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ABSTRACT

The main goal of the research is to study the iefship between perceived organizational suppord an
organizational commitment of the staff of generfiice for sport and the youth in Mazandaran proendhe
statistical population of the research includestak staff of general office for sport and the yoint Mazandaran
province and they were 101 persons. 84 personkesketindividuals completed the questionnaires arwhise of
the limitation of statistical population, the sktical sample was selected as equal to the stzigpiopulation (Full
number). Research data was collected through twestipnnaires of Eisenberger & et al (1986) percdive
organizational support and Allen & Meyer's (199Gfanizational commitment. After a preliminary studly the
scales, reliability coefficient of questionnaires the organizational support questionnaire and tirganizational
commitment questionnaire were reporte@ €0.72) and (@ =0.82) respectively based on Cronbach's alpha
measure. Descriptive and inferential statistics eveised to analyze data. Also, Pearson’s correlatioafficient
was applied to analyze raw data. The findings shibthat there is a significant positive relationshiptween the
perceived organizational support in the staff ohgel office for sport and the youth in Mazandaraovince and
the organizational commitment and its componengk téassigned) commitment. The researchers sugbest,
observing the results from their research, that agers should create organizational support if thetend to
increase organizational commitment.

Keywords: Perceived organizational support, Organizationahmitment, Staff of general office for sport and the
youth in Mazandaran province.

INTRODUCTION

By increasingly sophistication of today societig®e mission of organization in order to satisfy éxgectation of
society individuals crucially becomes more sensiind important. In today world, it can be claintteat our world
is the world of organizations and becoming thesméiations more active, the problems of the sodredividuals
can be satisfied [1].

Among these, following multiple goals in today'sigdy, the sport organizations play a significasierin enhancing
the qualitative level of human beings' lives andirttperformance in the sport fields which meanwhibking
assistance from the principles and essentialseo$plort management is necessary. In order to geoyoung people
in the sport fields as well as their preparatiomational and international competitions, any styciequires the
bound teachers, trainers and personnel, which uhdeasurrent conditions, our need in such individisfelt more.
Today, the organizations observe (witness) manydad unpredictable changes in the environmentcépao
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attract and maintain the man force, today orgaitimatcompete on presenting welfare programs andetred of
paying attention to the staff.

Fortune journal witnesses this that publishes a ragking during the recent years in which 100 sigp@ompanies
are introduced which working in them is more desiier human force. In responding to the was of cetitipn on

human resources, the organizations invest on paifigr and improving the welfare programs and suppgrthe

staff and try to provide their staff with appropeavelfare possibilities and facilities as muchpassible, which in
such a space, they know their staff belonging &dtganization and the organization belonging entbelves and
for participation in the affairs of organizationcathe achievement of the organizational goals, thidynot refuse

any attempt and will assist the organization incemtering with the problems and difficulties. Twecddes ago, it
was uncommon to propose such issues and discuss thleowelfare and lateral programs in respectuppsrting

the staff but now, the organizations have pradtictdund that they will favor of investment on ingwing the

welfare and supporting the staff, since the stafévieel support, are bound and satisfied and dmastly leave the
organization and cause to create motivation foh hggogress in the job which all these factors wiprove the

performance of the organization and attain itsagivals [2].

In a super-analytical research, Riggle & et.al §ljowed that the organization support from the ssafbngly
increases the organizational commitment and it ecdsthe occupational (job) satisfaction and théopmance on
average.

Also, lack of supporting the organization from fihdividuals causes lack of the sympathetic growtd tck of
compatibility and visualization and consequentkgpendence on the organization and the appropréfermance
will be presented at an undesired level which dtiety, they cause lack of efficacy and efficienog amprovement
(progress) of the organization in today's ever ogtitipe world.

On the other hand, the perceived support has patemtd serious effects on the performance of tlyamization
and it can be an important predictor for the efficaf the organization. Through planning, maintereamand
optimization, valuation of human resources and ribeessary organizational supports, the bed fortioreaf

commitment among the staff can be created sinceptbgence of the commitment among the staff towérds
organization can be the introduction (preface) ofievement of the goals of organization. In additithe

organizational support assesses the level of comenit which the organization assumes against tlile stanpared
to the commitment which the staff assume agairt tirganization [3].

