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ABSTRACT 

 
 The main purpose of the study is to examine the relation between Payam Noor University personnel's tendency to survive, West 

Azerbaijan Province based on supervision quality and organizational undertaking. The study method is descriptive – measurement. Most 

study findings state supervision quality and organizational undertaking have relation with the University personnel's tendency to survive.  
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INTRODUCTION  

 

 Education system dynamism depends on 

different factors such as employees with their work 

and interested in it with high undertaking and 

faithfulness regarding their duties and organization 

who do their best to create a sound and dynamic 

environment in the cultural organization [1]. We 

should bear in mind that there are someone’s who do 

not enjoy their work place and do not feel 

undertaking and dependency towards their job in any 

sector so they vex themselves and others until the 

end [2]. So it is necessary to try to improve the 

quality of human force because it is good for both 

personnel and the organization. The human force in 

line with organizational goals and values and 

interested in membership in the organization try 

beyond his (her) duties and is an important factor in 

the organization success; such employees promote 

the organizational yield in the community, are absent 

and delay less and leave their work less so the 

organization develop and grow more [3]. In contrast, 

if the employees feel low organizational faithfulness 

and undertaking  and prefer to leave their 

organization, they do not work in line with 

organizational goals and at the same time, influence 

other employees to ignore the organizational 

problems [4]. So nowadays organizational 

undertaking is one of most important motivational 

factors  developed vastly in the studies regarding 

industrial and organizational psychology in West. 

Organizational undertaking has different definitions 

and has a multidimensional structure with special 

effects on work and job aspects such as less absence 

and abandonment [5] and work [6] attempt [7]. 

Employees' organizational undertaking is positive or 

negative attitude towards the organization where they 

work not the work. In fact, organizational 

undertaking is the employees' harmonization with the 

organizational goals and values [8]; by virtue of 

actual definitions it can be said that there is no 

unanimity about its measurement (9); organizational 

undertaking influences personnel's operation and 

organizational outputs such as tendency to abandon 

the job, sale, profitability of the company and 

personnel's absence. Thus, the presence of 

organizational undertaking increases utility and 

improves and increases the quality of the services 

[3]. It is vital, important and priority to create 

organizational undertaking in the personnel because 

of its positive effects for the personnel's behavior, 

organization and managers [10]. The personnel with 

more undertaking observe the disciplines more, stay 

more in the organization and work more. The 

managers should keep and elevate the personnel's 

organizational undertaking [8]. So this study is to 

examine the relation of organizational undertaking 

and supervision quality with the university 

personnel's tendency to stay so it may be possible to 

define clearer the definitions and their relations in the 

organization; in line with this it should be noted that 

the personnel of high education system undertake 

important role in teaching and learning process and 

student's success, but they damage irremediably 

organization because they ignore and do not try to 

present their potentials in doing their duties so the 

educational quality decreases and people lose their 

confidence to the organization; then the organization 
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is obliged to spend too much to control and supervise 

personnel who have not organizational undertaking 

and have neither effect for the organization nor 

efficiency and utility for the system and are against 

the organization policy. So it is important to know 

the rate of the personnel's organizational undertaking 

in order to prevent the sources to lose and create 

organizational effectiveness, efficiency and utility 

[11]. 

 Also supervision quality influences 

organizational atmosphere and the relations between 

the personnel. In fact, it is possible to describe and 

analyze the school atmosphere by paying attention to 

the managers' role and their effect in developing 

schools. It should be noted that the managers' 

awareness and understanding regarding the 

atmosphere concept are very important in analyzing 

their operation because the school atmosphere 

influences teachers' and students' behavior, intensely 

shaping students' self – concept and their attitude 

towards study, operation and creating mutual 

relations [13]. So the quality of each system depends 

on its educational system and the quality of each 

educational system  depends on the managers' and 

teachers' quality [14]. Sullivan and Decker believe 

job plays an important role in people's life; the 

personnel not only pass a long time at work, but also 

their social position and identification is highly in 

relation to their work [15]. So it seems necessary to 

know different attitudes of people regarding their job 

and related outcomes. It is very probable that an 

employee who is not satisfied with his (her) job 

leaves it, is absent or leaves his (her) organization to 

join a better one. If the employee has a negative 

attitude towards his (her) organization, he (she) tries 

to form unions or join unofficial organizations [1]. 

