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ABSTRACT 

Organizations play a major role in our modern world. Organizations are pervasive in all dimensions and 

aspects of our lives so that their reorganization is inevitable not only as a scientific phenomenon, but as an 

integral part of our social life .One of the most important motivational issues that  now days is developed 

by a large volume of industrial and organizational psychology, is the organizational commitment. Given 

the importance of organizational commitment in this study we attempt to identify the factors which 

affecting on organizational commitment among personnel’s of Economic and Financial Affairs at North 

Khorasan.Because the nature of problem is attitude survey, thus the method used in this study is survey. 

The statistical population for this study comprised of middle managers General Economic and Financial 

Affairs. A total of approximately 20 people are of these employees, 14 people answered to the 

questionnaire.Collecting data is done by a standard and designed questionnaire, and at the end results and 

the rate of effecting factors are analyzed by using Rough set theories and its rules. 
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INTRODUCTION 
Efficiency and development of any organization largely depends on the correct use of manpower. 

Whatever companies and organizations become bigger; naturally the problems of this huge force are also 

added. Directors in relation to various issues try to control their employees.managers imagine that when a 

person is employed, he must accept all of its terms. Some managers insist that job satisfaction can be 

increased through reward and encourage work. Perhaps managers imagine that employees are their 

subordinates and they must accept manager’s orders. 

Although ,because nowadays, high levels of staff are under financial pressure and they to pay more 

attention to economic issues, gradually people are interested and want to work with a sense of greater job 

autonomy in their work, thereby obtain self-esteem. One of the most important motivational issues that 

now a day is developed a large volume of industrial and organizational psychology studies in the West is 

the issue of organizational commitment that in the present paper we will study it. 

Definitions and Concepts of Organizational Commitment 

Like other concepts of organizational behavior, organizational commitment is defined in different 

methods. The most common way to deal with organizational commitment, organizational commitment is 

to consider, as  the kind of emotional attachment toward  the organization.According to this method, the 

person who is strongly committed take his identity from the organization, participate in the organization 

intermingle with it and enjoyed  of his membership (Saruqi,1996). 

Porter et al define organizational commitment to acceptation the values of organization and involvement 

in the organization believe that criteria of measurement include motivation, the desire to proceed and 

accept the values of the organization. Chatman and oriely, define organizational commitment as a support 

and continuity of emotional commitment to the goals and values of an organization, for the organization 

itself and away from the instrumental values and "a tool to gain other purposes" (Ranjbarian, 1996). 

Organizational commitment consists of positive or negative attitude of people towards the whole of 

organization “not jobs" that they are employed in it. In organizational commitment, the person has a 

strong loyalty towards the organization and through it identifies his organization (Estrone, 1997). 
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Motahari stated about the commitment said that commitment means a commitment to the principles and 

Philosophy or contracts that person believes it and stables to them. A committed person is a person who 

has committed to be loyal to his covenant and promises and protect of purposes for which it has 

covenanted to maintain of them. Sheldon defines organizational commitment: the attitude or orientation 

that a is related or depended to organization. Kanter believes that organizational commitment is that 

tendency of social factor to give energy and his loyalty to social systems. 

Salansyk thinks that commitment is a mode in humans in which the person by his actions and through 

these activities believes that to continuous sustain activities and their effective participation doing them. 

Buchanan considers organizational commitment as kind of emotional attachment and dogmatic dependent 

to the values and goals of the organization that depends on one's role in relation to the values and goals 

and organization itself apart from its instrumental value (Saruqi, 1996). 

According to Luthans and Shaw, often organizational commitment as an attitude is defined in this way:  

Strong desire to stay in the organization; Willingness to exert extra effort for the organization; Strong 

belief to accept the values and goals (Iraqi, 1996). 

The common aspect of above definitions is that: commitment is a mental state of the individual that 

determine the relation of person toward organization that he decided to remain in or leave it (Iraqi, 1996). 

