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Abstract 
Emphasis on organizational commitment of employees and its relation with organizational commitment which 
due to decease organizational performance, efficiency, and productivity is a huge influx of researchers. This 
study aimed to determine and measure the relationship between employees’ organizational commitment and their 
tendency to display organizational behavior. This study was a descriptive–analytical and cross-sectional research 
that was conducted on the employees of Tehran University of Medical Sciences during 2013-2014. The sample 
size was calculated by Cochran formula as 150 employees in each of the areas. Two researcher made 
questionnaires were used as the research tools of political behavior, and the other one was Allen & Meyer’s 
organizational commitment. The validity and reliability of two questionnaires were confirmed. The response rate 
was 85%. The collected data was inserted in Excel software. For preparing descriptive tables and results, SPSS 
19 was used and for the analysis of data, K2 Test, one sample T-test, and Pearson test were used. The average of 
employees’ organizational commitment was 62.32 which indicated that it was at a moderate level. In addition, 
the majority of the employees did not have the tendency to show political behavior. There was a significant 
relationship between employees’ organizational commitment and their organizational position or tenure 
(P=0.015). Furthermore, no significant relationship was observed between organizational commitment and its 
dimensions with the employees’ display of political behavior. Although, the employees’ organizational 
commitment is not high in the present study, but it is not influenced by their tendency to display political 
behavior either. Therefore, it seems that employees’ organizational commitment is impressed by other 
organizational factors such as managers’ ethics and temper, observance of organizational justice by supervisors 
and some other factors which should be studied and assessed by future studies. 
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1. Introduction 
Organizations with any type of structure are considered as social systems which form the main foundation of 
modern societies (Haji Amini et al., 2009). Organizations have two ways communications with people of a 
community, that is, they make efforts to fulfill the needs of people and community groups, and people also try to 
direct organizations in order to attain specified and dynamic goals (Hoseinian et al., 2007). Human resources are 
the heart of an organization and the survival of every organization depends on their human capital (Imani et al., 
2012). 

The gap between performance and efficiency of organizations make managers choose employees who participate 
and collaborate with desired commitment for organizational efficiency (Baharlou et al., 2014). In addition, 
organizations have to compete with each other for employ of engaged, loyal and empower employees to attain 
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the goals (Yaghoobi et al., 2010). The concept of organizational commitment is to achieve the dependence 
between the organization and employees. In fact, strong tendency to work efficiently, maximum effort, and 
believe in organizational goals and values, are three important elements in the definition of the concept of 
organizational commitment (Yang & Chang, 2008). Organizational commitment is a kind of job attitude to 
identify the employees who enjoy to be a members of the organization and endeavor to present the best their 
performance (Saatchi et al., 2009; Poorkiani et al., 2010). 

Lack of organizational commitment among employees destroys responsibility for attaining the organizational 
goals, culture and morality, and immorality dominated over the organization. Wu & Norman showed that there 
was a positive relationship between job satisfaction and organizational commitment (Hsiao et al., 2012), 
although Hamidi and Keshtidar suggested that organizational commitment was a new concept which was 
different from job satisfaction (Hindi, 2014; Hsiao et al., 2012; Hamidi & Kashti, 1996; Ooi & Arumugam, 
2006). Although, there was not a significant positive relationship in all circumstances between managerial ethics 
and employees’ organizational commitment, rather organizational commitment can be influenced by other 
factors such as or organizational culture and climate (Dargahi & Sadat Tehrani, 2014). 

On the other hand, political behavior is a kind of organizational behaviors that is unnecessary to be performed 
formally, but is applied by an individual or group for gaining power in the organization. Political behaviors are 
narrow-minded, and illegal behaviors which are not allowed by the organization’s official authority. They are 
included negligence, neglecting duty, work aversion, escalating of commitment, protracting works and duties, 
over conforming, passing the buck, shifting the blame on others, avoiding change, playing dumb, playing safe, 
buffing, Justifying, scapegoating, being pedantic, and distortion, filtration, misrepresenting, destroying of 
information and insisting on the past wrong decisions and mistakes (Dargahi, 2013). In other words, political 
behavior refers to a set of employees’ activities influencing work environment in order to achieve personal 
interest and informal groups’ goals in the organization (Ferris et al., 2002; Hadavinejad et al., 2009).  

The results of some previous studies indicate that tendency to political behavior in organizations reduces 
employees’ organizational commitment, lay off, work aversion, and avoiding effective communication, have 
negative impact on their performance (Rahman Seresht, & Fayazi, 2009; Weber et al., 2009). In addition, the 
direct impact of employees’ perceptions from the political environment can be effective in their degree of 
commitment aversion (Rahimnia & Hasanzadeh, 2010). Also, Ferris et al. believe that political climate in the 
organization can increase work constraint, and reduce job satisfaction and organizational citizenship behavior 
[OCB] (Ferris et al., 2009). 