Based on the procedure of social transaction, theegived organizational support provides the remsiom
increasing the performance efficiency, helpingt¢bkeagues, improvement of the organization, thé stust in the
organization and the sympathetic organizational mdment[4]. In fact, the organizational support gicts the
organizational commitment [5].

The higher is the level of support given (presentgdhe staff, the staff will more be secured aghthe negative
effects of stressful conditions and decrease iirestéem [6].

Michael & et.al[7] expresses that the organizatioc@mmitment reflects the unique relationship betwehe

individual and organization and this relationsh@pvery important to illustrate the individual belmvin the

organization. Also, Brown [8] believes that theamizational commitment is a kind of support frora toals of the
organization, an attempt to realize the goals efdtganization and inclination towards continuihg thembership
in the organization. Lum & et.al [9] examined theason for paying attention to the level of occupel

satisfaction and satisfaction with the commitmemd ahowed that the perceived support in the orgdioiz is the
necessity to create the commitment. Thereforddfindividuals have a correct recognition of thgamization, they
will accept the normalities (norms) and value-basgstem of the organization.

They will change their insight, attitude and beloaaccording to it, they will find their correct@al and working
position and they will be accepted as real members.

The staff who perceive high level of organizatiosapport, they are more likely to compensate thygmization
support by the positive attitude and the desiretkimg behaviors. In this direction, creating thesitive attitude and
through the appropriate policy-makings and incregshe support and providing an environment freeen$ion and
upset (anxiety), the managers of sport organizatzause to create the commitment of the organizatitaff and
enhance it and decrease the anxiety among them [10]

166
Pelagia Research Library



Marziyeh Alijanpour et al Euro. J. Exp. Bio., 2013, 3(5):165-171

In a research, Panaccio and Vandenberghe[11] erahilre perceived organizational support, the omgaioinal
commitment and the psychological health among 22@qms of the staff. The findings showed that thera
positive relationship between the perceived orgatiomral support and the staff's health. Among theke
organizational commitment plays the mediator rdbeit there is no relationship between the norm-based
commitment and non-participation of the staff ahid ttauses to miss (lose) the psychological heaith service
leave .

In studying the perceived organizational suppord #me organizational performance in sport orgaiopatthe
mediator role of the organizational commitment émel organizational citizenship behavior, Rocha fid2jd that
OCB selects the role of mediator and causes te@eehhe organizational goals.

Dawley & et.al [13] showed that the support perediby the organization predicts the organizati@eshmitment
well. These researchers examined the role of thag@bles including leadership, supporting the sigpeand the
perceived support on behalf of the organizationttma organizational commitment, and the behavioategl to
searching a job in an American productive orgaipratThe results of their analyses showed thatpteeived
support from the organization predicts the orgdaioral commitment and the behavior related to deacca job
better than two other variables.

In a research, Jawahar and Hemmasi[2] examinedetfeet of the perceived organizational support be t
organizational commitment, and confirmed the pesitielationship between these two variables.

In a research, Currie and Dollery[14] examined teéationship between the perceived support and the
organizational commitment. The results of this aeske showed that except of the continual commitmére
relationship between different kinds of commitmemtd the perceived support has been diminished én th
organization over the time.

They refer to the importance of the level of thaffst perceived support and the organizational cament and
express that one of the tasks of the organizatotoiconsider suitable mechanisms to improve theldeof
commitment and support.

In a research, Makanjee & et.al [15] examined tlifece of the perceived organizational support or th
organizational commitment, the quality of servieesl radiographs. The findings showed that the dzgtianal
support has a positive effect on the organizati@eahmitment of the radiographs as well as the se{8trong)
changes in the organization have a negative effegresenting the quality of services .

Stinglhamber and Vandenberghe[16] examined théioakhip between the occupational conditions, theegived
support on behalf the organization, the perceivappsrt from the superior, the sympathetic commitimamnd
service leave in a sample including 238 personthefttaff. The results of this longitudinal reséasbowed that the
perceived support from the superior causes to &ser¢he sympathetic commitment and in this wagedreases the
service leave. The desired occupational conditioosease the perceived support from the organizatiod the
support increases the sympathetic commitment .

