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Abstract

In today’s rapidly advancing world, attention to human resources from psychological and mental
perspectives, as well as fostering organizational attachment to achieve organizational goals, is essential
and necessary. Therefore, the aim of this study was to examine the relationship between the components
of organizational commitment and happiness in the performance of employees of the Physical Education
Department of Kerman Province. This study is applied in terms of its objective. The statistical population
consisted of all employees of the Physical Education Department of Kerman Province, totaling 70
individuals. The sample size was determined using the Krejcie and Morgan table, resulting in a sample of
59 participants selected randomly. The data collection instruments in this study were the Organizational
Commitment Questionnaire by Meyer and Allen (1990) and the Oxford Happiness Questionnaire
developed by Argyle in 1990. Data analysis was conducted using SPSS version 22. Based on the obtained
data, the effect size of the components of organizational commitment on happiness was 20%, which is
statistically significant. The overall correlation between the research variables was 0.493, indicating a
strong correlation among the study variables. Additionally, the coefficient of determination was 0.243,
meaning that the dimensions of organizational commitment could explain approximately 24.3% of the
variance in employees’ happiness. The research findings indicate that an increase in organizational
commitment can enhance the level of happiness. Therefore, attention by organizational authorities and
managers to the components of organizational commitment is necessary to elevate the level of
commitment among employees.
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Extended Abstract
Introduction
In today’s evolving organizational landscape, the role of human capital has become paramount in
ensuring institutional success and sustainability. The shift from centralized to globalized and
decentralized structures has amplified the importance of individual well-being and psychological
engagement in workplace settings. As Leliga (2021) emphasized, achieving organizational goals
requires not only clear missions and effective strategies but also committed and competent
personnel who align with these visions (Leliga, 2021). In this regard, organizational commitment and
happiness emerge as critical psychological constructs influencing employee performance.
Organizations that foster a committed workforce—driven by customer orientation, innovation, and
productivity—are more likely to succeed in highly competitive environments (Ozkan & Folgado, 2022).
Organizational commitment, a well-established attitudinal construct in organizational behavior
literature, has received significant attention in the past decades for its predictive power regarding
employee behavior and institutional outcomes (Motair, 2023). It reflects the extent to which
employees identify with their organization and are willing to maintain membership (Jassim, 2023;
Kizilkoca, 2021). According to Meyer and Allen’s (1991) three-component model, commitment can
be categorized into affective commitment (emotional attachment to the organization), continuance
commitment (awareness of costs associated with leaving the organization), and normative
commitment (a sense of obligation to remain) (Sentuna, 2015). Such commitment fosters employee
loyalty and contributes to sustainable competitive advantages (Dick & Basu, 2018).
Parallel to commitment, workplace happiness has been recognized as a central driver of job
satisfaction and mental well-being. It encapsulates positive emotions, optimism, and engagement,
contributing to enhanced productivity and organizational harmony (Ahmad et al., 2020). Happiness,
defined as a positive mental state comprising life satisfaction and minimal negative affect, is
significantly influenced by social relations, workplace conditions, and psychological factors such as
optimism and organizational commitment (Akbari et al., 2023; Albert & Merunka, 2013). Employees
who exhibit higher levels of optimism and affective involvement are generally more resilient to
organizational stressors and demonstrate increased work performance (Albrecht & Marty, 2020;
Breitsohl & Ruhle, 2016). Happiness not only serves as a goal in itself but also acts as a facilitator of
positive organizational outcomes (Carroll & Ahuvia, 2006).
Affective organizational environments that nurture optimism, emotional engagement, and supportive
structures promote positive affective states among employees. Prior research has consistently
shown a strong positive correlation between optimism and happiness in workplace settings,
especially in contexts characterized by high organizational commitment (Albert & Merunka, 2013).
From the perspective of positive psychology, happiness enhances emotional energy, which in turn
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fosters productivity, creativity, and interpersonal cooperation (WorkL, 2024). Given the lack of prior
research in Iranian public-sector institutions examining the association between happiness and
commitment dimensions, this study aimed to address this gap. Specifically, the research explored
the correlation between the three dimensions of organizational commitment—affective, continuance,
and normative—and employee happiness in the Physical Education Department of Kerman
Province.

Methods and Materials

This applied research adopted a descriptive-correlational design. The statistical population consisted
of all employees of the Physical Education Department of Kerman Province in 2020, totaling 70
individuals. Based on Krejcie and Morgan’s sampling table, a sample of 59 participants was selected
using stratified random sampling.

