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Abstract: The aim of the study is the survey of the relationship between organizational culture, job satisfaction,
organizational commitment and intention to stay. The study population was all the health personnel's of
Zahedan University of Medical Sciences and by stratified random sampling 385 people were selected for the
study. For data analysis of the study questions, correlation statistic methods and to survey the relationship
in the proposed model, sequential simultaneous multiple regression analyses was used. The results showed
that Clan culture had positive and significant relationship and Adhocracy and Market culture had negative and
significant relationship with intention to stay. By Liserl software, the various goodness of fit index were
calculated and based on the high value of GFI, RMR, IFI, CFI, NFI and low value of SRMR index, the mentioned
model is of high goodness of fit.
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INTRODUCTION or the lack of fulfillment is affected by the above factors

Medical sciences Universities had many human organizational behavior.
resources with various specialization, inclinations and Human resources of each organization before and
interest. These great human resources are responsible to after  e ntering the organization have some desires and
provide health of all the people covered by the needs [1]. It is obvious that their dynamics and fulfilling
universities via developing the health and educational the needs with the aim of satisfaction, increasing the work
services. These duties as a part of society development motivation, loyalty and stay in the organization requires
require effective application of committed and motivated a good background in which the common concepts and
human resources. Human resources of Universities beliefs are prevalent among all the employees and
working in various fields in an environment affected by managers and the behavior of these resources is managed
social texture, population dispersion, special climatic and to be consistent with the organization goals and maximum
geographical conditions and unequal use of welfare use of knowledge, capability and their attitude. These
facilities, they have the expectations that their fulfillment common  perceptions  and concepts of the organization 

or other internal components, views and their
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members affecting their behavior are called organizational competition and productivity in these organizations are
culture [2]. Hoy and Miskel considered the organizational obtained via more emphasis on external control and
culture a system of orientations keeping the society or success. In this culture the leaders are persistent and
organizational unit connected and give a distinct identity what links the members with each other is the emphasis
to it [3]. on victory competitive works and emphasis on achieving

Cameron and Quinn believed that organizational success and fulfillment of aims. Success term in this
culture is consisting of the main values, assumptions and culture is participation in the market.
interpretation of the approaches defining the In Hierarchy culture decision making, standardized
characteristics of an organization [4]. And four types of rules, control mechanisms and audit are key factors of
organizational culture are as following: success. Long term goals of the organization consist of

The first ideal form of organizational culture is clan stability, predictability and efficiency. In hierarchy culture,
culture. The characteristic of clan culture of team work is the organization is mostly structured and formalized.
the participation of the staffs and organizational These procedures define what people should do and the
commitment. Working groups receive reward based on leaders are the best coordinators and organizers of
group performance (not personal) and staffs are thought in productivity. Keeping formal policies links the
encouraged to improve their work and organizations in a people of the organization to each other and the long term
powerful environment. In clan culture, the environment is aim of the organization is the stability in performance with
friendly and the people share the work and the operation efficiency [4].
organization is similar to a wide family. The leaders and Organizational culture affects various factors inside
supervisors of the organization are mentors and the organization  as  performance,  commitment,
facilitators of the affairs and the glue that maintains the belonging and people satisfaction. Motivated human
organization together is loyalty, tradition and beliefs. The resources are the most effective factors in fulfillment of
commitment is prevalent in the staffs of the organization organizational goals and this aim is rooted in their job
and the organization emphasizes on the development of satisfaction and happiness [5]. Job satisfaction is a mental
human resources and correlation of the morale of people. phenomenon as the result of collaboration between

