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Abstract 

The aim of this study was to examine the relationship between social capital and organizational culture 

with organizational commitment among physical education instructors at Payame Noor universities in 

Mazandaran Province. This research employed a descriptive-correlational method conducted through a 

field approach. The statistical population consisted of non-faculty physical education instructors at 

Payame Noor universities in Mazandaran Province. Due to the limited size of the population, the entire 

population (160 individuals) was selected as the statistical sample using a census method. Data were 

collected using standardized questionnaires on social capital, organizational culture, and organizational 

commitment. For data analysis, descriptive statistics were used, and given the normal distribution of the 

data, Pearson correlation coefficients were applied to examine the relationships between variables. 

Additionally, simple regression analysis was used to evaluate the predictive power of the independent 

variables. The findings revealed that there is a significant relationship between social capital and 

organizational commitment, as well as between organizational culture and organizational commitment, 

among physical education instructors. Furthermore, a significant relationship was found between social 

capital and organizational culture. Social capital and organizational culture together, with a correlation 

coefficient of 0.72, were able to predict organizational commitment among the instructors. Based on these 

findings, it is recommended that the management of Payame Noor universities in Mazandaran Province 

place greater emphasis on human resources as a key factor in university effectiveness, particularly in the 

field of physical education. 

Keywords: Social Capital, Organizational Culture, Organizational Commitment, Physical Education 

Instructors. 
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Introduction 

In recent decades, organizational researchers have increasingly emphasized the role of intangible 

resources—particularly social capital and organizational culture—as critical drivers of employee 

commitment and overall organizational success. Organizational commitment, which refers to the 

psychological attachment of employees to their organization, has been widely recognized as a 

determinant of job performance, satisfaction, and retention (Herscovitch & Meyer, 2002; Casper et al., 

2011). In the context of educational institutions—particularly public universities—this commitment 

becomes even more significant, as the quality and consistency of teaching directly affect the educational 

mission. While much of the existing research has focused on organizational commitment in corporate or 

general public service settings (Syauta et al., 2012; Shoabi et al., 2013), less attention has been paid to 

commitment levels among part-time or non-faculty instructors in higher education. This gap is especially 

evident in developing countries such as Iran, where the expansion of regional universities like Payame 

Noor has created a growing reliance on contract-based academic staff whose professional engagement 

and organizational loyalty may vary significantly from full-time faculty members (Momeni et al., 2012). 

Social capital, broadly defined as the network of relationships, trust, and mutual norms that enable 

collective action, is increasingly recognized as a powerful factor influencing organizational behavior and 

employee well-being (Boyas & Wind, 2010; Gächter et al., 2011). In university settings, where 

teamwork, collaboration, and knowledge-sharing are essential, social capital serves as a critical 

component in shaping professional identity and workplace satisfaction (Castro, 2013; Zhang, 2007). 

Particularly in departments such as physical education—which often require practical cooperation, shared 

responsibilities, and resource dependence—the presence or absence of social capital may significantly 

influence instructors' sense of belonging and commitment to their institution (Krause et al., 2006). 

However, research that explores this relationship within the higher education context, especially among 

part-time academic staff, remains scarce. While Houshyar et al. (2013) have touched on these dynamics 

among physical education teachers in Mazandaran, further investigation is necessary to understand how 

social capital translates into long-term organizational loyalty in this unique subgroup. 