On the other hand, personnel's undertaking may have 

positive outcomes; the personnel with undertaking 

observe disciplines more, stay more in the 

organization and work more [16].  

 Although conscience, work morals, interest and 

responsibility have definitions different from 

undertaking they are used in the same meaning; in 

other words, like many other organizational – 

psychological concepts undertaking has been defined 

differently, too [17]. Martyr Motahari says about 

undertaking as follows, "Undertaking means 

observance of some principles, philosophy or 

contracts in which human believes and observes 

them. A liable one should do the duties and achieve 

the goals he (she) has promised or contracted for 

"[18]. The most usual definition regarding 

organizational undertaking is a type of affective 

dependency on the organization; on the basis of this 

view one who is highly liable takes his (her) identity 

from the organization and enjoys his (her) 

membership there [13]. In their works Allen and 

Meyer believe in three main dimensions for 

undertaking; of course, their classification resembles 

Atzioni's very much: A) Affective undertaking. B) 

Rational undertaking. C) Normative undertaking. 

Sheldon, Counter and Buckanan have presented 

different definitions regarding organizational 

affective undertaking. Stirez and Wainer have 

presented some definitions concerning rational and 

normative undertakings, respectively. Barhim and 

Berman believe in active and passive undertakings. 

In their relatively new classification Balfour and 

Wechsler presented three types of undertaking: 

Exchangeable undertaking, assimilation undertaking 

and continuity undertaking and we have taken into 

consideration this classification [19]. The assimilated 

undertaking indicates the rate of cooperation, direct 

service to the community, profession view, politic 

influence, participation in the directors' decisions, 

employment and teaching. In such organizational 

undertaking employees in all levels are interested in 

participating in taking decisions regarding the work 

and their roles in the organization [20]. Continuity 

undertaking is feeling a type of undertaking based on 

continuity and relation because of rational and 

affective reasons. In fact, in continuity undertaking 

one is in relation to the organization through logic 

and rational processes [20]. Exchangeable 

undertaking indicates the process of the 

computations through which one computes his (her) 

benefits such as salary and fringe advantages, 

promotions, social position and availability to social 

networks related him (her) to the organization. In 

fact, such advantages are endangered, if he (she) 

leaves the organization [22]. Two general views 

regarding organizational undertaking have been 

proposed as follows: 

A) Affective (Attitude) view: The first view 

considers organizational undertaking as an 

affective(Or attitude) affair and it is possible to 

consider affective undertaking in this category. By 

virtue of this view the people define their identity 

according to the organization so they continue their 

membership in the organization to achieve their goals 

[8]. Attitude undertaking is one of the most important 

indexes to predict behavioural undertaking. Attitude 

undertaking indicates the employees protect their 

organization, their tendency to membership and less 

tendency to leave their service [18]. 

B) Behavioural view: The second view resulted from 

Baker's studies is behavioural view which considers 

undertaking as behaviour. By virtue of the view 

people depend on the organization because of more 

advantages and superiority rather than feelings and 

affections towards the organization. By virtue of the 

view the studies are mostly know the factors creating 

undertaking and its outcomes, but by virtue of 

behavioural view the studies preferably focus on 

knowing the effects of such behaviour on changing 

the attitude. It should be noted that one should not 

put these two views against each other during 

studying organizational undertaking, but if one 

examine both attitude and behavioural undertakings, 

he (she) may know properly the belonging and 
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dependency process regarding the organization; 

however, the behavioural view shows a clearer 

schema regarding organizational undertaking to one's 

behaviour; so by virtue of both views the directors 

should try to have dynamic relations between their 

employees' behaviour which necessitates educating 

continuously them to decease their resistance against 

necessary changes in the organization. Education 

makes the attitudes and behaviours more dynamic 

and helps one to leave dogmatism [18].  

