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ABSTRACT 
 
 Organizational Commitment is one of the important issues of management, particularly organizational behavior, which has recently 
been paid much attention. Creating ethical behavior within an organization, through its effect on other variables will promote ethical 
behavior among employees. This research aimed to investigate the relationship between ethical workplace and organizational commitment 
of 305 employees of Kerman Red Crescent Society in 2012. This research used a descriptive correlational method on 240 samples selected 
by stratified random sampling among the staff of Kerman Red Crescent society. The 23 items questionnaire of Gregory C. Petty and 24-
item questionnaire of Allen & Meyer (1996) were used to collect data for measuring workplace ethics and organizational commitment, 
respectively. Descriptive and inferential statistics (Pearson correlation and multi-variable regression) were used for collecting data. 
Findings showed that there is a significant positive relationship between ethical workplace and employees’ organizational commitment. 
Employees’ organizational commitment can be predicted by their perseverance. But, it is impossible to predict employees’ organizational 
commitment significantly through interest in work and their participation in workplace.   
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INTRODUCTION 
 
 Given that the Red Crescent Society is a non-
governmental organization and is established and 
works with charitable intention of helping people in 
emergencies such as earthquakes, accidents, floods, 
famine, etc., and since it mostly deals with those 
affected by vulnerable situations, it is essential to 
communicate with the victims of ethical issues. To 
provide services in this organization, having moral 
spirit and strong belief in work for God’s sake is 
vital. Therefore, employees with ethical behavior are 
very helpful for this organization and are more 
committed to the goals of their organization. 
 Over the last two decades the concept of 
organizational commitment has played an important 
role in research on organizational behavior. 
Organizational commitment is a concept through 
which the depth of employees’ dependence on their 
organization is determined.  Organizational 
commitment indicates the extent to which employees 
adapt themselves with organizational goals, value 
their membership in the organization, and are willing 
to make every possible effort to achieve 
organizational goals [5]. 
 Abbas Zadeh quoted the saying of Sistani 
Khanaman: “Islam has emphasized the importance of 
ethics and ethical principles in society, to the extent 

that the Holy Prophet Muhammad (PBUH) declared 
his mission to deliver the full Ethical Minds. Hence 
morality as a set of values, do’s and don’ts, can play 
an important role in the effective and efficient 
management.” Therefore, compliance with ethics in 
management includes truth, honesty, observance of 
equity and relevant decisions [1]. Morality usually 
deals with standards of behavior with different 
orientation, such as admirable and reprehensible, 
respect and contempt (Lyman, [6], translated by 
Gharayagh-Zandi and Ali).  
 Organizations play an important role in 
employees’ individual behavior. Creating ethical 
values within organization through influence on 
other variables can lead to the promotion of ethical 
behavior among employees [3]. 
 Findings of Bahari Far and Javaheri Kamel [3] 
indicate that compliance with ethics and moral values 
as an important phenomenon has received much 
attention in most organizations. 
 As mentioned above, in this study, the 
researcher determined to investigate the relationship 
between ethical workplace and organizational 
commitment of the employees of Kerman Red 
Crescent Society. Given the importance of 
organizational commitment in administrations, 
particularly in the Red Crescent Society, and since 
the staff in this organization mostly deal with 
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disaster, the injured and the poor, therefore, the main 
question is whether there is a relationship between 
ethics in workplace and organizational commitment 
of the employees of Kerman Red Crescent Society. 
  
Research Method: 
 
 This research is conducted to investigate the 
relationship between workplace ethics and 
organizational commitment of the employees of 
Kerman Red Crescent Society in 2012. On the basis 
of objective, this is an applied research. The method 
used in this research is descriptive- correlation. In 
terms of data collection this is a field research. The 
23 items questionnaire of Gregory C. Petty  
containing four dimensions of interest in work, 
perseverance, human relationship in workplace, and 
participate in work, and the seven-item Likert scale 
questionnaire of Allen & Meyer containing 24 
questions were used to analyze workplace ethics. 
This questionnaire consists of three sub-scales: 1) 
affective commitment 2) continuance commitment 
and 3) normative commitment. The reliability of 
each was 0.89 and 0.87.  Population in this research 
consists of 305 employees of Kerman Red Crescent 
Society in 2012. According to Kersul theory (2003), 
the study conducted on 240 samples selected by 
stratified random sampling. 
 In this research, data analysis was carried out 
using descriptive-inferential statistics methods. 
Descriptive statistics include frequency tables 
(frequency, frequency percentage, and cumulative 
frequency), mean, and standard deviation (SD). 
Inferential statistics include Pearson and Spearman 
correlation coefficients, and multivariate regression 
coefficient of determination. 
 