Adhocracy is accountable for confusion attitude and behavior and positive attitudes and feelings
environments and rapid conditions of the new century. people have toward their job. When a person says he is
Innovation, creativity and pioneer are some assumptions satisfied with high job, it means that he really loves his
that organizations by them achieve success. This culture job and he has good feeling about it and his job is
considers the main duty of management educating valuable [6].
entrepreneurship, creativity and emphasis on superiority In organizational literature, one of the important
and benefits from creativity to achieve profitability and issues is organizational commitment. Organizational
benefits. One of the important goals of Adhocracy culture commitment is one of the manifestations of attitude and is
is educating flexibility, consistency and innovation in defined as a mental and reasonable relation to some
unsure and unclear conditions. This culture emphasizes issues. Thus, by improving the attitude in one thing, the
more on individualism, risk taking and future prediction. commitment can be increased [7]. Understanding the
For example, the counseling companies for the demand of commitment is useful for the organizational and the
each customer has a separate behavior from others and society. Because it creates the innovation of the staffs,
for each project create a temporary organizational plan more stay in the institution and more competition power
that the structure is destroyed when the work is finished and the society will have more productivity of the
or the project is finished. organizations and better quality of the  products  [8].

Market culture imagines a form of the market not Allen and Meyer, defined and classified organizational
considering the market as marketing duties or the commitment to three dimensions of affective commitment
presence of consumers in work place and it shows a kind (emotional belonging of a person to organization),
of organization with the duties as a market inside. In other continuance commitment (relate to intention to stay in the
words in this model, the orientation is to the external organization for the costs of organization leave or rewards
environment as clients, customers, unions and providers. of staying in the organization) and normative commitment
The organizations in which the dominant culture is market (the obligation to stay as a member of the organization)
culture, they have dominant values of productivity and [9].
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The intention to stay is defined the probability of the  from the second half of 2007 to the end of first half of
staying of the staffs in the organization with the current 2012 they approved the demand of transferring 179
situation of employment [10]. The reasons of stay in the people  to outside of the province and the demand of
organization are satisfaction of job situation, resignation of 15 people (this statistics is without
organizational commitment and the lack of organizational considering the unapproved demands as leave without
opportunities in other organizations. The reasons of leave wage, mission to other organizations and early retirement).
are various including the low morale of staffs, Thus, according to the increasing demands of the society
dissatisfaction of the customers [11]. And low to receive the health services and the necessity of
performance of the organization [12, 13]. As decision to organized planning for good responding to the needs and
leave the organization is the final actions a person do [14]. gathering human resources of health institutions as the
Knowing the effective factors on leave of the staffs, valuable assets of the organizations and increasing their
provide the opportunities to reduce the costs and motivation to respond the needs inspired the researcher
teaching new staffs, increasing the morale of the existing to do the study. Because recognizing the organizational
staffs give the customers satisfaction and increasing the culture and being informed of its relation with other
productivity for the organization. factors with the intention to stay of the personnel working

It is obvious that the position of fulfillment of society in the university provided a background for the managers
health is in Medical Sciences Universities and the that by human resources management and improving the
universities and subsections affected by organizational knowledge and turning the personnel to efficient elements
culture. Culture is one of the effective factors on the in such structure and thinking about the requred
behavior of people in the organization having an strategies to increase the commitment and their
important role in achieving the goals [15]. satisfaction of working in the organization guarantee the

The health personnel working in Medical Sciences development of various missions to achieve the
Universities as professional people have special skills and university goals. Thus, the results of the current study
the role of them is unavoidable in presenting health can show the organizational culture role on organizational
services and mission of the universities and assuring of commitment and job satisfaction and their mediating role
their stay is a kind of investment on efficient human on intention to stay of the staffs. The conceptual model
resources. Indeed, the presence of qualified human of the study is shown in Figure 1.
resources and the attempt for their satisfaction and stay
defined the competition advantage of the organizations. Review of Literature: In a study, regarding the
It can be said that the lack of creating good conditions for relationship between organizational commitment and
these people where there is mobility and work space is intention to stay of the nurses, the highest correlation
good in other organizations and environments and it leads between affective commitment of the nurse and intention
into their lack of intention to stay and if mobility is not to stay was 0.444 and in the next stage between normative
provided, they stay without work motivation and the commitment and intention to stay as 0.378 [16]. The
outcome is low work and reduction of services quality, results of a study about the job satisfaction of nurse
delay, absence and leaving work. This imposes heavy staffs working in the hospitals of Zahedan hospitals show
costs of using control methods on the organization and that  nursing  personnel  had  good  job  satisfaction
makes the staffs dissatisfied. The survey of the statistics (mean 3.847). The results of five components of job
of Medical Sciences of Zahedan University  shows  that satisfaction  showed that the mean of all the components

