
 

ORIGINAL ARTICLE 

 

P J M H S  Vol. 14, NO. 4, OCT – DEC  2020   1461 

The Role of predictive perception of organizational power on 
Organizational Commitment in Nurses – A Descriptive Correlational 
Study 
 

MADINEH JASEMI1, NASRIN SAMADI2, ROGHAYEH ESMAEILI ZABIHI3, JAMAL AHMADZADEH4, RAHIM TAHERI 
TAKALOU5 
1Assistant Professor, Faculty of Nursing and Midwifery, Urmia University of Medical Sciences, Urmia, Iran 
2MSc, Department of medical-surgical nursing, School of Nursing and Midwifery, Urmia University of Medical Sciences, Urmia, Iran 
3MSc, Faculty of Nursing and Midwifery, Urmia University of Medical Sciences, Urmia, Iran. 
4Epidemiologist, Social Determinants of Health Research Center, Urmia University of Medical Sciences, Urmia, Iran. 
5BSN, Department of medical-surgical nursing, School of Nursing and Midwifery, Urmia University of Medical Sciences, Urmia, Iran 
Corresponding Author; Email: n.samadi1371@gmail.com 

 

ABSTRACT 
 

Background: Perception of organizational power in the nursing profession is a complex and multifaceted 

concept. Organizational commitment has potential and serious effects on the performance of the organization and 
can be a good predictor of organizational effectiveness.  
Aim: To explore role of predictive perception of organizational power on Organizational Commitment in Nurses. 
Methods: This study was a descriptive correlational research conducted on 200 nurses who working in Imam 

Khomeini, Ayatollah Taleghani, Motahhari, Seyed Shohada hospitals in urmia, Iran. Using The King Model 
Organizational power Questionnaire and the Allen and Meyer Organizational Commitment Questionnaire data 
collection was done. The data obtained from the questionnaires were statistically analyzed by SPSS software 
version 16 with Pearson correlation analyze. 
Results: The finding showed that the mean and standard deviation of organizational power and organizational 

commitment of the participants were respectively 101.6 ± 36 36.73 and 58.64 ± 36 36.73 which were in the 
moderate level. 
Conclusions: If an employer needs a highly motivated, innovative, productive human resource, the importance of 

organizational power and organizational commitment should not be forgotten. It is obvious that high organizational 
power and organizational commitment will avoid turnover intention and actual turnover. 
Keywords: Organization, Power, Commitment, Nurse, Descriptive  

 

INTRODUCTION 
 

Perception of organizational power in the nursing 
profession is a complex and multifaceted concept, the word 
power in this profession is considered and has a definition 
appropriate to the type of society and its specific(1). 
Generally, organizational strength and its understanding in 
the nursing profession has an impact on organizational 
progress and this makes nurses have a significant 
performance in their duties. Perceptions of power also have 
implications for health policies, organizational structure, 
and nursing practice, and when power is lacking or not 
used, others make decisions about the nursing 
profession(2). But understanding power and how to use it is 
one of the ways to succeed in nurses' work, and although 
power is an abstract concept; But some factors such as the 
position of nursing in the organization, resistance to 
external forces, the importance of the role of nurses in the 
organization, the resources available to achieve the goals 
and the ability of nurses affect this (3-4).  
 The history of power in the nursing profession reflects 
the fact that by gaining power, nursing associations have 
been able to establish professional standards related to 
nurses' working hours, salaries and adjustment of work 
rules, which are positive changes in the working 
environment of nurses(5). 
 Nurses strive to maintain the benefits of power as 
long as they understand it; because empowerment is a tool 
to strengthen the position of the profession and all 

