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ABSTRACT

The aim of this research was to investigate the relationship between organizational culture and organizational
commitment among woman physical education teachers in Isfahan. For reach this aim, a total of 185 woman
physical education teachers from Isfahan city participated in this study. To data collection, all subjects filled in
Organizational Culture questionnaire (OCQ) and Organizational Commitment Questionnaire. Results showed that
the positive and significant correlations between overall organization culture and organizational commitment sub-
scales at the level of P<0.05. Furthermore, the positive correlations between organizational culture sub-scales such
as Involvement, Consistency, Adaptability and Mission with organizational commitment sub-scales (including
emotional commitment, continuous commitment and normative commitment) was significant at the level of P<0.05.
Based on these results we concluded that the organizational culture and commitment are the main elements for
promoting an innovative work environment and organization.
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INTRODUCTION

In the twenty-first century, with increasing spdiciation and individualization, the changes of istty and
technology have become more significant. Knowledg@o doubt the key resource while in such chanlgeab
processes [1]. Quinn, Anderson and Finkelstein §129gued that the key ingredient for organizaticnecess in
the post-industrial era has gradually shifted frolhysical asset management to intellectual capitdl kamowledge
asset. This is because the economic growth of tndusostly comes from the knowledge creation byf@ssionals

2].

Organizational culture is theorized to be the prifaetor shaping organizational procedures [3-4]ifyimg

organizational capabilities [5], providing solutida the problems [6] and thereby hindering or feating the
organization's achievement of its goal [7]. Fordiaeteal. (2002) and Tidd et al. (2001) stated tihat organizational
culture is a main element for promoting an innox@&tenvironment. The organization’'s culture represdhe
process of the way things are done [8-9]. In varistudies, culture is divided into a number oftstatach trait has
a different effect on performance indicators [16]order to study organizational culture, we us@iBen model. In
this model, culture elements include Involvemenbnglstency, Adaptability and Mission [7, 11]. Inveinent
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equips organization with multiple view point in d&@on making. It creates a sense of ownership asgansibility,
increases employee's commitment and hence impioresation and creativity. Organizations that valividual
authority, working cooperatively toward common goa@nd develop employee's skill, are theorizeattoeshigh on
this trait. The Consistency trait is also considecétical for achieving internal integration based its ability to
facilitate the coordination of activities [10]. Bhirait creates a sense of identity and a cleanfsetpectations [11].
Consistency is an indication of a system that iseuly well coordinated and integrated [7]. Addplity refers to
the degree to which an organization has the aliitglter behavior, structures, and systems inrai@esurvive in
the wake of environmental changes [12]. Adaptahilit fact, converts customer's interests and degiv internal
processes. The mission trait defines the orgapizatigoals and provides the organization's memiibransense of
purpose and meaning, as such, the mission emphastability and direction and helps the organizatto
orchestrate its relationships with the external ldvdd0]. Consistent with previous researches, efadtor of
organizational culture has a positive effect onpkeeormance [11, 13]. The values and behavioeiddrds have
been formed through organizational culture, actitass in processing the information [14].

Jones and George (1996) and Hargreaves (1992)daftranizational culture as the set of values, spstandards
for behavior and shared expectations that influgheeway in which individuals, groups and teameriact with

each other and co-operate to achieve organizatgoals [15-16]. These cultural elements and thelationships
create a pattern that is a distinctive part of myanization, as personality is unique to the irdlinal [17].

On the other hand, organizational commitment carscéire extent to which an organizational membéoyial and

willing to contribute to the organization. The seraf cohesion among members in the organizatiagheskey to
organizational effectiveness [18]. Only when orgational members have a sense of belonging witanizgtional
mission, goals, and values will they contributeedlbrts to their work and the organization [19-28hlancik (1977)
considered that organizational commitment was #febior of an individual expressed in corresponddndis/her
reliance on a specific organization [21]. To sorokaars, organizational commitment can explainvitilial and

organizational behaviors [22]. It is also believétht organizational commitment can effectively pcedhe

resignation of employees. In light of its significe, organizational commitment has been exploreatast issue in
the literature of organizational management [18].