Fig. 1: The conceptual model of intention to stay 
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except the payment method component had good A brief review of the mentioned findings shows that
condition and it had the highest mean of job satisfaction
variable as satisfaction of the supervisor, work
satisfaction,  co-workers satisfaction, satisfaction with the
promotion system and satisfaction with the payment
method [17]. The findings of another study showed that
nursing personnel had good organizational commitment
(75.86). The highest commitment was dedicated to
affective commitment and the lowest commitment in
normative commitment [18]. The findings of the study of
Jahangir et al. showed that there was a positive
relationship between job satisfaction of the nurses and
affective and normative commitment but there was a
negative relation between job satisfaction and
continuance commitment [19]. Abzari et al., in his research
emphasized on the positive and significant relationship
between the type of organizational culture and the
intention of the faculty members to leave the university
[20]. In an another study, Zare found that the correlation
between two variables of organizational culture and
keeping specialized human resources in the study
hospitals was 97% and organizational culture had direct
and positive effect on keeping the human resources [21].
Saruqi, in a study titled the organizational commitment
and its relation with the intention to leave found that there
was a significant relationship between each of the three
components of organizational commitment and the
intention to leave of the members of study population
[22]. Beek and Gritsen, in a study found that there was an
association between organizational culture and the quality
of the presented services by the nurses to the psychic
patients. Clan culture had positive relation and market
culture had negative association with presenting the high
quality services [23]. The results of the study of Park and
Kim, showed that among the various cultures, clan culture
had positive and significant relation with job satisfaction
and clan culture had negative and significant relation with
the intention of the nurses to leave the service while
hierarchy culture had positive and significant relationship
in this case [24]. Ho et al., in a study on 532 nurses in the
south of Taiwan hospitals found that job satisfaction of
the nurses had positive effect on their job commitment
[25]. Al-Husseini, by the study of the nurses of 41 nursing
homes in Miami found similar results [26]. In a study
regarding the relationship between the job satisfactions,
organizational commitment and intention to leave of the
hospital staffs performed by Mosadeghrad et al., job
satisfaction and organizational commitment was correlated
with intention to leave [27].

various organizational cultures have various effects on
people attitude and their perception has important role in
formation of their behavior and performance [2]. Thus, the
successful managers via recognizing good culture make
a trust between the managers and staffs and motivate
people and mange information flow. The good function of
the components of culture can form the internal relations
and values and the values lead into the creation of reliable
beliefs about the organization goals, improving
organizational commitment, intention to stay and increase
of productivity.

MATERIALS AND METHOD

As in the current study, we investigated the relation
of perception of organizational culture, job satisfaction,
organizational commitment and intention to stay of health
Personnel's of Zahedan University of Medical Sciences,
the study is descriptive- correlation type. The study
population was including all health personnel working in
Zahedan University of Medical Sciences including
general physicians, specialized, nurses, midwifery,
experts, Anesthetist and operation room experts,
assistants, radiologists, lab sciences experts and medical
documents experts. By stratified random sampling method
and to prevent the exclusion of the samples, 400 sheets of
questionnaires were distributed by referring to the work
place of the staffs in 12 hospitals in the province and by
dedicating good time, 385 questionnaires were completed
and collected. To investigate the organizational culture,
the revised Cameron and Quinn questionnaire was
applied. Cranach's alpha coefficient of the questionnaire
was reported 0.75 by Dadgar [15]. To evaluate the
organizational commitment, organizational commitment
questionnaire of Allen and Meyer was applied [9].
Cranach's alpha coefficient of affective, continuance and
normative dimensions by Beck and Wilson was 0.85, 0.83
and 0.77 and was 0.69 in general three dimensions [28]. To
evaluate the job satisfaction, job descriptive index Smith
Kendall Hulin was used [29]. The validity and reliability of
test was report 0.89 by Smith et al. [29] and Bambai ro,
0.83 [30]. And Attar as 0.86 [31]. To evaluate the intention
to stay, the intention to stay questionnaire of Good, Page
and Young was used [32]. They report Cranach's alpha for
the specialized and non-specialized jobs 0.82, 0.80,
respectively and the researcher report as 0.79.