professions try to dominate other sub-categories by 
promoting themselves and enhance their empowerment 
with potential changes in the role (6).  
 Organizational commitment has potential and serious 
effects on the performance of the organization and can be 
a good predictor of organizational effectiveness. Therefore, 
ignoring it is detrimental to the organization and will lead to 
many costs (7).  
 Committed people are like a source of energy and 
power that powerfully pursues their ideals and goals. 
Individuals who are committed to existing laws and 
structures do not limit themselves to it. If they see a law or 
structure in front of their ideal, they try to change it and 
remove the existing obstacles (8). Because in today's 
changing and competitive environment, employees are 
considered a key asset, therefore the discussion of 
organizational commitment is very important (9). 
 Despite the constructive effects of organizational 
commitment in the nursing profession, today the above 
category is less addressed and the reduction of 
organizational commitment in nurses has led to 
unfavorable organizational results such as nurses leaving 
the service. This has led to unfavorable social behavior, 
lack of cooperation and increased job stress and lack of 
proper care for patients, as well as increased displacement, 
which the international community is currently suffering 
from due to a lack of employee commitment (10-11).  
 Given that organizational strength in the nursing 
profession is a factor affecting organizational productivity, 
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correct performance of tasks and also the ambiguities in 
this area and undesirable organizational commitment in 
many cases, the present study aims to determine the role 
of nurses' perception of organizational strength on 
commitment. Their organization was designed and carried 
out. It is hoped that this will pave the way for future 
planning to strengthen this sense in nurses and at the 
same time improve job satisfaction and organizational 
commitment 
 

METHOD 
 

Study design and participants: This study was a 

Descriptive Correlational to investigate the predictive role of 
perception of organizational power on the level of 
organizational commitment of nurses working in medical 
education centers in Urmia including Imam Khomeini, 
Ayatollah Taleghani, Motahhari, Seyed Shohada hospitals. 
In this study, the sample size was estimated based on the 
results of the study of Valizadeh et al. In 2012 (12) with the 
aim of determining the nurses' perception of organizational 
strength in the nursing profession. Criterion of nurses' 
average perception of organizational strength; The 
maximum sample size of 178 nurses working in 
educational and medical centers of Urmia affiliated to 
Urmia University of Medical Sciences was estimated. In 
order to prevent bias in not responding to the study or not 
completing the questionnaires, 200 nurses instead of 178 
and from each of the mentioned hospitals in proportion to 
the number of nurses were randomly selected by random 
sampling table using a random sampling table. 
 Inclusion criteria included: willing to participate in the 
study, at least 6 months of work experience in the nursing 
profession, not working in two hospitals at the same time 
and lack of managerial background. Unwilling to stay in the 
study was considered exclusion criteria. 
Instruments:  The first part was related to demographic 

information, including age, gender, marital status, level of 
education, work experience and living status. 
 Organizational power questionnaire was used to 
assess nurses 'perceptions of organizational power and 
organizational commitment questionnaire was used to 
assess nurses' organizational commitment 
 The King Model Organizational power Questionnaire 
has 63 questions in the following areas: a) 7 items related 
to the control of environmental factors (such as I as a nurse 
working with other units in the hospital to achieve the goals 
of the organization or the achievements of the nursing 
office pave the way for change Is positive in the health care 
system). B) 4 items about the situation (such as the power 
of the nursing office increases due to communication with 
other hospital units or the capabilities of nurses are valued 
by other hospital staff). C) 3 items about role play (such as 
the nursing office is responsible for the development of the 
organization's goals or the nursing office has a leading role 
in the implementation of nursing care). D) 6 items about 
resources (such as the amount of manpower recruitment in 
the nursing profession meets the existing needs or nursing 
professionals provide sufficient resources to staff). F) 3 
items about proper communication (such as the power of 
the nursing office increases as a result of communication 
with other hospital units or the nursing office is a symbol of 