Since, employees’ organizational commitment is related to their performance, values, and beliefs (Dwyer et al., 
2003), and individuals who are more committed, are more loyal to organizational goals and values, and play 
their roles more efficiently (Maurer & Lippstreu, 2008). Therefore, the present study is aimed to determine the 
relationship between employees’ tendency to organizational behavior and their organizational commitment in 
Tehran University of Medical Sciences. 

2. Material & Methods 
This study was a descriptive- analytical, and cross-sectional research induced on the headquarters’ employees in 
the chancellor, Deputy chancellor for education, research, student affairs, Management development and 
resources planning, International affairs, Health, and Clinical affairs, food and medicine and cultural affair of 
Tehran University of Medical Sciences in 2013. The entire employees in these sections comprised 700 
individuals. The size sample was obtained by Cochran formula in proportion to the number of employees in each 
of the headquarter areas and determined to be 150 employees. Then, these employees were selected randomly by 
proper allocation in each area to receive and complete the questionnaires. 

The research tools in this study were a researcher-made “political behavior” questionnaire which consisted of 28 
questions, and Allen & Mayer’s organizational commitment questionnaire which consisted of 14 questions, 
including emotional commitment, continuous commitment, and normative commitment (Noor Harun et al., 
2006). Also, demographic information of the employees were also collected. In order to rank questionnaires 
rating, Lickert scale with 5 options very disagrees, relatively agree, agree, and very agree was used with the 
allocation of the scores from 1 to 5. The degree of employees’ organizational commitment and tendency to 
display political behavior was determined using descriptive statistical measures of mean, absolute frequency, 
relative frequency, and valid percentage. Regarding scoring the questions of the organizational commitment 
questionnaire, rankings of the emotional commitment were 8-18.9, 19-29.9, and 30-40, continuous commitment 
were 6-13.4, 14.5-22.9, 23-30, normative commitment were 6-13.4, 14.5-22.9, and 23-30, and Finally, the 
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rankings of organizational commitment were obtained as 20-47, 48-74, and 75-100 which were considered as 
low, intermediate, and high respectively. 

In order to determine the validity of organizational commitment and political behavior, questionnaires, content 
validity was used. To do so, the main scripts of the questionnaires were translated by two translators from 
English to Persian. Then, two other translators assessed the translated version regarding the quality of translation, 
including clarity, application of common language, and finding concept equivalents. The Persian version was 
translated by a translator into English, and finally the translations were compared with each other. Then 
questionnaires were given to 12 experts in the fields of health care management and organizational behavior 
management, and their suggestions were collected. By studying the scientific validity of the questionnaires using 
CVI or Content Validity Index, this index was 0.83 which indicates the confirmed validity of the questionnaires.  

In order to study the reliability of the questionnaires, using test-retest method, the questionnaires were distributed 
among 20 headquarters employees of Tehran University of Medical Sciences who were not in the research 
sample, and then the questionnaires were collected. After an interval of two weeks, the questionnaires were 
completed again by them in order to avoid reminder error. After two-stage data analysis, the correlation 
coefficient for two types of questionnaires was obtained to be 0.80. To calculate the integrity and internal 
consistency of the research tools, Cronbach's alpha for organizational commitment questionnaire was 0.82, and 
for emotional commitment, continuous commitment, and normative commitment, was 0.75, 0.80, 0.84, 
respectively. Finally, for the questionnaire of tendency to political behavior, it was equal to 0.71. The researcher 
provided the questionnaires personally to the employees that was in the research sample and collected them 
again after two weeks. For observing the research ethics, prior to distributing the questionnaires, the required 
permission was received from the directors and managers of headquarters departments of the university and the 
goals and objectives of the research were explained to the employees, and in that way, the consent of the 
respondents to the questionnaires, was gained.  

Out of 150 questionnaires, 128 were returned after completion.As a result, the response rate was 85%. The data 
was collected into Excel and used SPSS 19 software for preparation of descriptive tables and data. For 
determining the relationship between demographic factors and the variables of organizational commitment and 
political behavior, X2 test was applied for determining the relationship between organizational commitment and 
its dimensions with tendency for political behavior, one-sample T-test, and Pearson statistical technique were 
used. 

3. Results 
In this research, most of the employees were women (101 individuals, 79%), 51 (40%) were between 25 to 35 
years old, 49 (38%) were officially or tenure employed, 71 (55%) had bachelor’s degree, 40 (31%) had a work 
experience of 10-20 years, and 69 (54%) were experts in their duties. 
 
Table1. The mean and standard deviation of organizational commitment and its dimensions 

Standard Deviation  Mean  Variables  

0.035  17.88  Continuous Commitment 
0.047  26.62  Emotional Commitment 
0.035  17.82  Normative Commitment 
0.084  62.32  Organizational Commitment 

 
Regarding Table 1, the results showed that the degree or level of organizational commitment and each of its 
dimensions among the employees of Tehran University of Medical Sciences was intermediate. 