Theories of organizational commitment result froevesal studies conducted by Sheldon (1971), anthikiek &

Alutto (1972). Buchanan (1974) and Steers (197 7Jerstudies concerning organizational commitmentfandd

that organizational commitment was affected by éhmeajor factors: personality, job specialty, andrkirg

experience [25-26]. The outcome affected by orgditmal commitment includes the retention willingag
retention demand, attending rate, and work perfaceaBased on the related theory, Steers (197 fopeal a
cause-effect relationship model. From this modefjanizational commitment is the intervening vargalthich
affects a member’s value, attitude, and behavitinénorganization [26].

Morris & Sherman (1981) indicated that organizasiocommitment is able to effectively predict the poyee’s
performance and turnover [27]. Meyer, Paunonenla®gl Goffin, & Jackson (1989) also found that angzational
commitment was a proper indicator of work perforo@nit is important for managers and leaders to mpaye
attention to the employee’s organizational committr{@8]. Based on documents presented the aimisfstiady
was to examination the relationship between orgsitigal culture and organizational commitment amamgnan
physical education teachers in Isfahan city.

MATERIALS AND METHODS

This study was the correlation study decision. iBigeints were included 185 woman physical educatéathers
from Isfahan city and their ages ranged from 24/&ars-old.

Instruments and Questionnaires

To data collection, all subject filled in Organipatal Culture questionnaire (OCQ) and Organizati@@mmitment
Questionnaire from Allen and Meyer (1993). The @igational Culture questionnaire (OCQ) was used to
determined organizational culture in participaftse Organizational Culture questionnaire consistigivolvement,
Consistency, Adaptability and Mission in 5-poinkéit scale. Also, organizational commitment questaire is
comprised of 24 questions and has 3 dimensionadimgy of emotional commitment, continuous committremd
normative commitment in 5-point Likert scale. Alsegliability questionnaire with Cronbach's alphar fo
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organizational culture and organizational committmeare obtained 0.91 and 0.94, respectively. THeded data
was analyzed by descriptive (mean and standaratien) and inferential (Pearson's correlation éest Cronbach's
alpha) statistical tests at the P<0.05 signifitam¢l with SPSS Version 15.

RESULTS

Table 1 shows the means (M) and standard deviaff®D} of organizational culture and organizatioc@inmitment
sub-scales among physical education teachers.

Tablel. Mean (M) and Standard Deviation (SD) in orgnizational culture and organizational commitment \ariables

Variables Mean (M)| Standard Deviation (SD)
Overall organizational culture 220.5 35
Involvemen 43.F 2.t
Consistency 55.9 2.1
Adaptability 56.6 2.4
Mission 65.5 2.5
Overall organizational commitment  35.5 15
Emotional commitment 36.9 2.1
Continuous commitment 34.4 2.6
Normative commitment 35.1 1.9

In addition, the matrix correlation among all vatis that used in this research presented in falBased on these
results the positive correlation between overadjanization culture and organizational commitmeri-scales was
significant at the level of P<0.05. Furthermoree ffositive correlation between organizational stddes such as
Involvement, Consistency, Adaptability and Missiith organizational learning sub-scales (includargotional
commitment, continuous commitment and normative oitment) was significant at the level of P<0.05.

Table 2. Matrix correlation between organizationalculture and organizational commitment

Variables Overall organizational Emotional Continuous Normative
commitment commitment commitment commitment
Overall organizational culture 0.89* 0.82* 0.80* 0.81*
Involvement 0.83* 0.85* 0.81* 0.79*
Consistency 0.76* 0.79* 0.87* 0.86*
Adaptability 0.85* 0.71* 0.78* 0.84*
Mission 0.81* 0.89* 0.80* 0.87*

*Sgnificant level at the level of P<0.05
CONCLUSION

Our results showed that the significant and positoorrelations between overall organizational celtand
organizational commitment sub-scales. Also, theaetations between organizational culture and owmgitnal
commitment sub-scales were significant (see tapl@faus, the strength of the correlations obtaiimethe present
research suggests that the organizational commit@ueah its sub-scales have a significant role inapizational
culture. These results are consistence with previesearch in this field.