Research Findings: 
 
 Demographic characteristics of the respondents 
include: Gender, marital status, age, work  
experience, education, and type of employment. 
According to the data analysis, 135 employees 
(56.3%) male and 105 (43.1%) were female; 68 
employees (28.3%) were single and 172 (71.7%) 
married; 39 employees (16.3%) were under the age 
of 25 years and 93 (38.8%) were 26 to 35 years old; 
82 (34.2%) were 36 to 45 years old and 26 (10.8%) 
aged over 50; 83 employees (34.6%) had less than 10 
years of work experience and 116 (48.3%) 11 to 20 
years, and 41 (17.1%) had more than 20 years of 
work experience;  68 employees (28.3%) were high 
school graduates and 54 922.5%) with associate 
degree; 98 employees (40.8%) had bachelors and 

higher degrees; 82 employees (34.2%) were formal 
employed and 58 (24.2%) independent contractor, 54  
(22.5%)with contract agreement; 8 employees (3.3%) 
buying services and 38 (15.5%) partnership. 
 
Description of Research Variables: 
 
Description of the Ethical Workplace Variable: 
 
 This variable is comprised of 23 five-option 
questions. The mean and the standard deviation 
observed were equal to (4.39) and (0.58), 
respectively. These figures indicate a high level of 
workplace ethics in Kerman Red Crescent Society. 
To classify this variable, sum of the scores divided 
by the number of questions, according to which the 
obtained variable ranged from 1 to 5. 
 
Description of the Commitment Variable: 
 
 This variable is comprised of 24 five-option 
questions. The mean and the standard deviation 
observed were equal to (3.33) and (0.44), 
respectively. These figures indicate a moderate level 
of organizational commitment in Kerman Red 
Crescent Society. To classify this variable, sum of 
the scores divided by the number of questions, 
according to which the obtained variable ranged from 
1 to 5. 
 
Analysis of the Main Hypotheses: 
 
 Given the results of Kolmogorov-Smirnov test 
(KS-test) which indicated that the predictor and 
criterion variables were normal, therefore, it was 
determined to use the parametric Pearson test.  

 
There is a relationship between workplace ethics and 
organizational commitment of the employees of 
Kerman Red Crescent Society: 
 
 The results of Pearson correlation test indicated 
that the correlation coefficient between workplace 
ethics and organizational commitment of employees 
equals 0.296 with a p-value (significance) of 0.000, 
which is smaller than α= 0.05. Therefore, there is 
significant relationship between workplace ethics and 
employees’ organizational commitment. The positive 
correlation coefficients and slope of the fitted line 
indicate a direct relationship between these two 
variables. Besides, the coefficient of determination 
between two variables equals (r2=0.088), in other 
words, 8.8% of changes are common between these 
two variables (Table 1). 

 
Table 1: Pearson Correlation Statistics of the Relationship between Workplace Ethics and the Employees’ Organizational Commitment.  

Variable 
Test 

Organizational Commitment 
Pearson Determination 

Coefficient 
r2 

Relationship Type of 

Relationship  
Workplace 

Ethics 

Correlation Coefficient Significance 

0.296 0.000 0.088 is Direct 
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 The results of the analysis indicated that higher 

workplace ethics leads to higher organizational 

commitment among employees. In other words, there 

is a positive relationship between these two 

variables. 

 

Analysis of Sub-Hypotheses: 

 

There is a relationship between interest in work and 

organizational commitment of the employees of 

Kerman Red Crescent Society: 

 

 The results of Pearson correlation test indicated 

that the correlation coefficient between interest in 

work and organizational commitment of employees 

equals 0.098, with a p-value (significance) of 0.130, 

which is greater than α= 0.05. Therefore, there is no 

significant relationship between interest in work and 

employees’ organizational commitment (Table 2). 

 
Table 2: Pearson Correlation Statistics of the Relationship between Interest in Work and the Employees’ Organizational Commitment.  