 
Table 2. The distribution of absolute and relative frequency of the organizational commitment of headquarters 
employees at Tehran University of Medical Sciences 

Frequency 
Ranking 

Absolute 
(Number) 

Relative 
(Percentage) 

Valid 
(percentage) 

Very low 1 1 1 
Low 42 33 33 

Intermediate 72 56 56 
High 12 9 9 

Very high 1 1 1 
Total 128 100 100 
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The results of Table 2 showed that 72(56%) of employees had intermediate, 43(34%) of individuals had low and 
very low organizational commitment. Therefore, more than half of the employees had intermediate, and about 
one third of them had low and very low organizational commitment. 

 

Table 3. The distribution of absolute and relative frequency of display political behavior tendency in 
headquarters employees of Tehran University of Medical Sciences 

Frequency 
Ranking 

Absolute 
(Number) 

Relative 
(Percentage) 

Valid 
(percentage) 

Very low 2 2 2 
Low 110 86 86 

Intermediate 6 12 12 
High 0 0 0 

Very high 0 0 0 
Total 128 100 100 

 
Table 3 indicated that majority (88%), of headquarters employees of the university had a very low and low 
tendency to political behavior in the organization. 

 
Table 4. The relationship between employees’ demographic information and organizational commitment and 
tendency to display political behavior in headquarters employees of Tehran University of Medical Sciences 

Demographic information Elements P df X2 

Gender 
Organizational commitment 0.647 4 2.48 

Political behavior 0.184 2 3.38 

Age 
Organizational commitment 0.817 12 7.58 

Political behavior 0.179 6 8.90 

Kind of employment 
Organizational commitment 0.273 16 18.91 

Political behavior 0.20 8 10.98 

Educational degree 
Organizational commitment 0.128 16 22.50 

Political behavior 0.55 8 16.87 

Work experience 
Organizational commitment 0.339 16 17.74 

Political behavior 0.157 8 11.86 

Experts in duties 
Organizational commitment 0.015 4 12.34 

Political behavior 0.51 2 1.36 
 
As it can be seen in Table 4, only a significant relationship was found between the employees who were experts 
in duties with organizational commitment (P=0.15). In other words, employees who had the organizational levels 
as experts, had more organizational commitment than those without such tenures. In addition, there was no 
significant relationship between organizational commitment and tendency to display organizational behavior and 
other demographic information of employees. 

 
Table 5. The relationship between tendency to display political behavior and organizational commitment 
dimensions in headquarters employees of Tehran University of Medical Sciences 

Dimensions of 

organizational 

commitment 

Emotional commitment Continuous commitment Normative commitment 
Organizational 

commitment 

r x2 df p r x2 df p r x2 df p r x2 df P 

Political 

behavior 
0.082 4.152 7.32 0.75 0.078 3.950 6.25 0.70 0.062 3.315 6 0.79 0.88 4.257 8 0.83

 
Regarding Table 5, no significant relationship was found between organizational commitment dimensions and 
tendency to display political behavior in the headquarters employees of Tehran University of Medical Sciences. 

4. Discussion 
In the present century, with the remarkable growth of displaying political behavior in managing organizations, 
most of the researchers’ efforts in the field of organizational behavior management, are focused on studying 
employees’ perceptions from political behavior. Most of the previous studies in this field, have tried to determine 
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the relationship between political behavior and political ethics, organizational commitment, power, 
organizational efficiency, and employees’ satisfaction (Gadot, 2007). The present study for the first time in 
Iranian healthcare system, addresses the relationship between tendency to display organizational behavior and 
organizational commitment in headquarters employees of Tehran University of Medical Sciences as the greatest 
and oldest medical university in Iran, which has the first scientific ranking in Iran and Middle East.  

The results of the current study indicated that the employees in Tehran University of Medical Sciences are at an 
intermediate level of organizational commitment, and all its three dimension. These findings are compatible with 
the results of other researches (Eskandari, 2010; Koohi Rostam Kalaee, 2012) which were conducted in Iran. 
However, they are in contradiction with the results of the study in Thailand (Liou & Cheng, 2010). 

Furthermore, “Delgoshaee” and “Kermani” stated that emotional commitment was the dominant commitment in 
the teaching hospitals in Hamedan city, in Iran (Delgoshaie&Kermani, 2008). Also, Yaghoobi et al. confirmed, 
this result in the employees of the hospitals under the supervision of Tehran University of Medical Sciences 
hospitals (Yaghoobi et al., 2007), although this was compatible with Hen at al. findings among the nurses in 
Korea (Han et al., 2009). This similarity can be due to identic leadership and management style of human 
resources and the kind of relationship between employees and managers in the related organizations. 