According to (Table 1), among the means of different
kinds of organizational culture, job satisfaction
dimensions  and organizational commitment and intention
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to stay, the highest mean was dedicated to satisfaction of In the second stage, in accordance with Tables 3 and
supervisor and the least mean was dedicated to 4, the survey of the relation between exogenous variables
satisfaction of payment. The findings of the Table and mediating variables of job satisfaction and
showed that the relationship between the dependent organizational commitment showed that Adhocracy and
variable of intention to stay and all the variables except market cultures had significant and positive relation with
satisfaction variable of the co-workers was significant. the satisfaction of the co-workers. Hierarchy culture had

The findings of conceptual model analysis of positive and significant relation with satisfaction of
intention to stay. payment, the work itself and continuance commitment.

Question1- Is there any significant relation between Clan culture had positive and significant relation with
perception of organizational culture and intention to stay payment satisfaction, promotion opportunities and
of the personnel? affective commitment and negative and significant relation

In the first stage, in accordance to Table 2, the survey with the satisfaction of co-workers, the work itself and
of the relation of exogenous variables of different kinds of normative commitment. Clan and hierarchy cultures were
organizational culture and endogenous variable of positive and significant predicators and Adhocracy
intention to stay showed that clan culture was positive culture was negative and significant predicator of
and significant predicator of intention to stay and intention to stay. But market culture didn’t predict
adhocracy and market cultures were negative and intention to stay. Satisfaction of the work itself,
significant predicator of intention to stay. supervision, affective commitment, continuance and

Question  2-  Is  there any significant relation normative directly was significant predicator of intention
between perception of organizational culture, job to stay. But satisfaction of promotion opportunities,
satisfaction and organizational commitment of the payment and co-workers directly didn’t predict the
personnel? intention to stay.

Table 1: Results the mean, standard deviation and correlation coefficient of variables
Variables Mean S.D 1 2 3 4 5 6 7 8 9 10 11 12 13
Clan 2.81 0.8 1 0.82 0.64 0.81 0.41 0.06 0.5 0.28 0.2 0.51 0.16 0.06 0.33

** ** ** ** ** ** ** ** ** **
Adhocracy 2.84 0.73 1 0.76 0.77 0.31 0.19** 0.44 0.21 0.22 0.46 0.2 0.11 0.2

** ** ** ** ** ** ** ** * **
Market 3.03 0.66 1 0.68 0.22 0.26** 0.34 0.19 0.2 0.35** 0.12 0.15 0.16

** ** ** ** ** * ** **
Hierarchy 2.93 0.77 1 0.37 0.16** 0.42 0.28 0.2 0.43 0.23 0.13 0.31

** ** ** ** ** ** ** **
Pay 2.5 0.69 1 0.02 0.3 0.2 0.05 0.33** -0.007 -0.02 0.15

** ** **
coworkers 3.36 0.8 1 0.03 0.13 0.28 0.10* 0.14 0.17 0.09

** ** ** **
opportunity for 2.57 0.79 1 0.29 0.16 0.36** 0.007 0.03 0.15
 promotion ** ** **
the work itself 3.17 0.74 1 0.22 0.40** 0.15 0.25 0.41

