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 The necessity of considering management issue and development of human resources 
form the view of the managers of the organizations is a necessity. Because the success 
or failure of the organizations in the missions has direct relation with the skills of the 
employed force. The present study aimed to evaluate the effective factors on 
organizational attachment and employees’ performance based on Mow day et al. model 
and presents a clear image of the concepts and their relation in the organization. The 
results of the study showed that there was a positive relation between work experiences, 
role characteristics, and structural features, individual features with organizational 
attachment and employees’ performance. 
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INTERACTION 

 
 With the continuous changes the organizations are encountered, the management theorists believe that the 
most important factor of achieving competitive advantage in the organizations is their human resources and 
considering their relations and their views to the organization is increased. One of the concepts in this regard is 
the organizational commitment of the employees and it is defined that organizational commitment is an attitude 
on loyalty of the employees to the organization and a continuous process by which the organization members 
show their interest to the organization and its success. Recently, the general attitude of commitment-
organizational is considered as an important factor for understanding and prediction of organizational behavior 
and it was a good predictor for intention to stay in the job. 
 The potential internal state in people to stay in a job, this intention leads into the intention to leave job 
under special conditions and various effects. Lee and Mow day and O'Reilly and Chatman  for the first time 
showed that intention to stay is an aspect of commitment. When people are adapted to organization missions, 
they feel more committed to the organization and their intention to stay in organization is increased  [1] . 
 The present study aimed to evaluate the effective factors on organizational attachment and performance of 
the employees based on Mow day et al. model with a vivid explanation of the concepts and their relations in the 
organization. To avoid the wastage of the resources and effectiveness and efficiency of the great organization, 
being informed of organizational commitment and attachment is of great importance. 
 
Review of literature: 
 Organizational attachment as one of the items of human resources is of great importance arising from the 
interest of a person and his intention to stay in the organization. The organizational attachment is the relative 
amount of adaptation with the organization or attachment to the organization that can be defined at least by three 
factors: 
1. The belief in the organization values and goals 
2. The inclination to more attempt in fulfilling the organization goals 
3. The intention to stay in the organization  [2]. 
Mowday et al. classified the pre-requirements of employees’ performance into four groups: 
 
Personal factors: 
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 Personal characteristics of various studies evaluated the effect of various personal features on 
organizational commitment. The personal characteristics were including age, gender, work experience, 
education level, race and other personal factors. The studies showed that age and work experience had direct 
relation with commitment. March and Simon  supported these variables and showed that when the age and work 
experience are increased in an organization, alternative job opportunities are eliminated for a person. The 
reduction of personal freedom increases the fame of the current organization. Compared to the age and work 
experience, the results of the study showed that education level was inversely associated with commitment. This 
inverse relation is due to the fact that the organization cannot meet the expectations of people with high 
education level. In addition, the people with high education are more committed or their job than to the 
organization. 
The factors of role 
 Organizational attachment is of great importance as one of the issues related to human resources arising 
from the interest of a person and his intention to do the du ties and staying in the organization. Organizational 
attachment is the relative amount of adaptation with the organization or its attachment to the organization that 
can be defined by three factors: 
1. The belief in the organization values and goals 
2. The inclination to more attempt in fulfilling the organization goals 
3. The intention to stay in the organization  [2]. 
Mowday et al. classified the pre-requirements of employees’ performance into four groups: 
 
Personal factors: 
 Personal characteristics of various studies evaluated the effect of various personal features on 
organizational commitment. The personal characteristics were including age, gender, work experience, 
education level, race and other personal factors. The studies showed that age and work experience had direct 
relation with commitment. March and Simon  supported these variables and showed that when the age and work 
experience are increased in an organization, alternative job opportunities are eliminated for a person. The 
reduction of personal freedom increases the fame of the current organization. Compared to the age and work 
experience, the results of the study showed that education level was inversely associated with commitment. This 
inverse relation is due to the fact that the organization cannot meet the expectations of people with high 
education level. In addition, the people with high education are more committed or their job than to the 
organization. 2- The role associated factors: The second group of effective factors on organizational 
commitment as it was said in review of literature is the role of employees and their occupational characteristics. 
Three aspects of job roles with potential effect on the commitment of the employees on the organization are 
“Role ambiguity”, “Role conflict”, “Job field with job challenge” many researchers evaluated the relation 
between job field and commitment. The main hypothesis here is that the enriched job increases the job challenge 
and commitment. In various studies, the relation of role conflict and role ambiguity was evaluated and it showed 
that commitment had inverse relation with role conflict and role ambiguity. 3- The structural characteristics: The 
first study was conducted by Kuch and Steers [3] showed that four structural variables were considered: In this 
study, “job continuance”, “Focus” and “Supervision field” and “organization size”. 4- Working experiences: 
The fourth major pre-requirements of organizational commitment are job experiences occurred during a person 
job life. The work experiences are considered as a major force in socialization or their influence of the 
employees and it is the major factor affecting the affective attachment of the employees on the organization [2]. 
 The results of the studies of Mow day, Porter & Steers regarding the role of organizational commitment and 
job condition in preventing the service leave of the employees showed that considering different kinds of 
commitments (affective and continuous) can be useful in increasing the job satisfaction and reduction of 
voluntarily work leave. 