group decision-making in the organization). H) 4 items 
regarding the competence of supervisors (such as the 
nursing manager uses the cooperation of other units of the 
organization to achieve goals, or the nursing manager has 
an active role in decision-making within the organization). 
G) 4 items about achieving the goal (such as in order to 
achieve the desired goals, the nursing unit must have a 
clear definition of the desired goals). E) 5 items about the 
power perspective (such as to ensure the achievement of 
organizational goals, the existence of power is an essential 
component, or power facilitates the achievement of goals). 
This tool is prepared based on the Likert scale of 5 options 
and the general range of nurses' perception scores on the 
organizational strength of the nursing profession is 
between 36-180, and the options are completely agreed 5, 
agree 4, have no opinion 3, disagree 2 and strongly 
disagree 1 Is. Accordingly, the scores of the participants in 
the study were divided into three levels: weak; 36-80, 
average; 81-125 and good; 126-180. The validity of the 
King Model Organizational power Questionnaire was 
calculated using the content validity and its reliability by 
retesting and was equal to 0.89 (13). 
 The Nurses' Organizational Commitment Assessment 
from the Allen and Meyer Organizational Commitment 
Questionnaire includes 24 questions in three dimensions of 
emotional commitment (questions 1 to 8), continuous 
commitment (questions 9 to 16), and normative or task 
commitment (questions 17 to 24). These statements are 
based on a five-point Likert scale of Strongly Disagree 
(Score 1), Disagree (Score 2), Don't Know (Score 3), Agree 
(Score 4), and Strongly Agree (Score 5), with participants 
choosing one of five options. , Will indicate their level of 
agreement in each statement. Organizational commitment 
scores are classified into three levels: low (0 to 33), 
medium (34 to 66) and high (67 to 100). Higher scores 
indicate higher organizational commitment (14). Allen and 
Meyer Organizational Commitment Questionnaire has been 
used many times in Iran and even in research related to the 
field of nursing (15-16). The internal consistency of this 
instrument is equal to α = 0.87 and the stability of the 

instrument is equal to r = 0.93 (17).  
Data collection:  First, we obtained permission from the 

research and ethics committee of Urmia University of 
medical science. Then, we visited Imam Khomeini, 
Ayatollah Taleghani, Motahhari, Seyed Shohada hospitals 
and obtained permission from the relevant authorities to 
use practice room and discussed about our study process. 
The researcher referred to Urmia Medical Sciences 
Educational and Medical Centers for sampling and 200 
nurses were selected from each of the mentioned hospitals 
in proportion to the number of nurses by random sampling 
method and in coordination at the appropriate time after 
introducing the research objectives and justifying the 
questioners. Based on the informed consent, the 
questionnaires were presented to the subjects and they 
were asked to answer the questions according to the set 
goals and they were asked to answer the questionnaires 
related to organizational power and organizational 
commitment. They can fill in the appropriate time or if they 
wish, they can take the above questionnaire home with 
them and deliver it to the researcher in the next shift. Then, 
after completing the questionnaires by the nurses, the 
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questionnaires were collected by the researcher and finally 
analyzed according to the objectives. 
Data analysis: 200 nursing students were entered into the 

analysis. We used the Kolmogorov–Smirnov test to 
determine normal distribution of data. The data obtained 
from the questionnaires were statistically analyzed by 
SPSS software version 16. For quantitative data, indicators 
such as mean and standard deviation were reported, and 
for qualitative data, absolute frequency and percentage 
were reported. Pearson correlation was used to determine 
the predictive power of perception of organizational power 
with the organizational commitment of nurses working in 
medical centers in Urmia. 
 

RESULTS 
 

Findings showed (Table 1) that the majority of participants 
(71%) were women and most of them (78%) were residents 
of the city. Also, 77.5% of the participants were married 
and the rest (22.5) were single. Of the 200 participants in 
the study, 168 (84%) had a bachelor's degree in nursing 
and only 32 (16%) had a master's degree in nursing. Also, 
the majority (60.5) of the research units had work 
experience between 5-10 years and the mean and 
standard deviation of age of the participants was 29.35 ± 
4.77. 
 The finding showed (Table 2) that the mean and 
standard deviation of organizational power of the 
participants was 101.6 ± 36 36.73 that the results were at a 
moderate level based on the scoring of the relevant 
questionnaire. The mean and standard deviation of 
organizational commitment of participants was 58.64 ± 36 
36.73 which was in the moderate level. 
 According to Pearson correlation test (Table 3), there 
is a statistically direct and significant relationship between 
organizational power scores and organizational 
commitment of participants in the study (r = 0.738, P 
<0.001) 
 