Another critical yet underexplored factor is organizational culture—the system of shared values, beliefs, 

and practices that shape the behavior and attitudes of organizational members (Choi et al., 2010; Amiri 

Kermanshahi, 1992). Several studies have shown that a positive organizational culture is a key 

determinant of innovation (Jaskyte, 2004), creativity (Ghahraman Tabrizi, 2005), and employee 

satisfaction (Syauta et al., 2012). Moreover, organizational culture can mediate the effects of external 

stressors and internal conflicts, thereby enhancing commitment and reducing turnover intentions (Shoabi 

et al., 2013). In academic departments, especially those that operate with limited funding and human 

resources, a strong and inclusive culture may serve as a buffer against job stress and burnout (Boyas & 

Wind, 2010). However, the organizational culture of regional academic institutions in Iran—and its 

influence on part-time instructors—has received limited empirical attention. Understanding how cultural 

variables interact with individual commitment could guide strategic improvements in university 

governance and workforce development. 
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Given the pivotal role of physical education in promoting student wellness and interdisciplinary 

engagement, the issue of organizational commitment among instructors in this field deserves focused 

scholarly attention. In regional universities like those under the Payame Noor system in Mazandaran 

Province, instructors often face structural challenges such as temporary employment contracts, limited 

institutional support, and high workload demands. These challenges may weaken their sense of belonging 

and reduce their willingness to contribute beyond their formal job descriptions (Woolridge, 2002; Song-

zheng & Xiao-di, 2009). As such, exploring the interplay between social capital, organizational culture, 

and organizational commitment in this context is both timely and necessary. This study aims to address 

this gap by examining how social capital and organizational culture influence the organizational 

commitment of non-faculty physical education instructors at Payame Noor Universities in Mazandaran, 

thereby providing actionable insights for academic policymakers and university administrators. 

Lecture Review 

Social capital has emerged as a foundational concept in organizational behavior and sociology, 

encompassing the networks, relationships, norms, and trust that facilitate cooperation and resource 

exchange within social systems (Castro, 2013). Bourdieu and Coleman first laid the conceptual 

groundwork for social capital, but more recent literature has focused on its implications in organizational 

settings, where it enhances not only individual well-being but also collective performance (Zhang, 2007). 

In professional environments, social capital operates through shared values, reciprocal trust, and social 

interactions, allowing individuals to access information, gain emotional support, and develop a sense of 

identity and belonging (Boyas & Wind, 2010). These dynamics are particularly crucial in settings where 

teamwork, collaboration, and informal communication channels influence job performance and 

satisfaction—such as educational institutions and public sector organizations. 

Social capital is typically divided into three primary dimensions: structural, relational, and cognitive. The 

structural dimension refers to the overall pattern of connections—who you know and how you are 

connected within an organization (Castro, 2013). The relational dimension includes trust, obligations, and 

mutual respect developed through past interactions, while the cognitive dimension involves shared 

narratives and interpretations that allow individuals to understand and align their behavior within a group 

(Song-zheng & Xiao-di, 2009). Each of these dimensions contributes uniquely to fostering employee 

motivation and loyalty, especially in occupations that require regular interpersonal interaction. When 

effectively developed, social capital can reduce stress, increase engagement, and promote a positive 

workplace culture, which in turn enhances organizational commitment (Gächter, Savage, & Torgler, 

2011). 

Empirical studies have increasingly demonstrated the positive outcomes of strong social capital in the 

workplace. For instance, Krause, Handfield, and Beverly (2006) found that social capital accumulation 

significantly predicted performance improvement in supply chain networks. Similarly, Boyas and Wind 

(2010) showed that high levels of employment-based social capital reduced job stress and burnout among 

public child welfare workers. In academic contexts, such as universities and schools, social capital is 

critical in developing collegiality, informal mentorship, and the free exchange of pedagogical strategies. 

These interactions not only benefit organizational efficiency but also foster deeper emotional attachment 

among employees (Zhang, 2007). Particularly for contract-based or part-time instructors, social capital 
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can compensate for formal deficiencies in institutional support, thereby playing a pivotal role in 

increasing their organizational commitment. 

In the specific domain of physical education, which is inherently collaborative and practical in nature, 

social capital assumes even greater significance. Physical education instructors often rely on peer 

networks for sharing resources, co-teaching, and conducting joint activities, thus making the presence of 

mutual trust and shared objectives critical for job success and satisfaction. The study by Houshyar et al. 

