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Abstract 

All institutions aim at understanding the issue of the organisational commitment. Hence, the goal of the 
current study is to propose a conceptual model for understanding the factors influencing organisational 
commitment that can be used to study and address the institutions-related challenges. The current paper is 
based on reviewing the organisational commitment literature that focuses on the behavioural aspects, 
particularly the perspectives of the social exchange and social influence. Consequently, three major factors 
were identified as having an effect on organisational commitment of the universities’ employees. These 
major factors include public spirit, ethics, and peer influence. Therefore, the current study contributes to the 
state of knowledge and literature related to the organisational commitment, particularly in the field of the 
behavioural aspects. This therefore provides a guide to administrations for maximization their efforts and 
encouraging the employees’ commitment. The lack of organisational commitment possibly has an effect on 
the organisations' performance and efficiency, thereby discouraging its development. 
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1. Introduction 

Considering the role of universities as a source of human capital resource and sole liability to educate 
the intellect of nations the subject of organisational commitment should be more important to be studied 
in academic institutions (Malik et al., 2010). The university is a platform for the transfer of skilled 
manpower in various capacities and also an opportunity to build the human capital needs to maintain the 
economy (Adekola, 2012). The teacher serves as the fundamental component in the educational system, 
thus performing several essential responsibilities. The university’s performance to a great extent is depends 
on its teachers, their commitment, and definitely job satisfaction. This implies that proper consideration 
has to be given by the organizations towards understanding their employee’s behaviour and attitudes (Tsui 
and Cheng, 1999). Organisational commitment could be referred to as the feeling of dedication towards an 
employer or an organization, the will for hard work in that organisation, and the intention to continue 
working for the same organization (Meyer and Allen, 1991). Consequently, it is expected that the 
employees who feel satisfied remain more committed to an organization and strongly convinced about its 
goals.  

Hence, organisational commitment is regarded in management and behavioural science discipline to 
be a major factor in shaping the relationship among the employees and organizations. In accordance with 

http://www.hrmars.com/
http://creativecommons.org/licences/by/4.0/legalcode


International Journal of Academic Research in Accounting, Finance and Management Sciences 
Vol. 9 (1), pp. 136-141, © 2019 HRMARS (www.hrmars.com) 
 

137 

Raju and Srivastava (1994), organisational commitment is a factor that encourages the connection of 
individuals with their organization. An employee is argued to be committed towards his/her organization, 
when he willingly maintains his alliance with the organization and dedicates a substantial effort for the 
attainment of the goals of the organization (Raju and Srivastava, 1994). The argument by several authors 
supports that more efforts put forth by employees along with the higher exercise of organisational 
commitment which can boost the performance and efficiency for the individual and his/her organization as 
well (Adekola, 2012). In this regard, Kanter (1968) considers organisational commitment as the employees’ 
will, the devotion of energy, and the dependability on an organization. 

Generally, organisational commitment represents a strong belief and the approval of an 
organization’s goals and values, the willingness to exercise reasonable effort towards boosting the 
organisational goal, and the conviction to continue the organisational membership (Porter et al., 1974). An 
organisation’s success or failure is a reflection of its staff, because the staff is responsible for executing 
various tasks and functions in the organization (Paoline et al., 2006). Hence, the present study is founded 
based on the soaring concerns of employers regarding their need for a highly committed workforce that 
can enhance the performance of their organizations. In other words, the present study is concerned with 
investigating the determinants of the employees’ organisational commitment. However, the commitment 
of the employees in their respective workplace still remains a great challenge for organisations, researchers 
in the management discipline, the organisational behaviour, and the human resource (Cooper-Hakim and 
Viswesvaran, 2005). 