The importance of organizational commitment 

Luthanz has stated that the recent research texts, attitude, organizational commitment, organizational 

behavior is important for understanding and predicting the tendency to remain in the profession has been 

good. Committed such satisfaction, are two different attitudes which are near each other that affect on the 

important behaviors such as displacement and absenteeism. Moreover Committed can have multiple 

positive outcomes, committed employees work  more in organization, and have more regularity in their 

job.manager should keep the commitment of personnel toward organization and they must participate 

them in decision-making and supply an acceptable level of job security for them, in order to improve their 

commitment (mourhed). 

Commitment thought is the main topic in management literatures. This thought is one of basic values that 

organizing relies on it and employees are evaluated based on commitment criteria. Most of questions 

include: does he do overtime? Does he go to work in vacations? Does he go soon or late? Most of 

managers believe that this commitment is necessary for affectivity of organization (Michel). 

Motahari stated that if a person deserves, competence and commitment to have maximum utilization of 

the resources and capital, he has the merit of being the manager and if he doesn’t such commitment and 

competence should not be assigned such responsibility to him. 

Rezaeian suggests that managers agree on a set of commitment which consists of the following 

commitments:  

Commitment to customers or clients. Commitment to the organization. Commitment  to themselves. 

Commitment to individuals and working groups. Commitment to the work. 

Hersey and Blanchard suggest that each of commitments separately affects on management work. Now 

we study mentioned commitments respectively: 

1. Commitment to Customers or Clients 

The first and perhaps most important commitment focus on customer. Distinguished managers try to 

provide good service to customers. Leaders show through two main ways their commitment to the 

customer, one of them is serving and another is creating importance for him.  Commitment to the 

organization 

2. Commitment to Organization 

The second one is the management commitment to organization. Effectively manager illustrates his pride 

of organization.  

The manager show such a positive obligation in three ways: reputable the organization, support of high 

level management and act on core values of the organization. 

3 - Commitment to Themselves: The third commitment is based on the manager. Distinguished Leaders 

play a strong and positive role of themselves to other. In all situations act as strong resistance. The quest 
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for self-serving or self cannot go wrong. Committed to three specific activity is known: Show autonomy, 

confirm his position as manager and accept the constructive criticism. 

4 - Commitment to People: The fourth managerial commitment focuses on teamwork and individual 

members. Distinguished Leaders show generosity towards those who work. This led to the use of proper 

nursing director to help people achieve success and fulfill their obligations refers. Willingness of manager 

to consume time and energy and daily work with subordinates reflects his positive commitment towards 

the people. Three functions are particularly vital component of this commitment: Showing a positive 

interest and recognition, giving feedback on progress and encourage innovative ideas. 

5 - Commitment to the Job: The fifth management commitment focuses on the tasks that must be done. 

Successful managers signify tasks which are performed by people. They determine the focus of direction 

and attention to their subordinates, and ensure to do assignments successfully. When such is commitment 

is practical that maintains simplicity and pragmatism and led to impressive, "duty". If these five 

committed continually are carried out, they will be an effective management key. Manager is the main 

link between each of the obligations. 

Superior manager while imposing his views should be considered to these five commitments .superior 

manager in the case of the development process and support the obligations is the main one. Manager by 

accepting personal responsibility and act as a strong positive force impact in the organization, people, 

tasks and customer. The privileged Leaders recognize that it is their duty to make a commitment towards 

their client organizations and their key tasks for people and themselves... This means that for every 

promise there will be a proper attitude and showed a positive interest. 

The task is the duty of everyone, not just the task of manager. Privileged manager should be closed to 

their criteria of these five commitments and coordinate efforts to engage others to create. Creates 

commitment, dedication and service to be done to help. When privileged manager actually are faithful to 

their subordinates duties of his subordinates they are show commitment and forgiveness. 