 In addition to above views Allen and Meyer 

proposed a model of three parts and goes beyond 

distinction between attitude and behavioural 

undertaking in a way that the above mentioned 

researchers indicated as a mental state undertaking 

has at least three separable parts which are a type of 

tendency, need and necessity to continue the 

occupation in the organization. All the definitions 

proposed in field of undertaking include these three 

main subjects: affective  dependency on the 

organization, predicted costs due to leave the 

organization and necessity and duty to stay in the 

organization; each of these cases are examined as 

affective undertaking, rational undertaking and 

normative undertaking. The common point of all the 

three views is that they consider undertaking as a 

mental state indicating the relation between the 

employee and organization and implicitly indicates 

one's membership to continue or stop in the 

organization. Besides, it is clear that the nature of 

such mental states differ from each other. Affective 

undertaking indicates employee's affective continuity 

and his (her) identification is defined by the 

organizational values and gaols and he (she) has less 

problems with the organization. The employees with 

high affective undertaking keep their membership in 

the organization and continue to work there. 

Normative undertaking indicates the liability feeling 

and undertaking to stay in the organization and 

people with such undertaking consider their activity 

continuity in the organization as their duty and 

liability and feel they should stay. The introducers of 

this model believe that it had better to take into 

consideration the normative, rational and affective 

undertakings as the devices to create undertaking 

together [22].  

 

Supervision quality: 

 There are different definitions for supervision; 

supervision means the technique to treat people in a 

particular way whose work together leads to a (some) 

defined goal(s) [3]. The supervision quality creates a 

trusty, protective and social environment and plays 

specially an important role in the undertaking based 

on continuity. Supervision quality specially the 

quality and quantity of relations by the supervisor are 

effective in occupational satisfaction and the rate of 

leaving jobs by the employees [20]. As Robert Burn 

Bam says considering quality concept is preferably a 

value subject rather a real one so it is 

multidimensional and is meant in different ways [5]. 

Quality is never accidental and is always the result of 

intentional attempt and a will in line with producing 

a better product [5]. The different models and 

theoretical attitudes proposed to improve supervision 

behaviors’ include Kanter's enabling model and 

Hall's leadership model [19]. Morgan reports that 

official education and education on job are more 

effective in improving supervision skill than long 

experience in the organization [32]. 

 

Tendency to stay:   

 For the first time Lee and  Mody  and  Oreilly 

and Chatman indicated that the tendency to stay is 

the result and an aspect of undertaking; in line with 

this if people have assimilated with the 

organizational goals and missions, they feel more 

undertaking towards the organization so their 

tendency to stay there increases. Wainer and Vardi  

define the tendency to stay in the same job as the 

motive and internal potential in order to stay in the 

same position. Such tendency may lead to leave the 

job in special conditions and under the effect of 

different factors [24]. In their theories regarding 

organizational undertaking Groski, Herbie Niak and 

Aloto, Lee used tendency to stay to define 

organizational undertaking. As an attitude 

organizational undertaking may predict when 

employees leave their service or when they do not 

like to stay in the same position better than other 

work attitudes such as occupational satisfaction.  

 

Study history: 

 Several state and foreign studies were done 

regarding the field of the study and here we mention 

some of them as follows: Ariz Samani indicated that 

organizational undertaking and supervision quality 

have positive and significant relation with tendency 

to stay. In several studies there was positive relation 

between different dimensions of occupational 

satisfaction (Such as satisfaction with supervisor and 

colleagues) and organizational undertaking. Balfour 

and Wechsler, Kouk and Wall, Bert et al. Mckinsey, 

Podsakof and Ahren, Mc Farlin and Sueny and 

Morison confirm above conclusion. Mandana 

Rashidpour reported that there is a significant 

relation between organizational undertaking and 

tendency to stay in the same job. In several studies 

such as Balfour's and Wechsler's, Mody's et al. and 

Oreilly's and Chatman's there was positive and 

significant relation between organizational 

undertaking and tendency to stay. Balfour and 

Wechsler indicated that tendency to leave the service 

and replacing with other ones and tendency to stay 

have relation with organizational undertaking. 