In addition, the findings of extant literature pose a challenge to most practitioners and scholars, since 
most of the literature concerned with improving the employees’ commitment towards an organization has 
resulted in inconsistent findings, and in some cases, they are contradictory (Mercurio, 2015). Therefore, 
Meyer and Herscovitch (2001) posits that regardless of the rise in the awareness concerning the need to 
understand the workplace commitment, a need arises to obtain a consensus on the concept of the 
commitment,  the state of confusion, and the considerable disagreement regarding what the commitment 
is, where it is directed, its mechanism of development, and its effect on the behaviour. In this regard, 
several studies have been conducted on the antecedents and also the effects of the commitment on the 
work environment, notably the commitment of the individual towards an occupation, a workgroup, a job, a 
union, or the work in particular. Hence, the current study is considered one of the few studies that 
examined the organisational commitment in the Palestinian Universities context. The study hypothesized 
three factors which are perceived to affect the Universities employees’ commitment towards their 
organizations, including the public spirit, ethics, and peer influence. 

 
2. Literature Review and Hypothesis Development 

2.1. Public Spirit and Organisational Commitment 

Public spirit, as described by Kelman (1987), is the situation in which an individual acts against 
his/her self-interest and considers others in taking a stand point in any decision. The concept of public spirit 
signifies an excellent attitude of people that is beneficial to the public, regardless of its personal cost and 
reduction of the individual’s personal benefit (Andriani, 2015). In other words, public spirit stands for a 
positive attitude that citizens adopt in order to improve the public benefit. Kinjerski and Skrypnek (2004), in 
relating the spirit at work with organisational commitment, they documented that it is a unique state that 
has physical, affective, cognitive, interpersonal, spiritual, and mystical dimensions. These states include the 
physiological arousal, positive effect, a conviction that individual work has its share of contribution, a sense 
of connection with people and a common purpose, a connection to a larger concept than self, as well as a 
sense of precision and transcendence. 

In studies conducted on organisational change, the spirit at work is considered a factor of 
enthusiastic motivation and has a strong association with the work commitment (Kinjerski and Skrypnek, 
2004; Krishnakumar and Neck, 2002). This is associated with public spirit since the two factors entail a 
passionate motivation that supports the contribution towards attaining common good. In Palestine, the 
society can be described as having a defined collectivist nature, whereby social relationships are dependent 
on the group cooperation in helping each other (Andriani, 2015). As a result, it is vital to link public spirit 
with organisational commitment in a context that stimulates organisational commitment voluntarily. 
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Therefore, to develop a better understanding of the relationship between public spirit and organisational 
commitment, the current study proposes the following:  

H1: There is a positive relationship between public spirit and organisational commitment. 
 
2.2. Ethics and Organisational Commitment 

Ethics imply a moral mind-set which directs the human actions as well as businesses, and shapes a 
part of the attitude related to the behaviours of people (Abuznaid, 2009). Hence, the compliant with the 
moral tenets and values in the human activities is considered as ethics (Iserson, 1999), which includes 
various concepts along with principles that direct people to know the behaviours that are helpful or 
harmful (Paul and Elder, 2006). In other words, ethics is a structure of the behavioural standard intended to 
offer a direction during the social dealing or the association among people and is used to regulate and 
moderate the human interactions (Ho and Wong, 2008).  

In this context, two ethical feelings such as guilt and shame would present an appropriate 
clarification about the commitment behaviour (Martinez-Vazquez and Torgler, 2009), since the ethical 
norms are considered a phenomenon that is difficult to be explained (Torgler, 2002). In the meantime, the 
empirical proof proposes that the extent of conviction on the significance of ethics along with social 
responsibility possibly has a direct effect on the ethical decision practices (Shafer et al., 2016). According to 
Kirchler et al. (2008), the norms are associated with moral reasoning, authoritarianism and 
Machiavellianism, self-centeredness, norm dependency, and values. Therefore, it is logical to state that co-
workers’ actions are important for certain work results, such as their colleagues’ attitudes, learning, and 
ethical or unethical behaviours. 

Baumeister et al. (2001) opined that a decrease in job satisfaction exists as a result of the unethical 
or negative attitude of the co-workers. On the other hand, job satisfaction rises when positive ethical 
attitudes exist. This implies that the ethical behaviour of the co-workers is considered vital in determining 
which behaviour an employee interprets as ethical or unethical (Peters et al., 2014). The Islamic view point 
regarding the workplace is most often designated as the “Islamic Work Ethic”. That is, Islam encourages a 
high commitment towards the organisations. Hence, the commitment is understood to make the 
employees of some organisations accept the changes more willingly compared to others (Yousef, 2000). 
Other ethical values encouraged in Islam are cooperation and consultation, since these values are stated to 
lessen the mistakes (Yousef, 2000). In addition, the “Islamic work ethics” posits that the generosity and 
justice are values that the workplace cannot relinquishes (Yousef, 2000). Consequently, a hypothesis is 
proposed as follow: 

H2: There is a positive relationship between ethics and organisational commitment. 
 