Table 1: Demographic characteristics of the participants in the study 

Variables Number Percent 

Gender Female 142 71 

Male 58 29 

Marital status Single 45 22.5 

Married 155 77.5 

Living status Rural 44 22 

Urban 156 78 

Level of education Bachelor of 
science 

168 84 

Master of 
science 

32 16 

work experience <5 years 55 27.5 

5-10 years 121 60.5 

11-15 years 8 4 

>15 years 16 8 

Age Mean Standard deviation 

29.35 4.77 

 
Table 2: Organizational power and organizational commitment of 
participants in the study  

Variables  Number Mean Standard 
deviation 

Organizational power 200 101.06 36.73 

organizational 
commitment 

200 58.64 19.50 

 
 
 

Table 3: The relationship between organizational power and organizational 
commitment of participants in the study 

Variable Correlation Sig. 

Organizational power and  organizational 
commitment 

 
0.738 

 
P<0.001 

 

DISCUSSIONS 
 

The result showed that organizational power of the 
participants was in a moderate level. Also, the result 
showed that organizational commitment of participants was 
in the moderate level. Finding revealed that there is a 
statistically direct and significant relationship between 
organizational power scores and organizational 
commitment of participants in the study. 
 In line with our result, Chang et al (2015) showed that 
with increasing organizational support, nurses' satisfaction 
and commitment increased and with lack of organizational 
support, a significant decrease in these variables was 
achieved (18). Increasing organizational support creates a 
sense of belonging in nurses, which in turn affects job 
satisfaction and organizational commitment. This should be 
especially important for managers who manage nurses. Lu 
et al (2017) also showed nurses 'satisfaction is effective on 
not getting sick early, accepting leadership role, job 
performance, organizational commitment, effort style and 
reward, and hospital nurses' job satisfaction is affected by 
work environment, organizational strength, organizational 
commitment, work experience. The researchers concluded 
that increasing organizational commitment is a complex 
phenomenon caused by multiple factors and should be 
considered by other researchers for further research (19). 
 Valizadeh et al (2012) showed there was a 
relationship between work experience and nurses' 
perception of environmental pressures, role-playing and 
supervision, and age with the subset of the effect of 
environmental pressures and role. The researchers 
concluded that based on these results, the need to clarify 
the definition of power and its organizational processes by 
introducing nurses to nursing models and changing the 
management structure, applying appropriate strategies and 
providing the necessary measures for independent 
decision making of nurses in Introduces a medical system 
to enhance the organizational strength of nurses (12).  
 In line with our result, jahanir et al (2017) showed that 
Organizational commitment was at a moderate level and a 
positive and statistically significant correlation was 
observed between job satisfaction and procedural justice 
with organizational commitment. In the end, the 
researchers suggested to the hospital officials and 
managers in order to maintain the nursing staff to provide 
better conditions for nurses 'satisfaction and improve 
nurses' understanding of the existence of justice in the 
organization by dealing more fairly in different areas and 
situations (20). Berberoglu et al (2019) showed that 
organizational climate is highly correlated with 
organizational commitment and perceived organizational 
performance. Simple linear regression outcomes indicated 
that organizational climate is significant in predicting 
organizational commitment and perceived organizational 
performance (21). 
 In contrast to our study, daneshfard et al (2014) 
showed that the goal component in performance and the 
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emotional commitment component of organizational 
commitment had the highest and strongest dimensions. 
Also, job satisfaction, which has a significant effect on 
organizational commitment with an intensity of 87%, affects 
the efficiency of the company's employees. Also, the 
coefficient of determining organizational commitment and 
job satisfaction on employee efficiency was calculated to 
be 65% (22).Some researchers believe that the importance 
of creating organizational commitment is due to its 
relationship with work behaviors such as absenteeism, 
leaving the job, job satisfaction, work involvement, 
performance and supervisor relationships with 
subordinates (23).  
 There are many reasons why an organization should 
increase the level of organizational commitment of its 
members. First, organizational commitment is a new 
concept and is generally different from dependency and job 
satisfaction. For example, nurses may like what they do but 
be dissatisfied with the hospital where they work, in which 
case they will look for similar jobs in other similar settings. 
Or, conversely, restaurant waiters may feel positive about 
their work environment, but hate waiting at tables or their 
job in general. Second, research has shown that 
organizational commitment has a positive relationship with 
outcomes such as job satisfaction, presence, extra-social 
organizational behavior and job performance and a 
negative relationship with the tendency to leave the job 
(24).  
 Also, if power is used in the organization to advance 
the goals and interests of the organization and its 
members, then power is a positive phenomenon and its 
use is not prohibited; however, if organizational power is at 
the service of individual and personal interests, it will be 
considered a negative phenomenon (25). 
 Our study has several limitations. First, the presence 
of some environmental, behavioral and psychosocial 
factors that could have an impact on answering questions 
and completing questionnaires and the researcher has no 
control over them. Second, Current study tried to reach a 
sample size, which would produce more reliable results 
that can be generalized to the universe of the study. Thus, 
as a result of the communication problems and 
unwillingness of the staff in one hospital, that hospital had 
to be taken out of the sample, which is the most important 
limitation of the study. 
 