 Also, it was revealed that demographic information such as age, gender, kind of employment, educational 
degree, and work experience had no significant correlation with organizational commitment of the employees, 
except the employees who were experts in duties (p=0.015). Porter & Streets and Nehrir et al stated that the 
degree of organizational commitment had significant reverse relationship with age and work experience (Steers 
& Porter, 1983; Nehrir et al., 2010) which was not similar in contradiction with the results of the present study. 
Although, Allen & Mayer reported that there was an indirect relationship between employees’ demographic 
features and organizational commitment (Allen & Meyer, 1996). Moreover, Peter & Streets, Allen & Mayer, and 
Ensher& Grant-Vallone declared that employees’ job features in an organization, such as kind of employment, 
job enrichment, and task dependence could have significant positive relationship with organizational 
commitment (Steers & Porter, 1983; Nehrir et al., 2010; Allen & Meyer, 1996; Grant – Vallone & Ensher, 2001) 
which was not similar in line with the results of the present study. Although, in a lot of studies, there is a 
relationship between employees’ organizational commitment and their age and work experience (Steers & Porter, 
1983; Nehrir et al., 2010; Allen & Meyer, 1996; Grant – Vallone & Ensher, 2001; Allahdadi, 2012), that is not 
compatible with the results of the present study. This may be related to employees’ organizational commitment 
that is influenced by the rate of organizational justice and fairness which observed by the managers and 
supervisors. For the same reason, organizational commitment can further be influenced by rightful processes 
perceived by employees (Yaghoobi et al., 2012; Naami, 2011; Till & Karren, 2011). “Hasan Poor” could confirm 
this relationship in the headquarters employees of Tehran University of Medical Sciences in 2012 (Hassanpour, 
2014). 

On the other hand, display of political behavior in organizations is considered as the source of stress, conflict, 
poor performance, physical and mental intention to leave the work, burnout, ineffective communication with 
manager or supervisor, and finally it reduces organizational commitment (Weber et al., 2009). The results of 
current research indicated that majority of headquarters employees in Tehran University of Medical Sciences had 
low tendency to display political behavior in their organization. This confirms the results obtained by another 
similar research at this university in 2012 (Dargahi, 2012). It seems that employees of Tehran University of 
Medical Sciences believe that improvement of individual and organizational performance depends on 
non-political environments in their organizations. Although, other researchers reported that effective use of 
political behavior in organizations promotes organizational performance, affects logical decision-makings, and 
attaining organizational goals (Fritsch, 2010; Comer, 2010). 

Furthermore, the present study revealed that there was no significant relationship between employees’ display of 
political behavior and their demographic information. Although, other researchers reported, this was correlated 
with age (Ferris & Kacmar, 1992), gender (Larimer & Hannagan, 2010; Steel, 2004), work experience (Conner, 
2006), and organizational ranking or status (Muhammad, 2007). Also, Dubrin believed that it was not significant 
related with employees’ gender (Dubrin, 1989).  

Regarding the main aim of the present research, the relationship between display of political behavior tendency 
and organizational commitment and its dimensions among headquarters employees of Tehran University of 
Medical Sciences was not significant (P=0.83). But, Witt et al. and Cropanzano et al., and the other studies did 
not confirm this result (Witt et al., 2001; Cropanzano et al., 1997; Vigoda, 2000). Although, Xia &Elangovan 
stated that employees’ perception from power and politics in the organization as a predictive factor, can 
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influence their organizational commitment (Elangovan & Xie, 2000), which is in contradiction with the result of 
present study. 

The reason for contradiction between the results of current study with other researchers´ results due to low 
tendency to show political behavior among Tehran university of Medical sciences employees and having effect 
on their organizational commitment is not obvious. But, there is a huge influx of researches on employees’ and 
managers’ political behavior in organizations, and its relationship with several variables, such as organizational 
commitment, job satisfaction, organizational justice, and directors’ and managers’ ethics which all influence the 
organizational efficiency and employees’ satisfaction (Dargahi, 2013). 

5. Conclusion 
Regarding the development of organizations in new century, concentrating on qualified, proficient, and efficient 
human resources which is loyal, adaptable, committed and ambitious to organizational goals, is an important 
factor in organization productivity. On the other hand, organizations’ managers are trying hard to provide an 
environment away from political stresses and behaviors in order to promote organizational commitment. 

Although, organizational commitment of employees in Tehran University of Medical Sciences is not high based 
on the result of this research, loworganizational commitment does not depend on employees’ display tendency of 
organizational behavior. Therefore, the low organizational commitment of employees can be related to other 
organizational factors such as managers’ ethics, observance of organizational justice by supervisors, and some 
other factors which should be studied in future research and analyzed truly, so that it would be possible to 
provide necessary solutions and suggestions to increase organizational commitment.  
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