Variable 
Test 

Organizational Commitment 
Pearson Determination 

Coefficient 
r2 

Relationship Type of 
Relationship  

Interest in 

Work 

Correlation Coefficient Significance 

0.098 0.130 0.088 no - 

 

 The results of the analysis indicated that higher 

interest in work doesn’t have a significant impact on 

organizational commitment of employees. In other 

words, there is no relationship between these two 

variables. 

 

There is a relationship between perseverance at work 

and organizational commitment of the employees of 

Kerman Red Crescent Society: 

 

 The results of Pearson correlation test indicated 

that the correlation coefficient between perseverance 

at work and organizational commitment of 

employees equals 0.175, with a p-value 

(significance) of 0.007, which is smaller than α= 

0.05. Therefore, there is a significant relationship 

between perseverance at work and employees’ 

organizational commitment (Table 3). 

 
Table 3: Pearson Correlation Statistics of the Relationship between Perseverance at Work and the Employees’ Organizational Commitment.  

Variable 
Test 

Organizational Commitment 
Pearson 

 
Determination 

Coefficient 
r2 

Relationship Type of 

Relationship 

Perseverance 

at Work 
Correlation Coefficient Significance 

0.175 0.007 0.031 is Direct 

 

 The results of the analysis indicated that a higher 

level of perseverance at work leads to higher level of 

organizational commitment among employees. In 

other words, there is a positive relationship between 

these two variables. 

 

There is a relationship between human relationship 

and organizational commitment of the employees of 

Kerman Red Crescent Society: 

 

 The results of Pearson correlation test indicated 

that the correlation coefficient between human 

relationship and organizational commitment of 

employees equals 0.061, with a p-value 

(significance) of 0.348, which is greater than 

significance level α= 0.05. Therefore, there is no 

significant relationship between human relationship 

and organizational commitment of employees (Table 

4). 

 
Table 4: Pearson Correlation Statistics of the Relationship between Human Relationship and the Employees’ Organizational Commitment. 

Variable 
Test 

Organizational Commitment 
Pearson r2 Relationship Type of 

Relationship Human 

Relationships 
Correlation Coefficient Significance 

0.061 0.348 0.009 no - 

 

 The results of the analysis indicated that higher 

level of human relationship don’t have a significant 

impact on organizational commitment of employees. 

In other words, there is no relationship between these 

two variables. 

 

There is a relationship between participation at 

workplace and organizational commitment of the 

employees of Kerman Red Crescent Society: 

 

 The results of Pearson correlation test indicated 

that the correlation coefficient between participation 

in work and organizational commitment of 

employees equals ˗0.082, with a p-value 

(significance) of 0.207, which is greater than 

significance level α= 0.05. Therefore, there is no 

significant relationship between participation at 

workplace and organizational commitment of 

employees (Table 5). 
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Table 5: Pearson Correlation Statistics of the Relationship between Participation at Workplace and the Employees’ Organizational 

Commitment. 

Variable 
Test 

Organizational Commitment 
Pearson r2 Relationship Type of 

Relationship Participation at 

Workplace 
Correlation Coefficient Significance 

˗0.082 0.207 0.001 no - 

 

 The results of the analysis indicated that higher 

level of participation at work don’t have a significant 

impact on organizational commitment of employees. 

In other words, there is no relationship between these 

two variables. 

 

The components of workplace ethics (interest in 

work, perseverance at work, human relationship, and 

participation at workplace) of the employees of 

Kerman Red Crescent Society can predict their 

organizational commitment:  

 

 Given that the calculated p-value (0.021) 

calculated in the regression coefficient test is less 

than the significance level 0.05, therefore, at this 

level H0 is rejected. In other words, the linear 

regression model is significant. The correlation 

coefficient r=0.219 represents the degree of 

relationship between interest in work, perseverance 

at work, human relationship, and participation at 

workplace with organizational commitment of 

employees. Whereas, the significance level equals 

0.021 and is smaller than α= 0.05, therefore, the 

relationship is significant. Given that R2adj value 

(adjusted r2) is equal to 0.032, therefore, all the 

variants entered in this model 0.032 can explain the 

variance of employees’ organizational commitment 

(Table 6). 

 
Table 6: Analysis of Variance for Linear Regression of Relationship between Interest in Work, Perseverance at work, Human Relationship, 

and Participation in Workplace with Employees’ Organizational Commitment. 