(2013) highlights how social capital within the educational context of Mazandaran province affects the 

commitment levels of instructors. Furthermore, Woolridge (2002) emphasized that in environments where 

formal structures may be weak, informal relationships based on trust and shared values can act as 

functional substitutes. This implies that in decentralized university systems such as Payame Noor, where 

instructors often experience administrative distance, the development and strengthening of social capital 

may significantly enhance their engagement and retention. Therefore, understanding the structure and 

influence of social capital is vital for formulating effective human resource strategies in educational 

institutions. 

While social capital contributes significantly to individual motivation and collective performance, its role 

becomes even more pronounced in educational institutions where interpersonal collaboration and trust are 

foundational to academic success. According to Shoabi et al. (2013), a well-developed network of 

professional relationships facilitates information sharing, emotional support, and alignment with 

institutional goals. This network enables educators to cope with job-related pressures, enhances a sense of 

security, and fosters informal learning. Moreover, in institutions like Payame Noor University, where 

part-time faculty members often face limited institutional integration, social capital serves as a powerful 

mechanism for reducing professional isolation. As Boyas and Wind (2010) argue, strong social capital 

reduces burnout and job stress, acting as a buffer against the challenges of precarious or decentralized 

employment structures. 

The influence of social capital extends beyond interpersonal support to affect decision-making, 

organizational innovation, and employee loyalty. As Krause, Handfield, and Beverly (2006) 

demonstrated, in operational and managerial contexts, accumulated social capital leads to improved 

performance by enhancing communication channels and reducing transaction costs. In similar terms, 

Zhang (2007) employed a structural equation model to establish that enterprises with higher levels of 

internal social capital outperform their counterparts in adaptability and governance. This is particularly 

relevant in educational settings, where the successful implementation of curricular reforms, research 

collaboration, and student engagement all depend heavily on informal cooperation and shared norms 

among faculty. Thus, cultivating social capital is not only an ethical imperative for leadership but also a 

strategic resource that enhances institutional effectiveness. 

Moreover, the interplay between social capital and organizational culture should not be underestimated. 

As emphasized by Song-zheng and Xiao-di (2009), a culture that promotes trust, transparency, and open 

dialogue naturally fosters stronger social capital among its members. In return, social capital reinforces 

the shared values and behavioral norms that define the organization's culture. Choi et al. (2010) found that 

organizations with adaptive and collaborative cultures tend to score higher on social capital indicators, 
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suggesting a cyclical relationship in which each element strengthens the other. This dynamic is crucial in 

physical education departments, where team teaching, joint project execution, and resource sharing are 

daily operational necessities. As such, the alignment of social capital with the cultural framework of the 

institution is a determining factor in the sustainability of employee engagement. 

Finally, policymakers and university administrators must recognize the strategic significance of social 

capital in fostering organizational commitment and institutional loyalty. Houshyar et al. (2013) provide 

evidence that in Mazandaran’s physical education sector, social capital significantly correlates with 

instructors’ sense of belonging and commitment. Similarly, Momeni, Marjani, and Saadat (2012) 

emphasize that institutional efforts to build a supportive and communicative environment positively affect 

retention and employee satisfaction. Given the unique challenges faced by part-time and contract faculty 

members—including limited job security, fragmented communication, and lack of involvement in 

decision-making—investing in social capital development is not merely a supplementary initiative but a 

strategic necessity. Creating mentorship systems, promoting peer networks, and encouraging participatory 

governance are practical measures that institutions can take to build the trust and reciprocity necessary for 

long-term organizational success. 

Research Methodology 

The main objective of this study is to examine the relationship between social capital and organizational 

culture with organizational commitment among physical education instructors at Payame Noor 

universities in Mazandaran Province. Given the nature of this research and in line with its goals and 

hypotheses, the methodology is survey-based and correlational in type, and from the perspective of its 

application, the study is considered practical. A questionnaire was used for data collection. The statistical 

population of this study consists of 160 physical education instructors at Payame Noor universities in 

Mazandaran Province. Due to the limited number of the statistical population, the sample size is equal to 

the entire population, and thus a census approach was employed. After distributing the questionnaires on 

social capital, organizational culture, and organizational commitment, the participants completed and 

returned them. 