In a research, Eisenberger and Rhoades[17] exantiree@ffect of the perceived organizational supmortthe
organizational commitment and confirmed the positi@lationship between these two variables andladed that
increase in the organizational support causes ritividuals have more belonging to the organizatiowl their
satisfaction with their jobs would be more and emngently, they are more inclined to stay in theaaigation and
they will less incline towards service leave.

Finally, it should be indicated that the perceptidrorganizational support will be caused to createcommitment
in the staff in order to create the priviledges aedefits which may play an important role withire tramework of
high motivation [18].

In this direction, the sport organizations playiaportant role in today's lives and their performarin the sport
fields following multiple (various) goals.

If the sport managers provide some conditions leyrthupport that the staff would understand theoojmities
better and use the available resources more; uteldiybthe mission which they assumed will be penfed at the
best and they will achieve significant successehiégements) in the national, regional and glolmahgetitive
fields.
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Therefore, regarding to that the variables of thecgived organizational support and the organimatidactors.
Studying their relationship to each other is onelaf cases which can help significantly the marsagdrsport
organizations to manage the organizational affair it is effective in order to create the coortoraamong the
personal-organizational goals which is proposedoms of the most important factors for the orgamiret

efficiency and effectiveness. This study can befulse order to recognize the available situatidntlee above
mentioned variables in the desired (given) orgditmaas well as to depict the desired pattern doidtson.

MATERIALS AND METHODS

In view of the goal, the research is applied (fioral), and in view of methodology, this researels ldescriptive,
correlation method which was performed by field rggh. Statistical population of the research idetiall the
staff of general office for sport and the youtiMazandaran province consisting of 101 persons.é®ple of these
individuals completed the questionnaires and bexatithe limitation of statistical population, th&tistical sample
was selected as equal to the statistical populafalh number). Research data was collected throtwgh
guestionnaires of the perceived organizational stppisenberger & et.al[19] and the organizatioc@ihmitment
Allen & Meyer [20].

In this research, in order to calculate the duigbibf the used tools, before collection and analysf the
guestionnaires, data, the researcher initiallyridbisted 15 questionnaires among the above-mentipogdlation.
After the analysis of durability coefficients ofethgquestionnaires, the values of durability coedfiti for the
organizational support questionnaire and the omgditinal commitment questionnaire were reported0 a2
(Cronbachd¥ =0.72) and 0.82 (Chronbad =0.82), respectively.

Regarding to the research topic, the proposed igmssand kind of the obtained data, data analysis performed
by two descriptive and deductive statistics andgisif statistical software (Spss 16).

At the level of descriptive statistics, statistipgirameters such as the frequency, sum, mean amgre.used. At
the level of deductive statistics, Klomograf-Sme#dir(K-S) test was used to study the normality ofadand
regarding to the normality of data and in orderet@mine the relationship between the variablesyseas
correlation coefficient test was used.

RESULTS
According to descriptive findings
Description of Characteristics Frequenty Frequdtmgentage
Gender Male 51 60.7
Female 33 39.3
20-29 15 17.9
Age 30-39 43 51.2
40-49 18 21.4
Above 50 8 9.5
1-5 20 23.8
6-10 21 25
Service record 11-15 21 25
16-20 21 25
Above 20 years 1 1.2
Diploma 8 9.5
assistant degree 11 13.1
Academic Degree (Educationa|) B.A. 49 58.3
M.A. 16 19
Ph.D. 0 0
— Physical education 23 27.4
Academic field Non-Physical educatio 61 72.6
Conventional 27 32.1
Employment situation Contractual 32 38.1
Formal 25 29.8
Sum 84 100

Table 1: Pearson's correlation coefficient test fothe perceived organizational support and the orgaimational commitment

Predictor variable Criterion (norm) variablg NumhePearson's correlation coefficient Level of sigrafice
perceived organizational suppdrt  organizational mitment 84 0.011 0.921

Regarding to the findings of table 1, the correlattoefficient between the perceived organizatisoglport and the
staff's organizational commitment is equal to 0.@@tich is not meaningful at the confidence level %&%.
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Regarding to the data of the above table, it candmeluded that there is no meaningful relationsigépwveen the
perceived organizational support and the staffijgoizational commitment.