** ** ** **
supervision 3.4 0.84 1 0.18** 0.07 0.1 0.23

* **
Affective 2.9 0.69 1 0.15 0.23 0.52

** ** **
Continuance 3.18 0.56 1 0.18 0.22

** **
Normative 3.14 0.39 1 0.32

**
Intention to Stay 3.01 0.89 1
P <0.05 *   P <0.001**

Table 2: The prediction of intention to stay on the type of organizational culture
Exogenous Variable R R T Sig2

Clan 0.37 0.13 0.36 3.79 0.0001
Adhocracy -0.23 -2.37 0.0001
Market -0.05 -0.78 0.01
Hierarchy 0.24 -2.7 0.43
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Table 3: The prediction of job satisfaction based on the type of organizational culture

Pay Coworkers Opportunity for promotion The Work itself Supervision
-------------------------------------- ------------------------------ ------------------------------------ -------------------------------- ------------------------------------

Exogenous Variable R R T Sig R R T Sig R R T Sig R R T Sig R R T Sig2 2 2 2 2

Clan 0.42 0.18 0.33 3.61 0.0001 0.33 0.11 -0.4 -4.1 0.0001 0.5 0.25 0.41 4.63 0.0001 0.3 0.09 -0.24 2.49 0.01 0.23 0.05 0.01 0.18 0.85
Adhocracy -0.0001 -0.005 0.99 0.24 2.46 0.01 0.09 1.07 0.28 -0.13 -1.38 0.16 -0.11 1.07 0.28
Market -1.2 -1.74 0.08 0.25 3.34 0.001 -0.009 -0.13 0.89 0.008 0.1 0.91 0.07 0.93 0.35
Hierarchy 0.19 2.21 0.02 0.12 1.35 0.17 0.02 0.27 0.78 0.18 2.04 0.04 0.06 0.63 0.52

Table 4: The prediction of organizational commitment based on the type of organizational culture
Affective Continuance Normative
--------------------------------------------- ------------------------------------------------- -----------------------------------------------

Exogenous Variable R R T Sig R R T Sig R R T Sig2 2 2

Clan 0.52 0.27 0.42 4.8 0.0001 0.26 0.06 -0.15 -1.52 0.12 0.18 0.03 -0.2 2.03 0.04
Adhocracy 0.12 1.39 0.16 0.17 1.7 0.08 0.07 0.68 0.49
Market -0.01 -0.24 0.8 -0.11 -1.49 0.13 0.12 1.53 0.12
Hierarchy 0.002 0.02 0.97 0.3 3.3 0.001 0.16 1.73 0.08

Table 5: The prediction of intention to stay based on the type of
organizational culture, job satisfaction and organizational
commitment

Exogenous & 
intermediate Variables R R T Sig2

Clan 0.64 0.41 0.25 2.88 0.004
Adhocracy -0.29 -3.49 0.001
Market 0.07 -1.18 0.23
Hierarchy 0.15 2.02 0.04
Pay -0.02 -0.63 0.52
coworkers -0.006 -0.14 0.88
opportunity for promotion -0.08 -1.85 0.06
the work itself 0.16 3.46 0.001
supervision 0.12 2.82 0.005
Affective 0.39 7.72 0.0001
Continuance 0.09 2.2 0.02
Normative 0.17 4.08 0.0001 and endogenous variable of intention to stay was 0.24

Question 3- Is there any significant relation between
perception of organizational culture and intention to stay
of the personnel with the mediation of job satisfaction and
organizational commitment?

In the third stage, in accordance with Table 5, the
survey of the relationship between mediating factors of
job satisfaction and organizational commitment with
intention to stay with control of exogenous variables
showed that clan and hierarchy cultures by the mediation
of job satisfaction and organizational commitment had
significant association with intention to stay.

The results of the investigation and comparison of
the regression coefficients from the first stage to the third
stage are as following:

The regression coefficient of clan culture relation
with endogenous variable of intention to stay was 0.36.
This coefficient in direct effect was reduced to 0.25 and it
showed the mediating role of job satisfaction and
organizational commitment in relation between exogenous
variable of clan culture and intention to stay.