 

The study methodology: 

 Present study is descriptive, measurement and 

correlative. The universe is all personnel of Payam 

Noor university personnel, west Azerbaijan, 
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Uroumieh branch namely they are 200 ones. The 

sampling method is simple random. By virtue of 

above data and the universe 120 subjects were taken 

into consideration by  Morgan's table. The reliability 

(Cronbach alpha coefficient) is 0.91 for the 

organizational undertaking questionnaire, 0.78 for 

the supervision quality questionnaire and 0.70 for the 

questionnaire regarding tendency to stay in 

organization that they are in acceptable rates.  

 

Study  findings: 

 In this section the hypotheses are tested by 

Pearson correlation coefficient.  

H1: There is relation between organizational 

undertaking and supervision quality.  

 Pearson correlation coefficient is  r = 0.304 for 

two above variables and the significance rate is P = 

0.000 so by confidence coefficient of 0.99 it can be 

said that the zero supposition is refused so there is 

significant relation between organizational 

undertaking  and supervision quality. The 

organizational undertaking is p< 0.05 and 

supervision quality is p< 0.01. 

 
Table 1: Correlation test to determine the the relationship between the formal and creativity Complexity. 

formality Creativity Test 

119/0 

 

239/0 

1 
 

145 

Pearson's correlation coefficient 

Significant level 

The sample size 

Complexity Creativity  

628/0 

 

000/0 

1 

 
145 

Pearson's correlation coefficient 

Significant level 

The sample size 

Centralization Creativity  

257/0 

 

010/0 

1 

 
145 

Pearson's correlation coefficient 

Significant level 

The sample size 

           

 H2: There is relation between organizational 

undertaking and university personnel's tendency to 

stay in the same job.   

 Pearson correlation coefficient is  r = 0.351 and  

the significance rate is P = 0.000 so by confidence 

coefficient of 0.99 it can be said that the zero 

supposition is refused so there is significant relation 

between organizational undertaking  and tendency to 

stay. The organizational undertaking is p< 0.05 and 

supervision quality is p< 0.01.  

H3: There is relation between supervision quality and 

the university personnel's tendency to stay in the 

same job.   

 Pearson correlation coefficient is  r = 0.162 and  

the significance rate is P = 0.038 so by confidence 

coefficient of 0.95 it can be said that the zero 

supposition is refused so there is significant relation 

between the two variables. So there is significant 

relation between organizational quality and the 

university personnel's tendency to stay. The 

organizational undertaking is p< 0.05 and 

supervision quality is p< 0.01.  

H4: The organizational undertaking and supervision 

quality have significant relation with the university 

personnel's tendency to stay in the same job.

 
Table 2: Variance analysis to determine differences between age and creativity. 

Significant level  

F 

Mean square 

root 

Degree 

freedom 

Total square 

root 

Sources changes 

000/0 880/196 577/14 

074/0 

1 

143 

144 

577/14 

256/7 

832/21 

Between group variance 

Internal group variance 

Total 

 

 By virtue of the findings shown in above Table  

the Pearson correlation coefficient is  r=0.352 and  

the significance rate is P = 0.000 so by confidence 

coefficient of 0.95 it can be said that the zero 

supposition is refused so there is significant relation 

between the two variables. So organizational 

undertaking and supervision quality have significant 

relation with the university personnel's tendency to 

stay. 

 
Table 3: Variance analysis to determine difference between service experience and creativity. 

Significant level 

 

 

F 

Mean square 

root 

Degree 

freedom 

 

Total 

square root 

Sources changes 

000/0 478/167 773/13 
082/0 

1 
98 

99 

773/13 
059/8 

832/21 

Between group variance 

Internal group variance 

Total 
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Summary and conclusion:  

 Present study was done to examine the relation 

of organizational undertaking and supervision quality 

with Payam Noor the university personnel's tendency 

to stay. Generally the study findings indicate that 

organizational undertaking and supervision quality 

have positive and significant relation with the 

tendency to stay. The study has interesting views 

about the relation of organizational undertaking and 

supervision quality with the tendency to stay. In this 

section we discuss and conclude from the study 

findings. By virtue of the findings from analyzing 

and testing the hypotheses it is concluded that there 

is positive and significant relation between 

organizational undertaking and supervision quality. 