The study employed two standardized questionnaires: Meyer and Allen’s Organizational
Commitment Questionnaire (1990), comprising 24 items measuring affective, continuance, and
normative commitment on a five-point Likert scale; and the Oxford Happiness Questionnaire
developed by Argyle (1990), consisting of 29 items scored on a four-point scale. The validity and
reliability of both instruments had been confirmed in prior studies, with Cronbach's alpha values
indicating acceptable internal consistency.

Data were analyzed using SPSS version 22. Descriptive statistics (mean, standard deviation) were
computed, and data normality was verified through the Kolmogorov-Smirnov test. Pearson
correlation and regression analyses were used to assess the relationships between commitment
components and happiness.

Findings

Descriptive statistics indicated that of the 59 participants, 86.4% were male and 13.6% female;
18.6% were single and 81.4% married. The mean happiness score was 76.50 (SD = 10.14), and the
overall organizational commitment score was 78.19 (SD = 11.98). Among the commitment
components, continuance commitment had the highest mean (M = 25.08), followed by normative
commitment (M = 24.59) and affective commitment (M = 24.67).

Kolmogorov-Smirnov results confirmed the normal distribution of all variables. Correlation analysis
revealed significant positive relationships between happiness and all three commitment dimensions.
Specifically, affective commitment correlated with happiness at r = 0.333 (p = 0.01), continuance
commitment at r = 0.443 (p < 0.001), and normative commitment at r = 0.336 (p = 0.009), indicating
that increases in any commitment dimension were associated with increases in employee happiness.
Regression analysis showed that the adjusted R-squared was 0.201, meaning that 20.1% of the
variance in happiness was explained by the commitment components. The overall correlation
coefficient was 0.493, and the coefficient of determination (R?) was 0.243, indicating that 24.3% of
happiness variability could be accounted for by organizational commitment dimensions. ANOVA
results further confirmed the model’s significance (p < 0.001, F = 5.875), and the contribution of
individual commitment components to predicting happiness was statistically significant.
Discussion and Conclusion

The findings confirmed significant positive relationships between each organizational commitment
component and employee happiness. Specifically, affective commitment, characterized by emotional
attachment to the organization, was positively associated with happiness. These results align with
previous studies showing that affective commitment is a strong predictor of job engagement and
happiness (Albert & Merunka, 2013; Sentuna, 2015). As Jassim (2023) noted, employees with high
levels of affective commitment are more likely to experience positive emotions and satisfaction,
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reinforcing their organizational identification and job performance (Jassim, 2023). These findings are
supported by Dick (2018), who argued that higher happiness levels lead to enhanced emotional
commitment and a more stable organizational perspective (Dick & Basu, 2018).

Continuance commitment also showed a strong positive correlation with happiness. Employees with
higher continuance commitment, who are aware of the costs of leaving the organization, often exhibit
stronger emotional ties and job satisfaction, particularly when workplace experiences foster joy and
motivation. This result corroborates earlier findings by Breitsohl (2016) and Ozkan (2022), who
emphasized the role of organizational support and personal optimism in enhancing both happiness
and performance (Breitsohl & Ruhle, 2016; Ozkan & Folgado, 2022). The organizational environment,
if conducive to well-being, fosters both functional attachment and affective satisfaction.

Normative commitment, reflecting an employee’s sense of duty to remain with the organization, also
demonstrated a significant positive relationship with happiness. Employees with a strong sense of
moral obligation toward their organization tended to report higher levels of happiness. Albrecht et al.
(2020) suggested that such employees engage more meaningfully with organizational goals and
derive satisfaction from fulfilling their responsibilities (Albrecht & Marty, 2020). These findings further
affirm the role of workplace dynamics in shaping employee well-being, where an environment that
values employees’ emotional and ethical connections can enhance both commitment and happiness.
In conclusion, the study provides empirical support for the positive associations between
organizational commitment dimensions and employee happiness. The results emphasize the
importance of fostering affective, continuance, and normative commitment among staff to enhance
their psychological well-being and performance. Organizations that cultivate such commitment not
only benefit from improved morale and reduced turnover but also gain a strategic advantage through
emotionally resilient and satisfied employees. Therefore, institutional efforts aimed at reinforcing
employee commitment through supportive leadership, meaningful work, and recognition can
significantly contribute to organizational success and employee happiness.
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