Strategies to Increase Organizational Commitment: With presented explanation it seems that 

organizational commitment should be given more attention as an important issue in the organization 

expanded. Finally, some important approaches are presented to improve organizational commitment .It is 

hoped that companies and organizations applying these topics to provide development in all aspects:  

Increasing emotional linkage in employees and engaging them more in organizational goals; Improving 

the social communication networks;  

Employee participation in decision making; evaluation the performance of employee in order to provide 

feedback . Description organizational objectives and missions; Remove barriers to employment; 

Emphasis on aspects which create social value for organization. Creating appropriate systems of reward 

and punishment; Remove the discrimination and inappropriate relationships in the workplace Relative 

independence to do tasks; appropriate ground for creativity and innovation of employees (Ranjbarian, 

1996). Job enrichment; Facilities; Devolve responsibility to individuals for higher level jobs (Estrone, 

1998). 

Effective Factors on Organizational Commitment: Given Dick and Beverly Metcalf by analysis results 

divide the factors affecting on organizational commitment in to three categories as follows. 

A - the pride factor: The degree to which a person feel proud of working in an organization, is satisfied 

with the quality of their work, interests his job and have important role in the organization. 

B - The operating objectives: The individual's awareness is included strategic plans, future goals, and the 

relationship between the work unit plans and programs 

 C - Participation factor: It is the degree of employee participation in the development of business unit 

goals, participation in decision-making, and the degree of freedom in determining the priority task. 

 

MATERIALS AND METHODS  
Given the above, we decided to study the factors affecting the organizational commitment of employees 

in Economy and Finance Affairs in North Khorasan.  
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Table1: Scoring the first questionnaire is in this way 

Questions stimuli Agent Name Agent Username 

Total Score of questions from 1 to 6     the  Score of pride factor  A1 

Total score of questions from  7 to 10    the  Score of  purposes factor   A2 

Total score of questions from 11 to 15   the  Score of  Partnership 

factor 

A3 

 

Scoring the second questionnaire is in this way that the maximum Score is35:  
 

Table 2: Score gained the level of organizational commitment 

 A1 A2 A3 D 

1 24 12 19 1 

2 27 12 21 1 

3 20 14 20 1 

4 24 12 19 1 

5 25 11 20 1 

6 22 11 19 2 

7 21 12 20 2 

8 28 18 24 1 

9 21 14 17 1 

10 26 17 19 2 

11 22 12 18 1 

12 19 8 19 2 

13 26 14 24 1 

14 28 15 19 1 

 

According to information obtained from the questionnaires, following decision table was composed: 

 

Table 3: Decision table Extract the equivalence table 

 

Table 4: Equivalence table 

 A1 A2 A3 D 

1 1 0 1 1 

2 2 0 1 1 

3 0 1 1 1 

4 1 0 1 1 

5 1 0 1 1 

6 0 0 1 2 

7 0 0 1 2 

8 2 2 1 1 

9 0 1 0 1 

10 1 2 1 2 

11 0 0 0 1 

12 0 0 1 2 

13 1 1 1 1 

14 2 2 1 1 

Row Points gained Level of organizational commitment Class 

1 Score between 25 and 35  high-level 1 

2 Score between 15 and 25 somewhat higher  2 

3 Less than 15 Score lower-level 3 
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For this purpose, is used of a questionnaire was designed by Dick and Beverly Givin Metsalf to evaluate 

the factors which affecting the organizational commitment and a questionnaire was designed by Susan J. 

Linz to measure the commitment of each individual sample. Among 20 mid managers 14 persons respond 

to the questionnaire. 

Identify the High and low levels 

 

Table 5: High and low levels 

Quality of classification        1.000 

Approximation: 

class Objects Lower Approximation Upper Approximation Accura 

1 10 10 10 1.000 

2 4 4 4 1.000 

 

Identify and extract the core 

 