Indeed, an examination of the literature is likelyconclude that organizational culture is on¢hef most popular
concepts in the fields of management and orgawoizatitheory [30]. One reaction of the popularitytioé culture
concept is the increasing number of theoreticagpexstives [31] and organizational disciplines whithize the

concept [32].

The implicit link between organizational culturedaorganizational commitment has long been recognizeboth
mainstream management literature [30]. An invesibgainto the establishment of organizational adtutherefore,
implies a study within school boundaries. Goffed aanes (1996) interpret the meaning of organimatioulture in
terms of the "community" of the organization andtigalarly in terms of how people relate to one theo [16]. The
latter implies that the culture of the organizato@m be viewed through a lens of sociology, whisults in the two
distinct human relations: sociability and solidariBociability refers to the sincere friendlinessomg the members
of the organizational community, whilst solidarigfers to the ability of the members of the orgation to pursue
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shared objectives quickly and effectively [16, 33Jso, several researchers suggest that the wawhith

organizational culture may create competitive atlwge is by defining the boundaries of the orgamimatn a
manner which facilitates individual interaction loyiting the scope of information processing to agpiate levels.
Similarly, it is argued that widely shared and sgly held values enable management to predict eyaploeactions
to certain strategic options thereby minimizing slkepe for undesired consequences [32].

Meyer et al. (1990) summed up the conceptualizatimorganizational commitment into two mainstred4.
Porter et al.(1974 regarded organizational commitment as a kind oftudihal inclination toward the
organization, which can be characterized into thypes: (1) value commitment containing a strontiebén and
acceptance of organizational goals and valuege(ntion commitment with a strong desire to renzapart of the
organization; and (3) effort commitment with a wijness to contribute more efforts to the interastshe
organization. A number of scales of organizatioc@hmitment have been developed from various dafimst of
organizational commitment. Porter et al. (1974)li@dpthe theory of individual and organization goahgruence to
the development of Organizational Commitment Quoestiire (OCQ) comprised the three dimensions ofieval
commitment, retention commitment and effort comneitin to measure organizational members in terms of
organizational loyalty, individual willingness tocldeve organizational goals, and individual acceqta of
organizational values [35].

It is the imperative of every organization to urgiand its own dynamic culture so that managerscegitalize on
the insights generated by the cultural perspecttiweield greater control over their organizatiohle culture of an
organization has an important impact on its perforoe [36]. In fact, the difference between orgaional success
and failure significantly depends on organizationdture to impact organizational operation [3@v&ral research
have emphasized that organizational sub-culturgsexiat independently of organizational cultured éimat a small
work group may have its own distinct set of valumdjefs and attributes [30-35]. Brewer (1993) lfiert suggested
that if an organizational culture is not articutht&trongly enough, the subculture may take precadewer the
organizational culture for individual employees ahds gain their commitment) [38]. However, moshdars
recognize that organizational commitment is loyadtyhe organization [39]. There are three chargsties: (a) one
believes in and accepts organizational goals ahgev@alue commitment), (b) one is willing to ma&e effort
(effort commitment), and (c) one has strong desirenaintain the membership of the organizationefréon
commitment) [38, 39]. Generally, on the basis afsth results, we can conclude that organizationtlreuhas a
positive correlation and meaningful impact on thrgamizational commitment in physical education kess.
Researches shows that every individual in the drgéion has different culture and he/she firsttyyadjust him
with the norms and values of the organization. atheption of culture of the organization is helgfud the teachers
to done their work efficiently and effetely.
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