2.3. Peer Influence and Organisational Commitment 

Peer groups are highly influential in shaping the individuals’ preferences, values as well as their 
behaviours (Puspitasari and Meiranto, 2014). Consequently, individuals, whose peers have influenced them 
into unlawful conduct, have a greater likelihood of non-commitment (Chau and Leung, 2009). In this 
regard, peer influence represents a portion of the cultural features of some groups of people or nations 
(Cummings et al., 2009; Scholz et al., 1992). For societies having a strong affinity towards the social 
cohesion, the level of commitment is expected to be high (Torgler, 2003). 

Two factors are considered essential in determining the commitment, including first is opinions of 
peers and second is the degree of social influence experienced by the individuals (Sutinen and Kuperan, 
1999). The concept of social influence relates to the shaping of an individual’s feeling, thoughts, and 
behaviour based on a peer’s presence (Crisp and Turner, 2007). This implies that in a social context the 
behaviour can be shaped through encouraging the conformity to social norms. In addition, the practice and 
the prevalence of corruption represent the social norms governing the relationships within groups (Gino et 
al., 2009). Therefore, for any individual, his/her views towards the commitment of others define his/her 
commitment behaviour. 

For such individuals, their likelihood of cheating in the work places is low as long as others act 
honestly (Frey and Torgler, 2007; Traxler, 2010). Baumeister et al. (2001) further identified that job 
satisfaction for an individual reduces his/her co-workers’ negative conduct, thus implying that job 
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satisfaction increases with a positive attitude. Consequently, the general employees’ organisational 
commitment will dramatically increase. In other words, the co-workers are significant means of information 
within the employees’ direct social atmosphere resulting from time, proximity, and communication 
frequency among co-workers (Baumeister et al., 2001). Hence, the instances given by peers serve to 
motivate the individual’s decision choices. Based on the discussion above, the following hypothesis is 
therefore proposed: 

H3: There is a positive relationship between peer influence and organisational commitment. 
 
3. Theoretical Framework 

The research model of the current study was founded based on the Socio-Psychological theories, 
specifically the Social Exchange and Social Influence perspective as presented in Figure 1. The Social 
Exchange is a theory which suggests that the perceived public spirit affects organisational commitment. 
Based on Blau (1964), Social Exchange leads to social integration via the establishment of trust mutually 
among people, thus encouraging the conformity of an individual towards the social norms.  It has been 
recognized that this theory leads to outcomes that are not limited to the economic benefit. Rather, it 
includes a broader benefit of social exchange, thereby establishing fundamentally that the course of the 
social exchange is essentially reciprocity. Accordingly, its benefit could be non-economic, notably the 
enthusiastic or psychological benefits, which could motivate the employees towards organisational 
commitment.  

Regarding the Social Influence Theory, it signifies that the perceived ethics and peer influence affect 
organisational commitment. This theory is concerned with the emotions, view or the etiquette of 
individuals as influenced by others (Sussman and Gifford, 2013). Besides, the product of the behavioural 
conduct has a vital role towards influencing the people’s attitudes (Bandura, 1977). As suggested by Crisp 
and Turner (2007), the social influence relates to how people’s feelings, thoughts, and attitudes change in 
peoples presence. 
 