Source of Variation Sum of 

Squares 

Degree of 

Freedom 

Mean Square R R2adj F-value p-value 

Regression 1258.93 4 314.73  

0.219 

 

0.032 

2.96 0.021 

Remaining 24989.05 235 106.36 

Sum 26247.98 239  -

 

 The p-value calculated in the regression 

coefficient test equals H02 and is rejected at the level 

0.05. But H01, H02, H03, and H04 are not rejected at 

level 0.05. Since the t-value for perseverance at work 

equals 2.75 with a significance level of 0.006, 

employees have different levels of perseverance, 

their organizational commitment is different, and the 

β-value for perseverance at work equals 0.225; 

therefore, 0.225 of organizational commitment of 

employees can be predicted by their perseverance in 

work. However, employees’ organizational 

commitment cannot be predicted through interest in 

work, human relationship, and participation in 

workplace because their significance is greater than 

0.05 (Table 7). 

 
Table 7: Regression Coefficients for the Analysis of Relationship between Interest in Work, Human Relationship at work, and Participation 

in workplace with Employees’ Organizational Commitment. 

Variable Estimate of B Standard Error Standard Estimate 

of β 

t-value p-value 

Fixed 68.725 6.545  - 10.501 .000 

Interest in Work .149 .182 .060 .818 .414 

Perseverance at Work .729 .265 .225 2.748 .006 

Human Relationship at 

Work 

.129 .299 .039 .433 .666 

Participation at Work ˗.446 .286 ˗.130 ˗1.559 .120 

 

Discussions and Conclusions: 

 

 This research was conducted to investigate the 

relationship between workplace ethics and 

organizational commitment of the employees of 

Kerman Red Crescent Society in 2012.  

 The results of the correlation coefficient between 

the two variables of workplace ethics and employees’ 

organizational commitment show a significant 

relationship between these two variables. Besides, 

the positive correlation coefficients and slope of the 

fitted line indicate a direct relationship between these 

two variables. That is, when workplace ethics 

increases, employees become more committed to 

their organization. These results are in line with the 

results of Ashrafi [2], Bahari Far and Javaheri Kamel 

[3], Conkel and Fritz. The results of Pearson 

correlation coefficient show that there is no 

significant relationship between interest in work and 

employees’ organizational commitment. These 

results are in line with the findings of Ashrafi [2], 

Beheshti Far [4], Bahari Far and Javaheri Kamel [3]. 

The Results of Pearson correlation coefficient 

indicate that there is a significant relationship 

between perseverance at work and employees’ 

organizational commitment. Besides, the positive 

correlation coefficients and slope of the fitted line 

indicate a direct relationship between these two 
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variables. That is, when perseverance at work 

increases, employees become more committed to 

their organization. These results are consistent with 

the findings of Conkel and Fritz  and Ashrafi. The 

Results of Pearson correlation coefficient indicate 

that there is no significant relationship between 

human relationship at work and employees’ 

organizational commitment. These results are 

consistent with the findings of Ashrafi, Bahari Far 

and Javaheri Kamel [3], Conkel and Fritz. The 

Results of Pearson correlation coefficient indicate 

that there is no significant relationship between 

participation at workplace and employees’ 

organizational commitment. These results are 

consistent with the findings of Beheshti Far [4], 

Bahari Far and Javaheri Kamel [3], and Conkel and 

Fritz. The above mentioned results showed that 

higher workplace ethics lead to higher organization 

commitment of employees, indicating a direct 

relationship between these two variables. It can be 

concluded that when workplace ethics increases, 

employees become more committed to their 

organization and responsibilities. Thus, they are 

afraid to leave their organization and would be 

willing to pay heavy costs to stay there.  

 Findings of the research indicate that when 

employees work diligently, are conscientious, 

perform their tasks earnestly and perseveringly, and 

have a positive attitudes towards their organization, 

they will certainly have strong feelings towards their 

organization. When employees are compatible with 

their colleagues and believe in collaborative 

participation at workplace, they are likely to have a 

permanent commitment to the organizational goals 

and performance. In general, findings showed that 

there is a positive significant relationship between 

workplace ethics and employees’ organizational 

commitment. Employees’ organizational 

commitment can be predicted through perseverance 

at work, but it cannot be predicted significantly 

through interest in work, human relationship, and 

participation in workplace.  
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