Table 2: Pearson's correlation coefficient testinpetween the perceived organizational support and thsympathetic commitment

Predictor variable Criterion (norm) variable NumhePearson's correlation coefficient  Level of sigrafice

Perceived organizational suppqrt  The staff's syhsiat commitment| 84 -0.209 0.057

Regarding to the findings of table 2, the correlaitoefficient between the perceived organizatisngport and the
staff's sympathetic commitment is equal to -0.208ictv is not meaningful at the confidence level &%@
Regarding to the above table, it can be conclutiat there is no meaningful relationship betweenpéereived
organizational support and the staff's sympathetiomitment.

Table 3: Pearson's correlation coefficient testingpetween the perceived organizational support and thcontinual commitment

Predictor variable Criterion (norm) variable NumhePearson's correlation coefficient Level of sigrafice
Perceived organizational suppgrt ~ Staff's contimoahmitment 84 0.141 0.202

As it is observed in table 3, the correlation ciméght between the perceived organizational supgodt the staff's
continual commitment is equal to 0.141 which is maaningful at the confidence level of 95%. Regaydpb the
data of the above table, it can be concluded thatetis no meaningful relationship between the gieed

organizational support and the staff's continuahedtment.

Table 4: Pearson's correlation coefficient testingpetween the perceived organizational support and thassigned commitment

Predictor variable Criterion (norm) variable] NumhePearson's correlation coefficient Level of sigrafice
Perceived organizational suppgrt  Staff's assigmethtitment 84 0.271 0.044

As it is observed in table 4, the correlation ciméght between the perceived organizational supgodt the staff's
assigned commitment is equal to 0.221, which isnimggul at the confidence level of 95%. Regardiodhte data
of the above table, it can be concluded that tleeeemeaningful relationship between the perceiwgnizational
support and the staff's assigned commitment.

DISCUSSION AND CONCLUSION

The staff's understanding about the level of suppbich they receive from the organization, is effiee on their
organizational commitment.

Regarding to the recent procedures in respect ninmation of the organizations, the working redaships have
significantly been changed during recent three desand some organizations prefer to pay lessieslgrages)
and consequently, they expect less commitment fhain staff.

However, many organizations are seeking for higfiopmance and the strategies of human resourcéstease
their staff's commitment which can (profit) provitteem with more (higher) economic interest.

In fact, in this view, the commitment is regardedagkey for the competitive advantage.

In this view, the organizational commitment as lleart of new human resources management, sepdritas the

traditional form of the staff's management. Fos thame reason, our country's organizations shadkl for some
procedures to increase the organizational commitroérheir staff. Accordingly, on of these guidedmis to
increase the support of organization on behalf Fobifn) the staff and/or to increase the commitmenthe

organization towards the staff. For this purpoegarding to that three factors including the orgational equality
and justice, the supervisors, support, the orgéinizal rewards and the desired occupational groamdghe most
important factors for perception of the organizatibsupport, the following points should be addedsby the
organizations:

Observing the justice in distribution of the resms among the staff and observing the equalitiénorganization
procedures, the support of managers and supenfisonsthe staff through giving participation themdecision-
makings, presenting the appropriate occupatioredidack and the respectful behaviors, since thé isiefne to

know the organization's representatives as reptiegetihe whole organization [21].
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The desired or undesired behavior of the managastienly a criterion (norm) for understanding sugport by the
manager, but also the support by the organizaRegarding to human resources plans are an impdréakground

for the perceived organizational support, the neden respect of the perceived organizational suipgan create a
bridge between human resources literature and rip@nizational behavior. As it was mentioned in ghevious

sections of this research, the goal of this re$erto study the relationship between the perckrganizational
support and the organizational commitment of théf & the case study of the general office forrspod the youth
in Mazandaran province.

