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Abstract
The purpose of this study was to design an effective administrative health model and evaluate

its dependency on organizational commitment in the National Iranian Petroleum Products
Distribution Company. This mixed-method research combined qualitative and quantitative
phases. In the qualitative phase, a meta-synthesis approach was used to identify key
components of administrative health and organizational commitment, followed by the Delphi
technique to assess theoretical adequacy. In the quantitative phase, a questionnaire based on
qualitative findings was distributed among 262 employees, managers, and assistants selected
via stratified random sampling. Data analysis included exploratory and confirmatory factor
analyses and structural equation modeling to assess model validity and relationships among
variables. The results identified six main components of administrative health—structural,
informational and technological, economic, social, content-related, and ethical adherence—
and five components of organizational commitment—affective, continuance, social,
responsible, and normative. Quantitative results demonstrated a positive and significant
relationship between organizational commitment and administrative health. Among health
dimensions, the structural component had the highest impact, while among commitment
dimensions, continuance and affective commitment were the most influential. The final
structural model showed strong goodness-of-fit indices. Organizational commitment plays a
crucial role in strengthening administrative health. Enhancing ethical values, fostering
transparency, and institutionalizing commitment-oriented administrative policies are essential
strategies for promoting organizational effectiveness and preventing administrative corruption.
Keywords: Administrative Health; Organizational Commitment; Administrative Policies;
National Iranian Petroleum Products Distribution Company
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Extended Abstract

Introduction

Administrative health has emerged as one of the fundamental indicators of organizational
sustainability and ethical governance. It encompasses the transparency, accountability, and
efficiency of administrative processes, as well as the moral responsibility and commitment of
organizational members to maintain integrity within their institutions (Pulkkinen et al., 2025). In

contemporary administrative systems, especially in developing economies, maintaining
administrative health is crucial for reinforcing public trust and ensuring the effectiveness of service

YA



Sl Jg% 3 53p drugi

delivery (Oliveira et al., 2025). In the Iranian context, where public organizations face bureaucratic
rigidity and socio-economic challenges, promoting administrative health has become both a
managerial and a cultural necessity.

Organizational commitment has been repeatedly identified as a major determinant of ethical and
transparent administrative behavior. Commitment, as a multidimensional construct, reflects an
employee’s emotional attachment, moral obligation, and continuous loyalty to the organization
(Karimi & Hassani, 2025). When employees identify with the goals and values of their organizations,
they are less likely to engage in counterproductive behaviors and more likely to support ethical
decision-making (Demir & Ahmadi, 2025). Several empirical studies emphasize that the
enhancement of commitment among employees fosters responsibility, reinforces moral conduct, and
promotes organizational transparency (Mohammadi et al., 2024).

Leadership style also plays an important role in sustaining this relationship. Transformational
leaders, who encourage collaboration and empathy, often promote a stronger sense of belonging
and moral alignment within organizations (Heydari & Khavari-Hashemi, 2024). A supportive
organizational climate and a healthy workplace environment are necessary for maintaining the
psychological and behavioral well-being of employees, which in turn fosters administrative health
(Eftekhari et al., 2024). In this regard, humble leadership and the ethical role modeling of managers
have been shown to positively influence female employees’ organizational commitment and
satisfaction in modern workplaces (Alizadeh Nowbar & Kohansal, 2024).

Theoretical literature indicates that administrative health and organizational commitment are
interrelated through the principles of moral accountability and value congruence (Singh & Jha, 2022).
Commitment acts as the psychological driver of ethical behavior, while administrative health provides
the structural framework that enables it (Safarnia, 2020). Internal monitoring mechanisms and
institutional oversight strengthen this relationship by promoting transparency and reducing
opportunities for misconduct (Hassas Yeganeh et al., 2016). Furthermore, studies have emphasized
the mediating role of professional ethics and moral values in sustaining organizational health and
preventing administrative corruption (Aghighi, 2016).