Finding 

After determining the measurement models in order to evaluate the conceptual model of the research and 

ensure the existence or absence of causal relationships between the research variables, as well as to assess 

the fit between the observed data and the conceptual model, the research hypotheses were tested using the 

structural equation modeling (SEM) approach. The results of the hypotheses tests are reflected in the 

diagrams. 



International Journal of Social Science and Humanities Research 

Volume 4, Issue 2, pp. 30-43 

6 

 

 
Diagram 1: Measurement of the overall model and hypothesis results (Standardized Mode) 

 
Diagram 2: Measurement of the overall model and hypothesis results (Significant Mode) 

Result Obtained from Statistical Analysis 

As demonstrated in the previous section, since our distribution was determined to be normal (based on the 

Kolmogorov-Smirnov test results), the correlation between variables was tested using LISREL software. 

To examine the causal relationships between independent and dependent variables and to validate the 

overall model, path analysis was employed. Path analysis in this research was carried out using LISREL 

8.5 software. The LISREL output results indicate that the chi-square to degrees of freedom ratio is less 

than three, and the other goodness-of-fit indices confirm the model's adequacy. The table below 

summarizes the significance coefficients and the results of the proposed hypotheses. 

Table 1: Hypotheses Test Results 

Rsult Standard T_Value H 

Confirm 0.69 7.62 
Social capital has a positive and significant effect on organizational 

commitment. 

Confirm 0.77 13.84 Social capital has a positive and significant effect on organizational 

culture. 

Reject 0.09 0.98 Organizational culture has a positive and significant effect on 

organizational commitment. 
In the first sub-hypothesis, it was claimed that social capital has a positive and significant effect on 

organizational commitment. The statistical analysis between these two variables shows that, according to 

Table (1), the significance value of the path between the two variables is (7.62), and since this value is 

greater than 1.96, this hypothesis is confirmed. Moreover, since the obtained significance value is 

positive, the effect is direct. 
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In the second sub-hypothesis, it was claimed that social capital has a positive and significant effect on 

organizational culture. The statistical analysis between these two variables shows that, according to Table 

(1), the significance value of the path between the two variables is (13.84), and since this value is greater 

than 1.96, this hypothesis is confirmed. Furthermore, since the obtained significance value is positive, the 

effect is direct. 

In the third sub-hypothesis, it was claimed that organizational culture has a positive and significant effect 

on organizational commitment. The statistical analysis between these two variables shows that, according 

to Table (1), the significance value of the path between the two variables is (8.99), and since this value is 

greater than 1.96, this hypothesis is confirmed. Moreover, since the obtained significance value is 

positive, the effect is direct. 

Conclusions 

First Research Hypothesis: 

"There is a relationship between social capital and organizational commitment among physical education 

instructors at Payame Noor Universities in Mazandaran Province." 

Testing the First Hypothesis: 

The relationship between social capital and organizational commitment of physical education instructors 

at Payame Noor Universities in Mazandaran Province was examined using the Pearson correlation test. 

The results, with a significance level of 0.001, indicated a strong and significant positive relationship of 

0.75 between social capital and organizational commitment. Therefore, there is no reason to reject the 

null hypothesis, and the research hypothesis is confirmed. 

The interpretation of these results can be expressed as follows: In terms of social capital, various factors 

may influence its dimensions among the physical education instructors in the present study. Certain 

moderating variables within any organization may affect the level of social capital. Variables such as 

entrepreneurship, collective identity, participatory management, life satisfaction, job activity dimensions, 

performance and success, job satisfaction, organizational culture, organizational commitment, social 

identity, and emotional intelligence may all act as moderators, influencing the levels and dimensions of 

social capital (Boyas et al., 2012). The extent of physical activity and sports participation may also affect 

social capital. In this study, which focuses on physical education instructors, this factor should be 

considered. Sports foster social capital by increasing self-confidence, teaching respect for rules, 

expanding social networks, and indirectly promoting tolerance and egalitarian values. According to 

Arghand et al. (2014), three processes—building self-confidence, social connections, and moral lessons—

contribute to the generation of social capital in sports. 

