
 The positive correlations between structures, responsibility, reward, intimacy, supporting, and identity and 
negative correlation between rules dimension and commitment represents the following cases: 
1- The employees’ commitment will increase if the structure is correctly redesigned. 
2- If the organization gives individual responsibility to its staff, the commitment of them increased with 
confidence95%. 
3-  It is necessary that the authorities of the university take action for developing a fair reward system. 
4- If an intimacy relation among staff exists the commitment of them will improved with confidence 95%. 
5-  The employees should be supported by organization. It increases the commitment with confidence 95%. 
6- If there is an environment in which the employees recognize their identity, then the commitment of them 
increased with confidence 95%. 
7- If the organization formulates rules and stresses on quality of output and performance, then the commitment 
of them increased with confidence 95%. 
 The results obtained from table 3 shows that: 
1- the perceived climate of the staff is higher than two other groups and this degree for faculty is the lowest 

due to their different attitude toward the structures, intimacy and responsibility. 
2- the commitment of staff is higher than two other groups due to: 
a) Differences in personal characteristics. 
b) Differences in attitude to organization. 
c) A heterogeneous distribution among three groups. 
 Given the obtained results the authorities of the university should take necessary action to promote the 
commitment of the employees especially the faculty.  
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