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Abstract 

The aim of this study is to examine the impact of organizational Identification on organizational 

commitment among governmental employees in Jordan. In order to achieve the study objectives the 

researcher developed a questionnaire to collect data from a sample of 317 who were selected randomly. 

And the researcher used proper statistical analysis to answer the study questions and test the hypotheses. 

The study findings show that the general average of organizational identification among governmental 

employees was moderate (3.43) and the organizational commitment was moderate too (3.04), and there is a 

significant statistical impact of organizational identification on organizational commitment. 
 

Key Words: Organizational loyalty, Organizational Similarity, Affiliation, Normative Commitment, 

Affective Commitment, Continuance Commitment. 

 

 

Introduction 

 
The continuous pursuit of organizations to keep up with change and development is one of the most 

important philosophies of the current era, which has led to the necessity of focusing on the vision and 

mission of the organization that will preserve the identity of the organization and its identity with the 

human element that is one of its important pillar. The identity of the organization objectives with its 

employees objectives are the most important elements that enhance the role of the organization and its 

effectiveness in performance and the belonging and loyalty of its employees, this situation of the 

employees association with the organization they belong to called organizational identification. 

 

The concept of organizational identification from the point of view of some scientists is a combination of 

the desires of the employees of the organization with the desires of the organization itself, which in turn 

leads to produce a state of identity based on a combination of desires. The researchers have recently paid 

close attention to the issue of organizational identification, which would have a significant impact on the 

organization's employees in terms of the organization's success, outputs, the rate of absenteeism and 

rotation, and the extent to which employees are committed to their organizations. Hence, we highlight the 

concept of organizational commitment which reflects the strength of the bond which employees feel 

towards their organizations (Dogan & Kilic, 2008). Organizations often strive to foster employee 
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commitment in order to achieve stability and reduce turnover and maintaining a high level of organizational 

commitment is an important organizational outcomes. Also it is widely accepted that committed employees 

work harder than others and exert an extra effort to achieve organizational objectives (Meyer & Allen, 

2004). 

 

Due to the recent issue this study established to identify the extent to which organizational identification 

affects the organizational commitment among the governmental employees in Jordan. 

 

Problem Statement 

 

Government agencies have been suffering from the highly competitive environment. The identity and the 

culture of these agencies and its employees have been affected by the surrounding circumstances such as 

privatization and globalization and had a significant impact on the loyalty, commitment and affiliation of 

the employees which led them to leave their jobs and join other organizations with extra benefits. The 

importance of the role of organizational identification for employees and organization is highlighted by the 

need to understand the organizations methods to enhance the identification and to what extent they can 

influence their relationship with their employees and adopt their values and objectives. 

 

Aims and Objectives 
 

The current research aims to examine the impact of organizational identification on organizational 

commitment among the governmental employees in Jordan and to what extent the government employees 

in Jordan are aware of the level of organizational identification and its dimensions and the level of 

organizational commitment and its dimensions. 

 

Hypotheses of the Study 

 

H1: There is a statistically significant influence of the level of organizational identification on 

organizational commitment among the study sample members working on the governmental sector in 

Jordan. 

 

H2: There are statistically significant differences in the respondents' estimates of the level of organizational 

identification due to the demographic and functional variables (gender, age, marital status, job level, salary, 

educational qualification, length of service). 

 

H3: There are statistically significant differences in the respondents' estimates of the level of organizational 

commitment due to the demographic and functional variables (gender, age, marital status, job level, salary, 

educational qualification, length of service). 

 

Model of the Study 
 

 

 

 

 

 

 

 

 

 

Figure1 Model of the study 

Organizational Identification: 

Organizational loyalty 

Organizational similarity 

Affiliation 

Organizational Commitment: 

Normative commitment 

Continuance commitment 

Affective commitment 

Demographic and Functional Variables: 

Gender, Age, Marital status, Job level, Salary, Educational qualification, Length of service 
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Literature Review 
 

Organizational Identification 

 

The concept of organizational identification in the field of public administration is relatively new recently 

the attention has been largely focused on it as a separate aspect in the second half of the last century 

(Johnson et al., 1999). The definition of organizational identification generally can be said that the 

employees and the organization agree on the values and objectives that the organization seeks to achieve so 

that the employee adopts and contributes to the completion of its tasks. And therefore the views of the 

scholars varied in its definition. 