 
 
 
 
 
 
 
 
 

Figure 1. Proposed Organisational Commitment Framework 
 

4. Conclusions 

It is obvious that the organisational commitment has become a challenge for the stakeholders in the 
world; therefore, a detailed understanding of the factors that influence organisational commitment cannot 
be ignored. Many factors have been adduced to cause organisational commitment, but three factors, 
namely public spirit, ethics, and peer influence are conceptualised as essential in determining 
organisational commitment. The common sense could also agree with the fact that even in the higher 
education, the employees still could have a low organisational commitment which can lead to adverse 
results in terms of the economic and non-economic context, such as the high rate of exit, reduced teaching 
efficiency, and students’ intellectual advancement. Currently, the researchers of the current study are in 
the process of collecting empirical data involving organisational commitment in the Palestinian context. 
Hence, the outcome of the present study is expected to serve as an important policy guide for stakeholders 
like academic administrators and policy makers in confronting the problem of organisational commitment. 
Particularly, the current study is important for the Palestinian context, and more broadly for other Middle 
East countries as well. Due to the dynamism of organisational commitment, a continuous research on this 
area over time is inevitable. 

Public Spirit 

Ethics 
 

Organizational Commitment 

Peer Influence 
 

 



International Journal of Academic Research in Accounting, Finance and Management Sciences 
Vol. 9 (1), pp. 136–141, © 2019 HRMARS (www.hrmars.com) 

 

140 

References 

1. Abuznaid, S. A. (2009). Business ethics in Islam: The glaring gap in practice. International Journal of 
Islamic and Middle Eastern Finance and Management, 2(4), 278–288. 

2. Adekola, B. (2012). The impact of organizational commitment on job satisfaction: A study of 
employees at Nigerian Universities. International Journal of Human Resource Studies, 2(2), 1–17. 

3. Andriani, L. (2015). Tax morale and prosocial behaviour: Evidence from a Palestinian survey. 
Cambridge Journal of Economics, 40(3), 821–841. 

4. Bandura, A. (1977). Social learning theory. New York, USA: General Learning Press. 
5. Baumeister, R. F., Bratslavsky, E., Finkenauer, C., & Vohs, K. D. (2001). Bad is stronger than good. 

Review of General Psychology, 5(4), 323–370. 
6. Blau, P. (1964). Exchange and power in social life. New York, USA: Wiley. 
7. Chau, G., & Leung, P. (2009). A critical review of Fischer tax compliance model: A research 

synthesis. Journal of Accounting and Taxation, 1(2), 34–40. 
8. Cooper-Hakim, A., & Viswesvaran, C. (2005). The construct of work commitment: Testing an 

integrative framework. Psychological Bulletin, 131(2), 241–259. 
9. Crisp, R. J., & Turner, R. N. (2007). Essential social psychology. London, United Kingdom: SAGE 

Publication. 
10. Cummings, R. G., Martinez-Vazquez, J., McKee, M., & Torgler, B. (2009). Tax morale affects tax 

compliance: Evidence from surveys and an artefactual field experiment. Journal of Economic Behavior and 
Organization, 70(3), 447–457. 

11. Frey, B. S., & Torgler, B. (2007). Tax morale and conditional cooperation. Journal of Comparative 
Economics, 35(1), 136–159. 

12. Gino, F., Ayal, S., & Ariely, D. (2009). Contagion and differentiation in unethical behavior: The 
effect of one bad apple on the barrel. Psychological Science, 20(3), 393–398. 

13. Ho, D., & Wong, B. (2008). Issues on compliance and ethics in taxation: What do we know? 
Journal of Financial Crime, 15(4), 369–382. 

14. Iserson, K. V. (1999). Principles of biomedical ethics. Emergency Medicine Clinics, 17(2), 283–306. 
15. Kanter, R. M. (1968). Commitment and social organization: A study of commitment mechanisms 

in utopian communities. American Sociological Review, 33(4), 499–517. 
16. Kelman, S. (1987). Public choice and public spirit. The Public Interest, 87, 80–94. 
17. Kinjerski, V. M., & Skrypnek, B. J. (2004). Defining spirit at work: Finding common ground. Journal 

of Organizational Change Management, 17(1), 26–42. 
18. Kirchler, E., Hoelzl, E., & Wahl, I. (2008). Enforced versus voluntary tax compliance: The “slippery 

slope” framework. Journal of Economic Psychology, 29(2), 210–225. 
19. Krishnakumar, S., & Neck, C. P. (2002). The “what”, “why” and “how” of spirituality in the 

workplace. Journal of Managerial Psychology, 17(3), 153–164. 
20. Malik, M. E., Nawab, S., Naeem, B., & Danish, R. Q. (2010). Job satisfaction and organizational 

commitment of university teachers in public sector of Pakistan. International Journal of Business and 
Management, 5(6), 17–26. 

