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Abstract

Introduction

Job engagement and organizational commitment are two important job attitudes
that have been the focus of human resource management, organizational
behavior and psychology scholars over the past years. Therefore, the purpose of
the present study was to investigate the relationship between job engagement
and organizational commitment in employees of Mazandaran Province Gas
Company.

Method

The statistical population of this research was all employees of Mazandaran
Province Gas Company. Cochran's formula was used to calculate the sample
size. 85 employees were selected by stratified random sampling method. The
instrument included 5-item Organizational Commitment Questionnaire and 14-
item Job Engagement Questionnaire. Cronbach's alpha was calculated 0.86 for
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organizational commitment questionnaire and 0.92 for job engagement
guestionnaire.

Results
The findings indicated that there is a positive and significant relationship
between job engagement and organizational commitmen.

Discussion

Because Mazandaran Province Gas Company is a project-oriented and
service company, its employees are always faced with negative consequences
such as stress and burnout. Employees’ job engagement and organization
commitment can be a cure for these adverse job outcomes.

Keywords: job engagement, organizational commitment



bl 5 ane wlilly) Oldlas doee
\YAA/PANO Wlis 3l s gyl WA Skl 5 e VO DN-YVE
WA/ dlas 2l sl DOI: 10.22055/jiops.2019.31637.1156

Ol J o8y O Hl 50 Slojle wgxd 9 &S ol 3T o dlasl
Sz

* dases Sol>
Ol gl ol 03l Oll 58 @8 5 Sl cl.‘w iy sy e (68

oS>

b s bl amelr g Gloslo dgns 5 Jad ol il daly ) ol fags s
5ol 5l sl s alesls LSKas Ok lil S80S 0 ool i OLS LIS
o5 a5 S daesls (55315 et o 5 (63,8 ek g 3l AS e JUis oS S
bl il eds b Kl i)l o 5 a8 3 Ikl aelidins 53 51 ol hags 55 ool
5 A e G .J._.iuu.:_w\abl_»\il{wf\}ﬂluuwﬁ}w;bo L slosle dens aalilow
St a3l s bl al Sl 5 slas Gl 5 o Kle Jold jiio 5 Ll bssls Lo
Sl g 5 Lo ol o8 sl 0L el 2 w5 8 W KMO 5 F 050531 0 g
L Sleslw dgns 5 ol plidl o aaly 2 Sos sk 4 o )ls 55 (olo e 5 e alal
):A.S.)._izjfm_wjj o5 ol Jde Olgeay s Lo SIS ‘J)}_J)l)é\rfj\ oslazul
Al s ool b e s

VS WV S BICR P | 4 PR Y

L2 .)\ABJ‘,:...«.A o.l.'—.‘..g._,.; *

mohammadi.h.16@gmail.com :4tLf,


mailto:drmgolparvar@gmail.com

(0 sled YR8 Dlls 5 g Sl czin 0,33) 3180 Ol e Ao o205 Sl s sl ; Olalllas oo 14

4o dle

s s Mi s, S 1 aS Nien e pygin 5| o3l A 5 i 1
2 4 S35 b 5 0SS e o ggde 53 pl ol ol b IS e 5B OLSIS (5506
il e ol 8l @Lg.fjtg}ﬂ.um)f”;fs@\ crl o3 ik ol Comnl il e
Bl 1y Ll s il s OLa i sl (S50 5 s o plol 3131 oS asl i ol 5
Slal 5 Ol Slial 4 pliws Comse iy dias o ol Jas 53 0T 4 il 5 55 0
Sl ool sl ol 51 S5 Olsmeas 0SS ol 1. (Armstrong, 2008) 5 5 o OLas
S s S Al o Olaslos Ol oy LBl s o a5 53 el 0 S A5 O ke
S matp Gl nls 3L O e ST S 3l (65,00 i 5 A, (1, Vo LS L S
far g Sdm ) b ablie 5 (5ol (6l 1y g pake slaely il 5y Lol il QLSS ol 5
.(Report by Harvard Business Review Analytic Services, 2013) .tas

OLE i a0 o 45 LS (l5 5L Laaddle 505800 L SUSLIS w0 ool o350
Lgd oo st Jad adome s o3l OLE Jad 4 oS SLSLI sl als VL ol
{(Bakker & Leiter, 2010) J_as s ool pollas o a1y 55 Jas IS 5 i bs
Al el e G b 5 eS cd e SIS L das e 5 (J8) Ly sy SOl i ol
585 YL st ol (S 35 g st 331 T S 5 5 i
3525 50 5 08 5304 8 CS e 4 am g Lo byl oyl IS s (5 pdsllasl
Yongxing, Hongfei, Baoguo, & Lei, ) 553 o jas v B 9 555 5 — S
Gl g Olesluw Cilies &l QSIS (6 S8 5 (ol e 0 (i o131 (2017
el Glomen 5 s S5 sla i s sl slas Shes Oy 5 LS s 58
(Joles (S SLte el Ol giea LSS 1531 (Dicke, Holwerda, & Kontakos, 2007)
Ol s it o131 (M, 2015) 5 oo iy 5 0l Job 53 "33 4 3580 5 o
Ll e =S Gl plsil 5 Ol s s Ly (5 4 OLSSS g

1- job engagement

2- organizational commitment
3- dedication

4- vigor
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Table 1. Mean and standard deviations of research variables

Variable S.D Mean
Job engagement 0.28 2.76
Organizational commitment 0.50 2.74
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Table 2. The correlation and determination coeffficients between research variables

Correlation coefficient Coefficient of determination p

0.67 0.45 0.000
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Figure 1. Structural pattern of research
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