 

Johnson et al. (1999) defined organizational identification as: a process whereby the individual internally 

and externally convinces himself of the values and goals of the organization and incorporates his desires 

and personal goals with those of his organization. Carol (2001) points out that organizational identification 

is made up of several methods, the most important are the identity of the values and objectives between 

individuals and the organization, and also the role of social identity in influencing the formation of the 

concept of organizational identification. Duncan (2002) describes the process of identification by 

associating the individual destiny with the place where he or she works. Al-Saud and Al-Sarairah (2009) 

note that identification is an infinite process that changes over time and influenced by circumstances that 

surrounding the individual through which he/she develops relationships with specific individuals or groups 

that he/she feels united. 

 

The Importance of Organizational Identification  

 

The importance of organizational identification lies in the strength of the organization's influence on its 

employees and the ability of its management to create the conditions for achieving its objectives. Therefore, 

the stage of identification in our time has become a difficult phase, especially for successful organizations, 

where these organizations are aware that the identification and harmony between the organization and its 

employees leads to its success and continuity and reflects positive results on the quality of its outputs as 

well as the satisfaction of its employees. Glynn (1998) points out that identification is an unfinished act that 

is affected and changes over time and it is controlled by the conditions of the surrounding environment 

where the individual works to bring about change with his peers and to make connections with a person, 

group or organization. 

 

Dimensions of Organizational Identification 

 

Patchen (1971) has divided organizational identification through his theory into three dimensions: loyalty, 

affiliation (membership), and similarity and he define them as follows: 

 

Organizational loyalty is the employee sense of loyalty to his organization and his support for it and for its 

goals that it seeks to achieve. Affiliation (Membership) is a psychological feeling that stems from the same 

factor of affiliation, belonging, and pride for being a member of this organization. Organizational similarity 

is a case in which the degree of similarity between the organization and its employees is understood in 

terms of shared goals and values. 

 

Organizational Commitment 

 

The concept of organizational commitment has received broad attention from researchers, but no specific 

definition has been agreed on. Kantor (1988) defined the commitment as an absolute willingness of 

individuals to exert their energies for the organization and to fulfill them. Bruce (1974) sees organizational 

commitment as a state of individual support for the group in his organization, and the relationship that 
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develops between the individual and the organization affects the achievement of the organization's goals 

and values. Commitment involves a willingness to exert massive effort on behalf of the organization, and to 

accept the values and goals of the organization (Ingersoll et al., 2000). And because organizational 

commitment is one of modern administrations issues, it was a must to study the human behavior of 

individuals in organizations in order to motivate them, raise their commitment and pursue the goals of their 

organizations (Khudair et al., 1996). 

 

Distinguish between the Concepts of Organizational Identification and Organizational Commitment 

 

The concepts of organizational identification and organizational commitment emerged as fundamental 

variables in research on organizational communication and organizational culture. The researchers 

considered the concept of organizational commitment theoretically similar concept to organizational 

identification (Morrow, 1983). Tompkins and Cheney (1987, p. 209) indicated that there is significant 

overlap between identification and commitment. They contend that the term identification is more 

“descriptive and embracing” than commitment, but also suggested that there is great value in studying 

commitment along with identification. In fact, they argue that both terms fit together as do form and 

substance. As efforts continued to develop definitions of organizational identification and organizational 

commitment, the relationship between the two concepts become an unclear relationship, which has made 

some researchers wonder where the distinguishing mark between the two concepts lies. 

 

As a result, we can say that organizational identification and organizational commitment are two closely 

related but this does not negate their existence as fundamental concepts of management. 

 

Methodology 
 

The current study based on quantitative approach in answering the main question of the study and in 

accepting or rejecting the presented hypotheses. 

 

The researcher will use a questionnaire that it's divided into two main parts, first one the demographic and 

functional variables, while the second one is the variables of the study which were listed in the model of the 

study. 

 

The sample of the study were taken from the governmental employees who working in the government 

directorates in Jordan. The total number of the sample reached (323) individual. The total number of the 

questionnaire that are suitable for statistical analysis was (260) questionnaire, which is 80% response rate. 

Statistical Package for Social Sciences (Spss.19) was used to analyze the primary data of the study. The 

following statistical processes were used: 

 

- descriptive analysis 

- Reliability test 

- Multiple Regression 

- ANOVA test 

 

Analysis and Discussion 
 

Answering the Study Questions 

 

Mean and standard deviation were calculated for answering the questions of the study. 