Regression coefficient of the relation between
Adhocracy culture and endogenous variable of intention
to stay was 0.23 and this coefficient in direct effect was
increased to 0.29 and it showed that the lack of mediating
effect of job satisfaction and organizational commitment
in relation between exogenous variable of Adhocracy and
intention to stay.

Regression coefficient of the relation between market
culture and endogenous variable of intention to stay was
0.05 and it increased to 0.07 and it showed the lack of
mediating role of job satisfaction and organizational
commitment in relation between exogenous variable of
market culture and intention to stay.

Regression coefficient of hierarchy culture relation

and this coefficient in direct effect was reduced to 0.15
and it showed the significant mediating effect of job
satisfaction and organizational commitment in relation
between exogenous variable of hierarchy culture and
intention to stay.

According to the coefficients and deleting the
insignificant  paths,  the  final model was obtained as
Chart 1.

Determining mediating role of job satisfaction
variables and organizational commitment 

In the model, the mediating value of job satisfaction
variables and organizational commitment in the survey of
the effect of exogenous variables of clan, Adhocracy,
market and hierarchy cultures on intention to stay was
calculated. At first in the final model, the direct and
indirect effects and total effect of exogenous and
endogenous variables were evaluated and then in each of
the sub models, the mediating value was evaluated.
Mediating role of job satisfaction and organizational
commitment generally in accordance with Tables 6 was in
the form of the sum of direct and indirect and total effects.
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Fig. 2: The final model of study

Table 6: Direct and indirect effects of the exogenous variables on intention

to stay

Clan Adhocracy Market Hierarchy

Culture Culture Culture Culture

Direct effects of exogenous on the endogenous variables

intention to stay 0.25 -0.29 -0.08 0.15

Indirect  effects  of  exogenous  variables  on  the  endogenous  variable

with mediated 

variables intention to stay 0.12 0.07 0.02 0.1

Total  effects  of  exogenous  variables  on  the  endogenous  variable

with mediated 

variables intention to stay 0.37 0.22 -0.04 0.25

To calculate the mediating role of job satisfaction and
organizational commitment, MacKinnon and Kenny
formula [33, 34], the application and the sum of the
indirect effects on total sum of division effects and based
on Sobel test [35], the significance of the role of mediating
for each of them was defined. The mediating role of job
satisfaction and organizational commitment for clan
culture and intention to stay relationship was 0.32
(P<0.01) for Adhocracy culture and intention to stay was
0.19 (P<0.05), for market culture and intention to stay was
0.02 and for hierarchy culture and intention to stay was
0.40 (P<0.01). 

The mediating effect of job satisfaction and organizational commitment
variables on intention to stay
The formula to determine 
the level of intermediation Direct effect= ´ = Indirect effect

The obtained values showed the significant
mediating factor of job satisfaction and organizational
commitment variables between exogenous variables and
intention to stay but as job satisfaction and organizational
commitment variables are consisting of some set of
variables, the mediating role and importance of each of the
variables was calculated separately.

To determine the goodness of fit of the model by
Liserl  software, various values of goodness of fit was1

calculated (Table 7). According to high value of NFI ,2

CFI , IFI , RMR , GFI  and low value of SRMR error, we3 4 5 6

can find that the mentioned model had high goodness of
fit.

DISCUSSION AND CONCLUSION 

The results of the survey of the relationship between
perception of organizational culture and intention to stay
of the personnel showed that exogenous variable of clan
culture had positive and significant relation with intention
to stay and it is consistent with the results of the study of
Park and Kim [24]. In the study performed by Abzari et al.
[20], the positive and significant relationship was between
the dominant organizational culture and intention to leave
the university.

The staffs feel commitment and job security of
working in a friendly environment in which collaboration
and consensus is of great importance and decision
making is participative and they emphasize on the
development of human resources, commitment and
morale. The intention to stay is increased in the
organization.

Adhocracy and market cultures have positive and
significant  relation   with   satisfaction   of   co-workers.
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