Moreover, these findings align with the views of Putnam and colleagues, who define social capital as the 

features of social organization—such as trust, norms, and networks—that can improve societal efficiency 

by facilitating cooperative actions. Therefore, the best way to enhance social capital is through efforts 

initiated among the people themselves. That is, non-governmental groups and cultural elements of society 

play a more significant role in generating and strengthening social capital than the government and 
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political actors (as cited in Roshani & Momeni, 2013). Additionally, Bourdieu (1990) emphasizes that 

one of the most important aspects of social capital is membership in networks. These networks foster 

commitment, loyalty, and organizational support. Within these networks, considerable information, skills, 

and organizational goals are shared, making the understanding of organizational norms and values an 

essential component of successful instructor interaction within the organization. When instructors are in 

contact with each other and have established familiarity, commonalities begin to form, leading to mutual 

trust and collaboration toward shared goals. The existence of social capital in the workplace motivates 

employees and fosters a sense of responsibility, encouraging them to commit more to their organization, 

align their values with those of their leaders, and seek to maintain their organizational affiliation. This is 

because organizational commitment is strongly influenced by trust, relationships, mutual obligations, and 

cooperation, which create norms that help individuals interpret and predict their colleagues' behaviors. 

Conversely, when employees perceive a lack of social capital, they may experience tension and attempt to 

reduce their attachment and commitment to the organization. In such cases, their organizational 

commitment may decline. On the other hand, when employees feel that social capital exists, they are 

motivated to accept more responsibility, which in turn increases their normative commitment. 

These findings are consistent with the results of the following studies: 

The findings of Kazemzadeh and Ghasemzadeh (2013) showed a significant positive correlation between 

social capital variables and their dimensions with organizational commitment. Additionally, among the 

dimensions of social capital, cooperation, collaboration, and shared norms had a significant and positive 

impact on effective teaching and the organizational commitment of schoolteachers in Shabestar. 

Nadi et al. (2012) found a significant positive relationship between the overall scores of social capital and 

the overall scores of organizational commitment among female high school teachers in Isfahan. 

Gächter et al. (2011) reported that higher levels of social capital were associated with lower job burnout 

and fewer psychological and physical issues, indicating a significant negative correlation between social 

capital and job burnout. 

Boyas et al. (2010) found that social capital significantly reduces job stress, and that with increasing age, 

the impact of social capital and the relationships it fosters grows stronger, ultimately reducing burnout 

and job pressure. 

Sano (2008) showed that individuals’ social capital variables—including norms, social cohesion, social 

trust, social unity, social awareness, and social participation—affected the performance of economic 

group management. Among these, the lack of social participation had the most substantial effect on 

economic management in coastal areas. 

Cruz et al. (2006) found that cognitive capital (social awareness), social participation, social cohesion, 

and increased social interactions positively influenced company performance (such as improved income, 

activity quality, product delivery, and task complexity). 
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Seippel (2006) concluded that social capital in sports leads to increased self-confidence, expanded social 

interactions, and enhanced ethical behavior. 

Watson and Papamarcos (2002) demonstrated that trust, communication, and employee focus—all 

dimensions of social capital—are interrelated and have an indirect but balanced impact on organizational 

commitment. Understanding the factors influencing employee organizational commitment is among the 

primary steps in effectively utilizing human capital within an organization. 

Second Research Hypothesis: 

"There is a relationship between organizational culture and organizational commitment among physical 

education instructors at Payame Noor Universities in Mazandaran Province." 