Q1: To what extent the government employees in Jordan are aware of the level of organizational 

identification and its dimensions? 
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Table 1: Mean and standard deviation for the perceptions of governmental employees towards 

organizational identification 

 

Q2: To what extent the government employees in Jordan are aware of the level of organizational 

commitment and its dimensions? 

 

Table 2: Mean and standard deviation for the perceptions of governmental employees towards 

organizational commitment 

 

The validity of the model was determined by using ANOVA, Table 3 shows the validity of the test model 

of the study hypotheses for the normative commitment, affective commitment and the organizational 

commitment as a whole, in terms of the calculated  F and the level of significance at (α≤0.01), where 

organizational identification with its dimensions explaining (55.4%) variation in organizational 

commitment as a whole, (66.9%) variation in normative commitment, (57.7%) variation in the affective 

commitment and we found that the continuance commitment statically insignificant at (α≤.05) and 

explaining (2.7%) variation. 

 

Table 3: Analysis of Variance Results (ANOVA) 

 

Testing Hypotheses 

 

We used multiple regression analysis to test the impact of organizational identification sub-variables on 

organizational commitment, table 4 shows that there is a positive impact statistically significant at (α≤.05) 

for the organizational identification sub-variable (Affiliation) on organizational commitment (normative 

commitment, continuance commitment, affective commitment) and we rejected the hypothesis that states 

there is a positive impact statistically significant at (α≤.05) for the organizational identification sub-

variables (organizational loyalty, similarity) on organizational commitment. 

Level S.D Mean Dimensions Rank 

moderate 0.99 3.28 Normative com. 1 

moderate 0.90 3.12 Continuance com. 2 

moderate 0.84 2.80 Affective com. 3 

moderate 0.69 3.04 Total - 

Sig. F 

change 
F 

Mean 

Square 

Sum of 

Squares 
   Source Dependent Variable 

0.000** 172.79 
47.312 

0.274 

141.936 

70.093 
0.669 

Regression 

Residual 
Normative commitment 

0.068 2.403 
2.326 

0.968 

6.978 

247.821 
0.027 

Regression 

Residual 
Continuance commitment 

0.000** 352.154 
78.903 

0.224 

78.903 

57.807 
0.577 

Regression 

Residual 
Affective commitment 

0.000** 320.135 
75.701 

0.236 

75.701 

61.008 
0.554 

Regression 

Residual 
Organizational commitment 

Level S.D Mean Dimensions Rank 

high 0.81 3.67 Organization loyalty 1 

moderate 0.75 3.45 Similarity 2 

moderate 0.84 3.21 Affiliation 3 

moderate 0..3 3..3 Total - 
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Table 4: Multiple regression analysis to test the impact of organizational identification sub-variables on 

organizational commitment 

 

The results of multivariate data analysis to detect differences in the sample estimates of the level of 

organizational identification due to the variables gender, age, marital status, job level, salary, educational 

qualification, length of service shown in table 5. 

 

Table 5: Results of multivariate analysis (organizational identification) 

 

Also we applied the multivariate analysis to detect differences in the sample estimates of the level of 

organizational commitment due to the variables gender, age, marital status, job level, salary, educational 

qualification, length of service, the results shown in table 6. 

 

Table 6: Results of multivariate analysis (organizational commitment) 

 

Discussion 

 

The results showed that the total average of organizational identification in the governmental directorates in 

Jordan is (3.43), which indicates that the organizational identification came with a moderate level. 

Organizational loyalty, ranked first with a high score of (3.67), then similarity with a moderate score (3.45), 

while in the last rank came affiliation with a moderate score (3.21). And the mean averages of the 

organizational commitment level in the governmental directorates in Jordan were moderate with a total 

average (3.04), the continuous commitment ranked first with moderate score (3.28), then followed by 