Transparency is a cornerstone of administrative health. When administrative systems provide open
access to information, establish equitable procedures, and minimize ambiguity, they create an
environment that discourages opportunistic behavior (Vazin-Karimian et al., 2015). Similarly, the
promotion of organizational commitment requires trust and fairness within the internal management
system (Mirhosseini et al., 2015). A spiritual and ethical workplace culture also enhances employees’
intrinsic motivation, encouraging them to align personal values with organizational goals (Mafai
Madani et al., 2015).

Administrative health is not achieved solely through policy enforcement but through the
internalization of ethics among employees (Hormezi-Zad, 2015). When employees perceive fairness,
equal opportunity, and integrity within their institutions, they are more likely to act responsibly and
adhere to organizational rules (Abedi-Sharbiani et al., 2015). Lack of fairness or perceived corruption
not only undermines organizational efficiency but also erodes employees’ sense of justice and
belonging (Zabihi & Sagharvani, 2014). Consequently, organizational health and commitment
reinforce one another in a mutually beneficial cycle that enhances collective performance (Simo et
al., 2014).

Research conducted in Iranian public institutions has confirmed that higher administrative health
leads to increased perceived support and commitment among employees (Rahimi et al., 2014).
Ethical climate and job satisfaction have been found to have strong predictive power over
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organizational loyalty and turnover intention (Omar & Ahmad, 2014). Similarly, self-efficacy and
professional autonomy correlate with higher levels of commitment, suggesting that empowerment
and justice are essential for maintaining administrative transparency (Keshavarz et al., 2014).

In general, weak administrative health is often linked to a lack of effective monitoring, inefficiency in
accountability mechanisms, and insufficient collective commitment to organizational values (Beigi-
Nia & Ghotbi-Vaeghan, 2014). Conversely, promoting ethical governance and enhancing employees’
commitment can significantly improve service quality and trust in public institutions (Afzali, 2013).
Ethical work principles, particularly those rooted in Islamic work ethics, also foster deeper
organizational identification and moral responsibility (Rajabi-Pour Meybodi & Dehghani Firoozabadi,
2012).

From a behavioral perspective, organizational commitment serves as both an attitudinal and
motivational factor (Newstrom & Davies, 2012). Transparent leadership, which prioritizes openness
and accountability, provides a stable foundation for ethical administration (Crumpton, 2012).
Emotional intelligence and communication competence have also been identified as significant
correlates of moral awareness and commitment among public sector managers (Cobbs, 2012). In the
digital age, access to accurate and timely information has become an essential element of
administrative transparency (Martinez, 2011).

Past Iranian studies highlight that fairness in promotion, financial equity, and merit-based evaluation
are vital for maintaining administrative health (Farhadi-Nejad & Lagzian, 2011). Moreover, diversity
management contributes to strengthening employee commitment and loyalty across heterogeneous
workplaces (Haghighi et al., 2010). Synthesizing the findings from multiple studies using meta-
analytic approaches underscores the necessity of integrating structural, behavioral, and cultural
dimensions when examining the relationship between administrative health and commitment (Andrel
et al., 2009).

Organizational culture, in this sense, functions as a contextual moderator of administrative integrity
(Gillespie, 2008). High levels of emotional intelligence among employees have been shown to
positively influence satisfaction and commitment, thereby reducing deviant behaviors (Adeyemo,
2008). Thus, a comprehensive model linking administrative health with organizational commitment
can serve as a strategic tool for enhancing ethical performance in public sector organizations.
Based on these theoretical underpinnings, the present study aims to design an effective model of
administrative health and evaluate its dependency on organizational commitment in the National
Iranian Petroleum Products Distribution Company.

Methods and Materials

The research employed a mixed-method design combining qualitative and quantitative approaches.
In the qualitative phase, the meta-synthesis technique was utilized to extract and integrate findings
from previous studies related to administrative health and organizational commitment. Data were
screened using the Critical Appraisal Skills Program (CASP) to ensure methodological rigor, and
high-quality sources were included in the final synthesis. The Delphi method was subsequently used
to validate and refine the dimensions identified from the synthesis.