Ariz Samani's findings indicated that there is positive 

and significant relation between organizational 

undertaking and supervision quality namely present 

study findings are in accord with the Samani's, but 

present study correlation is more than the Samani's 

perhaps because of geographic situation or different 

organizations. In several studies there was positive 

relation between different dimensions of 

occupational satisfaction (Such as satisfaction with 

the supervisor and colleagues) and organizational 

undertaking. Balfour and Wechsler, Kouk and Wall, 

Bert et al., Mckinsey, Podsakof and Ahren, Mc 

Farlin and Sueny  and Morison confirm above 

conclusion. So the evidences indicate there is a 

complicated relation between organizational 

undertaking and supervision quality and it is 

necessary to develop supervision quality in order to 

develop people's undertaking regarding their duties 

and organizational goals.  

 There is significant relation between 

organizational undertaking and tendency to stay.   

 Ariz Samani's findings indicated that there is 

positive and significant relation between 

organizational undertaking and tendency to stay 

namely present study findings are in accord with the 

Samani's, but present study correlation is more than 

the Samani's. Mandana Rashidpour reported that 

there is significant relation between organizational 

undertaking and tendency to stay in the same job and 

if the people have more undertaking towards the 

organization, they have more tendency to stay in 

their job that is in accord with present study findings. 

Several studies (Such as Balfour and Wechsler, 

Modey et al. and Oreilly and Chatman) reported that 

there was positive relation between organizational 

undertaking and tendency to stay.  

 Balfour and Wechsler indicated that tendency to 

leave the service and replacing with other ones and 

tendency to stay have relation with organizational 

undertaking; namely if organizational undertaking is 

higher, the tendency to stay in the same job is higher, 

too and leaving the organization and occupational 

replacements decrease. Tomlinson and Jhonkins  

indicated that there is positive and strong relation 

between organizational undertaking and staying in 

the same job.   

 By virtue of different studies such as Fris's and 

Arania's, Hum's, Katerberg's and Hulin's, Modey's 

and Stiren's and Porter's, Oreilly's and Caldon's, 

Wainer's and Vardi's and Stampf's and Hartman's 

there is significant relation between  organizational 

undertaking and tendency to stay in the same job. So 

organizational undertaking influences the people's 

tendency to stay in the organization. 

 There is significant relation between supervision 

quality and tendency to stay.   

 Ariz Samani's findings indicated that there is 

positive and significant relation between supervision 

quality and tendency to stay namely present study 

findings are in accord with the Samani's. 

 Seyed Ahmad Tabatabaei reported that the 

motivational factors play some role in directors' and 

specialists' staying. 

 Nicolson's, Gambeta's and Luhman's findings 

are considerably in accord with the relation between 

supervision quality and tendency to stay. So 

supervision quality influences the personnel's 

tendency to stay, but the rate of influence is less than 

organizational undertaking namely organizational 

undertaking is more effective on the personnel's 

staying. The organizational undertaking and 

supervision quality have significant relation with the 

personnel's tendency to stay.        

 Ariz Samani's findings indicated that 

organizational undertaking and supervision quality 

have positive and significant relation with the 

personnel's tendency to stay namely present study 

findings are in accord with the Samani's. 

 Considering the findings indicate organizational 

undertaking and supervision quality have positive 

and significant relation with the personnel's tendency 

to stay following items are proposed in line with 

main goal of the study and its findings: 

 It is necessary that the superior managers and 

high education theorists be sensitive regarding 

increasing organizational undertaking with 

supervision quality and their personnel's tendency to 

stay. By virtue of the training on job programs the 

managers should be familiarized with the concepts: 

organizational undertaking and supervision quality 

and the methods to create motives among the 

personnel  leading to personnel's tendency to stay in 

the university.  

 Considering present study findings are gained 

from the university  personnel of high education and 

the organizational undertaking subject is up-to-date 

but nothing  is done to increase organizational 

undertaking  it is proposed that high education have 

some programs to promote it. 
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