Sig. level F Mean square Degree of freedom Sum. of squares Source 

0.634 0.227 0.120 1 0.120 Gender 

0.017* 3.441 1.766 3 5.298 Age 

0.445 0.893 0.472 3 1.416 Marital status 

0.186 1.616 0.847 3 2.541 Job level 

0.201 1.553 0.812 3 2.437 Salary 

0.831 0.292 0.156 3 0.467 Educational qualification 

0.002* 4.269 2.145 4 8.581 length of service 

  0.521 256 133.608 Residual 

   260 3197.436 Total 

Sig. T T Beta Standard Error B Independent Variable 

0.769 0.294 0.021 0.059 0.017 Org. Loyalty 

0.396 0.851 0.051 0.054 0.046 Similarity 

0.000* 9.309 0.680 0.058 0.544 Affiliation 

Sig. level F Mean square Degree of freedom Sum. of squares Source 

0.777 0.080 0.038 1 0.038 Gender 

0.100 2.109 0.995 3 2.987 Age 

0.228 1.453 0.691 3 2.074 Marital status 

0.567 0.677 0.352 3 0.975 Job level 

0.637 0.568 0.273 3 0.818 Salary 

0.044* 2.738 1.284 3 3.851 Educational qualification 

0.026* 2.811 1.308 4 5.231 length of service 

  0.480 256 121.475 Residual 

   260 2527.157 Total 
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normative commitment with a moderate score (3.12), lastly the affective commitment with a moderate 

score (2.80). 

 

The explanatory and predictive of the organizational identification with its dimensions (organizational 

loyalty, similarity, affiliation) explaining (55.4%) variation in the total dependent variable the 

organizational commitment based on     value, (66.9%) variation normative commitment, (57.7%) in the 

affective commitment, this indicates that there is a positive impact of organizational identification on 

organizational commitment sub-variables (normative commitment and affective commitment), while  we 

found that the continuance commitment statically insignificant at (α≤.05) and explained (2.7%) variation 

and that's indicates that the relationship between organizational identification and continuance commitment 

is insignificant, since individual identity with his organization does not necessarily require his absolute 

readiness to stay with the same organization for the rest of his career life, on the contrary he might take the 

first alternative opportunity and would not hesitate to seize it. 

 

The results of multivariate analysis indicates that there are statistically significant differences at the level of 

significance (α≤.05) in the respondents' estimates of the level of organizational identification due to the 

demographic and functional variables (age, length of service), this finding might be due to the fact that the 

employees who were older and served their organization for a long time have identified their personal 

needs with their organization needs and this result consistent with Rasheed study 2006, While there were 

no statistically significant differences at the level of significance (α≤.05) in the respondents' estimates of 

the level of organizational identification due to the demographic and functional variables (gender, marital 

status, job level, salary, educational qualification). This result may be indicates that the concept of 

organizational identification in general understood by both male and female employees, and for educational 

qualification and career level may be no difference between the respondents because the organizational 

culture is prevailing and there is no noticeable gap in the employees participation of organizational 

identification. Lastly table 6 showed that there are statistically significant differences at the level of 

significance (α≤.05) in the respondents' estimates of the level of organizational commitment due to the 

demographic and functional variable  length of service and this result consistent with Yousef study (1999), 

also   the study showed that there are statistically significant differences at the level of significance (α≤.05) 

in the respondents' estimates of the level of organizational commitment due to the demographic and 

functional variable educational qualification, while there were no statistically significant differences at the 

level of significance (α≤.05) in the respondents' estimates of the level of organizational identification due to 

the demographic and functional variables (gender, age, marital status, job level, salary), these results differ 

from other previous studies and it can be said that the reason for the differences is because of the Jordanian 

society culture, which make them tend to build their own business or looking desperately for outside the 

country. 

 

Conclusion  
 

The moderate results shown above are inevitable results that may be attributed to the sufferance of the 

governmental employees in these organizations, and that the benefits and incentives they receive from their 

organizations may not meet their ambitions or even their needs and they are unwillingness to continue 

working with their organizations and their presence may be due to their physical need or the lack of other 

opportunities that may satisfy their needs. 

 

The government should taking care of the concept of organizational identification and taking policies and 

procedures that will increase the level of awareness of employees for the concept of organizational 

identification by activating the principle of teamwork, respecting the organization for its employees and 

standing on their needs and attention, which will lead to raising the level of their organizational 

commitment. Also pay attention to equal wages and incentives that employees earned with workload. 

Finally the relation between the organizations and the employees should be enhanced through periodic 



   

  

 

 

ISSN: 2306-9007                  Ghannam & Taamneh (2017) 

 

 

 

1033 

I 

 

  www.irmbrjournal.com                                                                                     September 2017                                                                                             

 International Review of Management and Business Research                        Vol. 6 Issue.3

                           

R 
M  
B  
R  

meetings and orientation meetings that allow the employees to express their ideas and their own views 

clearly and transparently and objectively. These procedures will increase their organizational commitment 

and the level of satisfaction with their organizations. 
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