Testing the Second Hypothesis: 

The relationship between organizational culture and organizational commitment of physical education 

instructors at Payame Noor Universities in Mazandaran Province was examined using the Pearson 

correlation test. The results, considering the significance level of 0.001, indicated a significant positive 

relationship of 0.62 between organizational culture and organizational commitment. Therefore, there is no 

reason to reject the null hypothesis, and the researcher's hypothesis is confirmed. 

Explanation of the Results: 

Organizational culture has a meaningful relationship with organizational commitment, meaning that a 

culture within an organization reflects individuals' attitudes toward it. This attitude influences individuals' 

behavior in the workplace. Organizational culture represents the lifestyle of an organization, and since 

human resources are its main asset, individuals' performance is influenced by the organizational culture. 

On the other hand, no organization can succeed unless its members and employees are committed to it 

and work toward achieving its goals. One of the elements an organization needs to reach its objectives is 

the commitment and loyalty of its members. Therefore, organizational commitment is a kind of 

attitudinal-behavioral connection to the organization’s goals and mission. It is considered a manifestation 

of attitude and derives from an individual's value system (Allen & Meyer, 1991). 

The role of culture in developing and maintaining levels of enthusiasm and commitment among 

employees is highly significant. Successful organizations that consider committed human resources as a 

competitive advantage strive to rely on competent and loyal personnel in a dynamic environment to 

achieve organizational goals and missions. The norms and values of organizational culture must first 

enhance the commitment of managers and leaders. In fact, it is the managers who must initially adopt the 

organizational norms and values so that employees, by following them, can express their loyalty and 

commitment to the organization. Quinn, by discussing four types of organizational culture, places 

organizational commitment and loyalty within the scope of participative culture. According to him, 

participative culture emphasizes teamwork, close and friendly relationships among individuals, and high 

flexibility, which in turn strengthens employees' organizational commitment. This is because employees, 

with a positive spirit and within a friendly work environment, exhibit desirable organizational behaviors. 
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Managers also promote a culture of participation and intimacy among employees, causing them to align 

the organization's interests and goals with their own personal interests and goals, and to spare no effort in 

achieving the organization's objectives. Therefore, one of the key indicators of commitment is 

organizational culture, which can enhance members' commitment to their work and organization. Many 

organizational rituals rooted in organizational culture—such as farewell ceremonies or retirement 

events—reduce the perceived cost of employee turnover and increase their commitment and loyalty to the 

organization (Ziaei et al., 2011). 

These findings are consistent with the results of the following studies: 

Ziaei et al. (2011) found a significant relationship between organizational culture and its dimensions 

(involvement in work, consistency, adaptability, and mission) with organizational commitment among the 

staff of Tehran University libraries. 

Tabarsa et al. (2008) showed that organizational culture had a positive impact on the organizational 

commitment of the staff of Iran Dairy Industries Company. 

Maleki et al. (2008) found that employees' organizational commitment had a significant relationship with 

two dimensions of organizational culture (reward mechanisms and teamwork), but not with two other 

dimensions (training and development, and organizational communication). 

Houshiar et al. (2013) found a significant positive relationship between organizational culture and 

organizational commitment among physical education teachers in Mazandaran Province. 

Suyata et al. (2012) found that organizational culture does not directly affect employee performance but 

can affect it indirectly through job satisfaction. In contrast, organizational commitment significantly 

influences performance both directly and indirectly through job satisfaction. 

Third Research Hypothesis: 

"There is a relationship between social capital and organizational culture among physical education 

instructors at Payame Noor Universities in Mazandaran Province." 

Testing the Third Hypothesis: 

The relationship between social capital and organizational culture of physical education instructors at 

Payame Noor Universities in Mazandaran Province was examined using the Pearson correlation test. The 

results, considering the significance level of 0.001, indicated a significant positive relationship of 0.77 

between social capital and organizational culture. Therefore, there is no reason to reject the null 

hypothesis, and the researcher's hypothesis is confirmed. 