21. Martinez-Vazquez, J., & Torgler, B. (2009). The evolution of tax morale in modern Spain. Journal 
of Economic Issues, 43(1), 1–28. 

22. Mercurio, Z. A. (2015). Affective commitment as a core essence of organizational commitment: 
An integrative literature review. Human Resource Development Review, 14(4), 389–414. 

23. Meyer, J. P., & Allen, N. J. A. (1991). Three-component conceptualization of organizational 
commitment. Human Resource Management Review, 1(1), 61–89. 

24. Meyer, J. P., & Herscovitch, L. (2001). Commitment in the workplace: Toward a general model. 
Human Resource Management Review, 11(3), 299–326. 

25. Paoline, E. A., Lambert, E. G., & Hogan, N. L. (2006). A calm and happy keeper of the keys: The 
impact of ACA views, relations with coworkers, and policy views on the job stress and job satisfaction of 
correctional staff. The Prison Journal, 86(2), 182–205. 

26. Paul, R., & Elder, L. (2006). The thinker’s guide to understanding the foundations of ethical 
reasoning (2nd ed.). Dillon Beach, CA, USA: Foundations of Critical Thinking. 



International Journal of Academic Research in Accounting, Finance and Management Sciences 
Vol. 9 (1), pp. 136-141, © 2019 HRMARS (www.hrmars.com) 
 

141 

27. Peters, S., Lau, T. C., & Ng, C. Y. (2014). Determinants of job satisfaction and ethical behaviour 
towards organisational commitment-a review. International Journal of Academic Research in Business and 
Social Sciences, 4(7), 573–591. 

28. Porter, L. W., Steers, R. M., Mowday, R. T., & Boulian, P. V. (1974). Organizational commitment, 
job satisfaction, and turnover among psychiatric technicians. Journal of Applied Psychology, 59, 603–609. 

29. Puspitasari, E., & Meiranto, W. (2014). Motivational postures in tax compliance decisions: An 
experimental studies. International Journal of Business, Economics and Law, 5(1), 100–110. 

30. Raju, P. M., & Srivastava, R. C. (1994). Factors contributing to commitment to the teaching 
profession. International Journal of Educational Management, 8(5), 7–13. 

31. Scholz, J. T., McGraw, K. M., & Steenbergen, M. R. (1992). Will taxpayers ever like taxes? 
Responses to the U.S. tax reform Act of 1986. Journal of Economic Psychology, 13(4), 625–656. 

32. Shafer, W. E., Simmons, R. S., & Yip, R. W. Y. (2016). Social responsibility, professional 
commitment and tax fraud. Accounting, Auditing & Accountability Journal, 29(1), 111–134. 

33. Sussman, R., & Gifford, R. (2013). Be the change you want to see: Modeling food composting in 
public places. Environment and Behavior, 45(3), 323–343. 

34. Sutinen, J. G., & Kuperan, K. (1999). A socio-economic theory of regulatory compliance. 
International Journal of Social Economics, 26(1/2/3), 174–193. 

35. Torgler, B. (2003). Tax morale in transition countries. Post-Communist Economies, 15(3), 357–
381. 

36. Torgler, Benno. (2002). Speaking to theorists and searching for facts: Tax morale and tax 
compliance in experiments. Journal of Economic Surveys, 16(5), 657–683. Retrieved from 
http://doi.wiley.com/ 10.1111/1467-6419.00185 

37. Traxler, C. (2010). Social norms and conditional cooperative taxpayers. European Journal of 
Political Economy, 26(1), 89–103. 

38. Tsui, K. T., & Cheng, Y. C. (1999). School organizational health and teacher commitment: A 
contingency study with multi-level analysis. Educational Research and Evaluation, 5(3), 249–268. 

39. Yousef, D. (2000). Organizational commitment as a mediator of the relationship between Islamic 
work ethic and attitudes toward organizational change. Human Relations, 53(4), 513–537. 
 