The obtained results related to the hypotheseseofdsearch are as follows:

Regarding to the obtained data of the researchetlgeno positive and meaningful relationship betwehe
perceived organizational support and the orgamiraticommitment of the staff of general office §mort and the
youth in Mazandaran province. Consequently, thalres it disagrees with some findings such as Rod?] and
Makanjee & et.al[15] who express that increasirg plerceived organizational support by the staffeauo form
the positive beliefs towards the job and as a tedatrease in job leave (service desertion) anitbidrawing from
the organization. Therefore, it can be concluded by the organizational support of the staff,itiddviduals have a
good feeling towards the organization and they helleffective in achieving the organization togtsals. Therefore,
it can be indicated that the counter play and reacif the support perception from the organizatianses to create
the commitment because the commitment towards tganiation can be an important predictor for the
effectiveness of the organization, and it causefitimization and planning and maintenance of hureaources.
Regarding to the obtained data of the researchreti®e no meaningful relationship between the peszki
organizational support and the sympathetic commitnad the staff of general office for sport and tymuth in
Mazandaran province which its result disagrees witme findings such as Dawley & et.al [13] and @tiamber
and Vandenberghe [16].Therefore, it can be condudat bilateral and strict relationship is creabetween the
organization and the staff by perception of theaaigation's support.

Perceiving (Understanding) the support from theanization, the organization's staff believe that dinganization
knows them valuable. Therefore, this kind of suppman provide the ground to emerge the dimensidns o
commitment such as the sympathetic commitment whiabses the dependency and belongingness to the
organization and ultimately, they cause to crehéedfficiency and effectiveness of the organizationmespect of
achieving final goals. Therefore, it should be aaded that the creation of support in the orgaimaénd its
perception by the staff can make the ground (bed@merge the commitment at the level of organipatiad
provide the ground of individuals' success whicthis necessity for the organization achievement.

Regarding to the obtained data of the researchreti®e no meaningful relationship between the peszki
organizational support and the continual commitmeinthe staff of general office for sport and theuth in

Mazandaran province which its result disagrees witine findings such as Jawahar and Hemmasi [2}jeCand
Dollery [14] who express that the staff whop peveehigh level of organization support are more liiki

compensate the organizational support by the pesdititude and the desired working behaviors. &hesults
disagree with the results which are obtained

In the present research.Therefore, it can be cdeduhat increasing the organizational supporthef staff will
cause to increase their attempt in performing ttasiks and by enhancing the organizational supghatindividuals
have more satisfaction with their jobs and haves lexlination towards the service leave. Therefdre
organization can enhance the level of the perceswgzpbort by valuation for the staff's cooperatianorder to
improve its performance, on time acknowledgementhef additional attempts of the staff, paying ditento
general welfare of the staff and paying attentimthieir multilateral satisfaction, and enjoy thesipioe outcome of
it, i.e., the continual commitment of the staff.

Regarding to the obtained data of the researche filsea direct and meaningful relationship betwdenperceived
organizational support and the assigned commitroérthe staff of general office for sport and theugo in
Mazandaran province which its result disagrees thighfindings of Eisenberger and Rhoades [17] wipress that
the organizations where want to have bound sth#fy tshould verify their commitment towards themotigh
providing a supportive environment. Therefore, itt@nagers of sport organizations, to show their sttpgpwards
the staff, can provide them with appropriate octigpal conditions, have a just behavior to thenstribute the
organizational rewards justly, provide the staffthwithe opportunity for occupational improvement and
enhancement, give them the working authority andrajutee their occupational security. In additidre horm-
based commitment causes the staff know the orgémizas the market. Norm-based commitment causeigwm of
the staff, the organization would be somewhere ihegst their time, energy, abilities and motivation it and
expect that they would receive something for thissstment. They believe in the organization bec#usgbelieve
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that they have invested in the organization andebying the organization, they will lose their istrment which
there is a perfect congruity between these reanltisthe results obtained in the present research.

When the staff of an organization feel and belighat the organization considers them as valuabiops, and they
perceive the necessary supports from the orgaaizaii can be expected the ground for creation ofivation for
improvement and commitment at the level of orgaiwrabecause it causes they would perform thingt avel
evaluate their performance autonomously. In faot, of the social-cognitive effects of support ia tirganization is
to create the feeling of motivation in improvemantl commitment in the organization. For this saeason, it can
be expressed that the supportive factors are otteeahost influential factors in the organizatiooammitment and
it can provide the suitable success (achievemansgalisfying the need of individuals' improvemeFhterefore, it
can be attempted by teaching and training of familyironment and social environment and the orgdiugzal
support in generation and creation of motivatiod aammitment at the level of organization.
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