MATERIALS AND METHODS 
 
 The present study is applied and it was correlation-descriptive design. In correlation studies, the relation 
between one or more variables is investigated. The data collection instrument is including questionnaires 
(employees’ performance questionnaire, organizational attachment and questionnaire of Mowday et al. model 
based on five-item Likert scale) and note taking. The study population was all the employees of sport and youth 
organization of Kohkilioye and Buyerahmad. 
 The second group of effective factors on organizational commitment in the review of literature is the role of 
employees and their job characteristics. Three aspects of job roles with potential effect on employees’ 
commitment to the organization are “Role ambiguity”, “Role conflict”, “Job field with job challenge” many 
researchers evaluated the relation between job field and commitment. The main hypothesis here is that the 
enriched job increases the job challenge and commitment. In various studies, the relation of role conflict and 
role ambiguity was evaluated and it showed that commitment had inverse relation with role conflict and role 
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ambiguity. The other results showed that there was a positive relation between the work experiences, role 
associated characteristics, structural characteristics and personal characteristics with organizational attachment. 
 
Table (2-3): The reliability of questionnaire variables. 

No. Variable Reliability 
1 Organization attachment of the employees 0.81 
2 Employees performance 0.79 
3 Personal characteristics 0.78 
4 Work experiences 0.83 
5 Structural characteristics 0.74 
6 Role associated characteristics 0.82 

 
Table 2: Regression equation of the effective factors on organizational attachment. 
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 The evaluation of the simultaneous effect of effective factors on organizational attachment showed that role 
associated characteristics and structural characteristics were not suitable predictor for organizational attachment 
and  two other dimensions determined 73% of the changes in organizational attachment. As is shown in Table 2, 
the work experiences were the strongest predictor of organizational attachment. 
 There was a positive relation between work experiences, role-associated characteristics, structural 
characteristics and personal characteristics with the performance of the employees. 
 
Table 3: Regression equation of the effective factors on employees’ performance. 
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 The study of the simultaneous effect of employees’ performance showed that structural characteristics was 
not a good predictor of the employee’s performance and the other three dimensions determined 67% of the 
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changes in employee’s performance and as is shown in Table (3), role-associated characteristics were the 
strongest predictor of employee’s performance. 
 
Discussion and conclusion: 
1- The results of the study showed that there was a positive relation between working experiences, role-
associated characteristics, structural characteristics and personal characteristics with organizational attachment. 
 The employees’ attachment and commitment not only was associated with the organization but also with 
other institutions as job, family, direct supervisor, religion and etc. 
 Personal characteristics: Various studies evaluated the effect of various personal characteristics on 
organizational commitment. The personal characteristics were age, gender, work experience, education level, 
race and other personal factors. It was defined that there was a direct relation between age and work experience 
and commitment. 
 Structural characteristics: The first study was conducted by Kuch and Steers [3]. In this study, four 
structural variables were evaluated:” Job continuance”, “Focus”, supervision field”, organization size”. There 
was no significant relation between each of the variables with commitment. Working experiences: It is the 
fourth type of major pre-requirements of organizational commitment being occurred in job life of a person. 
Working experience is considered as the major force in socialization or employees influence and it is the major 
factor affecting the affective attachment of the employees on organization. The working experiences variables 
are related to organizational commitment and in the results of three studies, it was shown that they are highly 
associated with the organizational attachment. 
2- The study results showed that there was a positive relation between working experiences, role-associated 
features, structural characteristics and personal characteristics with employees’ performance. 
 As it was said, the organizational commitment indicates the positive attitude being achieved of the loyalty 
of the employees to the organization and is manifested by the participation of people in organization decisions, 
considering the members of the organization and their success. The studies conducted in this field showed that 
the commitment of the employees to the organization will have valuable results for the organizations and the 
managers by using the effective factors can use the results. The most important results of employees’ 
commitment to the organization effective on organization performance are: Increasing the creativity and 
innovation of the employees, increasing the employees stay in the organization, satisfaction, attachment, 
dependency and attachment of the employees to the organization, their good job performance, the reduction of 
the leave of the employees form the organization, active social behavior, not leaving the work, altruism and 
helping the co-workers and reduction of job stress leading into the financial success of the organization and 
increasing the organization effectiveness. These results lead into achievement of organization goals and make 
them use the attempts of the employees. The recent researches showed the positive organizational effect on job 
performance, employees leave [4], active social behavior [5], not leaving work and altruism and helping the co-
workers and reduction of job stress. The above results were consistent with the study of Mowday et al. as they 
considered the job characteristics as role ambiguity and job pressure and work autonomy effective on 
organizational commitment [6]. Normative commitment deals with loyalty, staying in organization and being 
committed to the organization is affected by some items as justice in paying the wage and benefits, required 
conditions for job security and promotion, equality in the organization, social respect in the organization, job 
adaptability with personal life conditions, correlation and unity between the employees and the above items 
cause the more attachment and loyalty of a person to the organization but among organizational commitment  
dimensions, only rational commitment didn’t have any relation with work life quality dimensions. This is 
because a person is faced with limited job opportunities in the society and in case of job leave, he cannot meet 
the life requirements and he will have no job. In other words, maybe in sport and youth office, the work life 
quality conditions are not good but a person due to the shortage of job opportunities in the society is obliged to 
continue working. Vermi and Richard in their studies showed that normative commitment was the highest 
commitment dimensions among the employees because they feel good conditions of organizational justice and 
job and growth opportunities in the organization and they feel more loyalty to the organization while there are 
other job opportunities in other organizations and companies. 
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