In the quantitative phase, a structured gquestionnaire was developed based on the confirmed
components and distributed among 262 employees—including managers, assistants, and staff—
selected via stratified random sampling. Data analysis was performed using exploratory and
confirmatory factor analyses to assess construct validity and reliability. Finally, structural equation
modeling (SEM) was employed to test the hypothesized relationships between organizational
commitment and administrative health.
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Findings

The meta-synthesis phase identified six principal dimensions of administrative health: structural
health, informational and technological health, economic health, social and behavioral health,
content health, and ethical adherence. For organizational commitment, five primary dimensions
emerged: affective, continuance, normative, social, and responsible commitment.

Quantitative analysis revealed that organizational commitment had a positive and statistically
significant relationship with administrative health. Among commitment components, affective and
continuance commitment showed the strongest influence. Within the dimensions of administrative
health, structural and informational health displayed the highest mean scores, reflecting their
dominant role in ensuring transparency and operational integrity.

Cronbach’s alpha coefficients for all constructs exceeded 0.70, confirming internal consistency. The
Kaiser-Meyer-Olkin (KMO) value of 0.571 indicated sampling adequacy, and Bartlett's test of
sphericity (p < 0.001) verified the suitability of data for factor analysis. Exploratory factor analysis
extracted 14 factors with eigenvalues greater than 1, explaining approximately 89% of the total
variance. Confirmatory factor analysis demonstrated good model fit indices (x*/df = 2.18, RMSEA =
0.054, CFI = 0.92), confirming the adequacy of the proposed model.

In addition, descriptive statistics showed that structural health received the highest mean value (M =
3.77), followed by technological health (M = 3.02), while economic health showed the largest
standard deviation, indicating diverse perceptions among participants. For organizational
commitment, continuance commitment exhibited the highest mean (M = 4.07), signifying stability and
attachment among employees toward the organization.

Discussion and Conclusion

The results of this study demonstrate that organizational commitment is a crucial determinant of
administrative health within public institutions. Employees who experience a strong emotional bond
and loyalty to their organization are more likely to exhibit ethical conduct, respect rules, and avoid
deviant behaviors. This supports the theoretical premise that commitment serves as a psychological
mechanism driving ethical and transparent behavior.

The findings further highlight that structural and informational health are critical for sustaining
administrative integrity. Clear communication channels, efficient information systems, and
transparent decision-making frameworks minimize ambiguity and reduce opportunities for
misconduct. Technological integration thus enhances accountability while promoting employee trust.
Another notable outcome is the significance of ethical adherence and workplace spirituality in
reinforcing responsible and moral behavior. When employees internalize ethical norms and perceive
their work as meaningful, they are more inclined to act conscientiously. Such environments foster
self-regulation, moral awareness, and proactive citizenship behaviors.

The role of leadership is equally vital. Managers who demonstrate humility, fairness, and empathy
can shape a culture of transparency and trust that encourages higher levels of commitment. In
contrast, perceived injustice or favoritism undermines employees’ confidence and weakens both
administrative health and loyalty.

From a systemic perspective, administrative health functions as a multidimensional construct shaped
by the interplay of structural, behavioral, and cultural factors. A holistic approach that integrates
ethical training, transparent policies, and fair reward systems is therefore essential. The results of
this study affirm that ethical governance is not a product of external control alone but rather an
outcome of deeply rooted organizational values supported by committed individuals.
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Ultimately, promoting administrative health requires alignment between institutional policies and
human values. Organizational commitment acts as the foundation of this alignment by cultivating
responsibility, solidarity, and moral integrity among employees. The proposed model offers a
practical framework for public sector organizations seeking to enhance ethical performance and
transparency through the empowerment of their human resources.

The study concludes that strengthening organizational commitment—particularly its affective and
continuance dimensions—can serve as a powerful lever for improving administrative health. Public
organizations, by investing in ethical leadership, fair management systems, and participatory
decision-making structures, can foster sustainable integrity and trustworthiness.

In sum, this research contributes to both theory and practice by empirically validating a
multidimensional model that connects human values with institutional ethics. The developed model
can serve as a benchmark for evaluating and improving administrative health across public
organizations, thereby advancing the broader goal of transparent and accountable governance.
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