Explanation of the Obtained Results: 

The obtained results can be explained as follows: According to Robb and Zemsky (2002), strong social 

capital among members of an organization not only facilitates the achievement of organizational goals but 
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also enhances the quality of work life and creates a favorable environment for its members. In the context 

of university lecturers, this leads to increased job satisfaction. Given the importance of educational work, 

it appears that strengthening relationships among lecturers—which stems from social capital—leads to 

greater cohesion and interaction among them. In such a situation, the emergence of a collaborative and 

participatory atmosphere among them results in fewer mistakes, quicker recovery from setbacks, 

experiential learning, and, on a broader level, reduced costs of failure and individual errors. 

Zheng and Khiadi (2014) argue that the influence of organizational culture on employees and 

organizational members is so significant that by examining its various aspects, one can infer the feelings, 

behaviors, and attitudes of organizational members and even predict their likely reactions to future events. 

Organizational culture is, in fact, a complementary part of organizational performance. The richness of 

this culture fosters empathy among all members of an organization and helps them feel aligned and 

unified. Organizational culture and social capital—and its dimensions—interact with and influence one 

another. The greater the reservoir of social capital in an organization, the less need there is for strict rules, 

regulations, and supervisory or enforcement bodies. 

It seems that managers can assess the level of social capital in an organization by observing indicators 

such as numerous directives and circulars, extensive supervisory and inspection bodies, rumor-spreading, 

character assassination, administrative violations, employees’ disregard for the organization, failure of 

teams and committees, employees’ reluctance to acquire up-to-date knowledge or share information, lack 

of internal or external competition, increased absenteeism and leave-taking, and so on. In other words, the 

more prevalent these indicators, the lower the level of social capital. 

These findings are consistent with the results of the following studies: 

The findings of Kazemi and Ebrahimkhani (2015) showed a direct relationship between social capital and 

organizational culture among nurses. 

The findings of Taghizadeh et al. (2011) indicated a significant relationship between adaptability culture, 

mission culture, participatory culture, and consistency culture with social capital. 

The study by Zhang and Xiaodi (2009) found that organizational culture has a positive impact on social 

capital. 

Hypothesis Four: 

"Social capital and organizational culture can predict organizational commitment among physical 

education lecturers at Payame Noor Universities in Mazandaran Province." 

Testing Hypothesis Four: 

The prediction of the dependent variable, organizational commitment, based on the predictor variables 

(social capital and organizational culture), was examined using simultaneous regression analysis. Based 

on the significance level, the results showed that social capital and organizational culture can predict 
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organizational commitment with a coefficient of 0.72 in the regression equation. This indicates that if one 

unit is added to social capital and organizational culture, the organizational commitment score increases 

by 0.72 units. The relationship is positive, meaning that increases in the predictors lead to an increase in 

organizational commitment. 

Organizational commitment, based on Allen and Meyer’s theory, is a psychological state that, firstly, 

defines the relationship between employees and the organization, and secondly, implicitly indicates the 

likelihood of their continued membership. Porter and colleagues describe the components of 

organizational commitment as: belief in the goals and values of the organization (like organizational 

culture), a strong desire to follow the organization's path, and a deep desire to remain a member (like 

social capital). Commitment cannot be imposed; it is an internal matter that is typically strengthened 

when individuals are allowed to participate in organizational affairs. Committed individuals are a source 

of strength and energy, striving powerfully toward their goals. A group of committed individuals can 

create a force capable of achieving the seemingly impossible (Behboudi, 2001). 

These findings are consistent with the results of the following studies: 

The study by Abu Yaseen (2015) indicated that social capital and its components have a significant 

impact on organizational commitment in Jordanian organizations. 

Chang (2011) found that social capital significantly affects organizational commitment and the prosocial 

behaviors of nurses. 

The findings of Alavi (2014) revealed a significant relationship between a company’s innovative culture 

and employee commitment and job satisfaction. 
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