Table 6: Extract the core 

Quality of classification 

For all condition attributes:      1.000 

For condition attributes in core:    1.000 

attributes in core  

Core  A1 0 

Core  A2 0 

Core  A3 0 

 
X14 X13 X12 X11 X10 X9 X8 X7 X6 X5 X4 X3 X2 X1 u 

             λ X1 

            λ λ X2 

           λ λ λ X3 

          λ λ λ λ X4 

         λ λ λ λ λ X5 

        λ a 1 a 1 a 2 a 1 a 1 X6 

       λ λ a 1 a 1 a 2 a 1 a 1 X7 

      λ a1 

a2 

a1 a2 λ λ λ λ λ X8 

     λ λ a2 

a3 

a2 a3 λ λ λ λ λ X9 

    λ a1 a2 

a3 

a 1 λ λ a 2 a 2 a1 

a2 

a1 

a2 

a 2 X10 

   λ a1 a2 

a3 

λ a 3 a 3 λ λ λ λ λ λ X11 

  λ a 3  a2 a3 a1 a2 λ λ a 1 a 1 a 2 a 1 a 1 X12 

 λ a1 

a2 

λ a 2 λ λ a1 

a2 

a1 a2 λ λ λ λ λ X13 

λ λ a1 

a2 

λ a 1 λ λ a1 

a2 

a1 a2 λ λ λ λ λ X14 

 

f (x)= a1 a2(a1  ν a2)( a2 ν a3) a 3 = a1 a2 a3 

A = R Ē D = {a1, a2, a3} 

x1= { xέ U | d(x) =1}={x1, x2, x3, x4, x5, x8, x9, ⁄x11, x13, x14} 

X2 = {xέ U | d(x) =2} = {x6, x7, x10, x12} 

U/A = {{x1, x4, x5} {x2} {x3} {x6, x7, x12} {x8, x14} {x9} {x15} {x11} {x13}} 
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A X1 = {x1 , x4,  x5,  x2,  x3, x8, x14, x9,  x11,  x13} 

A X2 = {x6, x7, x12, x10} 

Pos A D = U A X = AX1 U AX2=X έ U/D = {x1, x2, x3, x4, x5, x6, x7, x8 , x9, x10, x11, x12, x13, 

x14}=U 

Δ (A, D) = card (Pos a D) /card (u) = |U | / | U| =1 

And A             D is true 

This means that you can achieve certainly "D decision making "based on conditional characteristics. 

Extract the Rules 

A1=0    :19-20-21-22   

A1=1    :24-25-26 

A1=2    :27-28 

A2=0    :8-11-12 

A2=1    :14 

A2=2    :15-17-18 

A3=0    : 17-18 

A3=1    :19-20-21-24 

Total number of rules: 6                                            

Objects = 14            

Attributes = 4            

Decision = D1 

Classes = {1, 2} 

Rule 1. (A1 = 1) & (A2 = 0) => (D1 = 1); [3, 3, 30.00%, 100.00%] [3, 0] [{1, 4, 5}, {}] 

If the factor Score of pride is between 24 and 26 (0.8 to 0.86), and factor Score goals is between 8 and 12 

(0.4 and 0.6) organizational commitment will be high. 

Rule 2: (A1 = 2) => (D1 = 1); [3, 3, 30.00%, and 100.00%] [3, 0] [{2, 8, and 14}, {}] 

 If the factor Score of pride is between 27 and 28 (0.9 to 0.94), organizational commitment will be high 

Rule 3. (A2 = 1) => (D1 = 1); [3, 3, 30.00%, 100.00%] [3, 0] [{3, 9, 13}, {}] 

If the Score of goal factor is 14 (0.7) organizational commitment will be high 

Rule 4. (A3 = 0) => (D1 = 1); [2, 2, 20.00%, 100.00%] [2, 0] [{9, 11}, {}] 

If the Score of Partnership factor is between 17 and 18 (0.68 and 0.72), organizational commitment will 

be high 

Rule 5. (A1 = 0) & (A2 = 0) & (A3 = 1) => (D1 = 2); [3, 3, 75.00%, 100.00%] [0, 3] [{}, {6, 7, 12}] 

If the score of pride factor is between 19 to 22 (0.63 to 0.73), and the score of goals factor is between 8 

and 12 (0.4 and 0.6) and the score of Partnership factor is between 19 to 24 (0.76 to 0.96) the 

organizational commitment would be average 

Rule 6. (A1 = 1) & (A2 = 2) => (D1 = 2); [1, 1, 25.00%, 100.00%] [0, 1] 

If the score of pride factor is between 24 and 26 (0.8 to 0.86), and Score of goals factor is between 15 and 

18 (0.75 and 0.9) the organizational commitment would be average 
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