CONCLUSIONS 
 

The results of this study revealed that the organizational 
power and organizational commitment of the participants 
were in a moderate level.  
 To sum up, if an employer needs a highly motivated, 
innovative, productive human resource, the importance of 
organizational power and organizational commitment 
should not be forgotten. It is obvious that high 
organizational power and organizational commitment will 
avoid turnover intention and actual turnover. Every 
employee has different kinds of needs and expectations 
and it is impossible to satisfy every need and expectation of 
the employees. Both employee and employer should try to 
generate a working condition that they will work in a happy, 

motivated and productive atmosphere to reach the certain 
goals. 
Acknowledgements: This article is derived from a master 

thesis approved by the Student Research Committee 
(Registration no. 10270) and Committee (Ethics approval 
code: IR.UMSU.REC.1399.148) of the Urmia University of 
Medical Sciences. The authors would like to show their 
sincere appreciation to the Dean of nursing and midwifery 
school and the honorable Research Vice President of 
Urmia University of Medical Sciences for their cooperation 
and support. They also wish to thank the nurses who made 
this research possible. 
 

REFERENCES 
 

1. Tarr EK, Kohles JC. Why Pay Attention to You? The Role of 
Moderation Effects on the Power-Attention Relationship. 
Journal of Organizational Psychology. 2019;19(2). 

2.  Komatsu H, Yagasaki K. The Power of Nursing: Guiding 
Patients Through a Journey of Uncertainty. European 
Journal of Oncology Nursing. 2014;18(4):419-24 

3. Bularzik AMH, Tullmcguinness S, Sieloff CL. Nurse’s 
Perceptions of their Group Goal Attainment Capability and 

Professional Autonomy :a Pilot Study. Journal of Nursing 
Management. 2013;21(3):581-90. 

4. Bahreini M, Moattari M, Shahamat S, Dobaradaran S, 
Ravanipour M. Improvement of Iranian Nurses' Competence 
through Professional Portfolio: A Quasi‐Experimental Study. 
Nursing & health sciences. 2013;15(1):51-7. 

5. Wilkinson G, Miers M. Power and Nursing Practice: 
Macmillan International Higher Education; 2016. 

6. Grassley JS, Clark M, Schleis J. An Institutional 
Ethnography of Nurses’ Support of Breastfeeding on the 
Night Shift. Journal of Obstetric, Gynecologic & Neonatal 
Nursing. 2015;44(5):567-77. 

7. Aksoy C, Yalçınsoy A. Investigation on the Relationship 
Between Job Satisfaction, Organizational Commitment, 
Organizational Justice and Supervisor Support: An 
Application in the Health Sector. Journal of Management 
Research. 2018;10(1):26-45. 

8. Prasetio AP, Yuniarsih T, Ahman E. Job satisfaction, 
organizational commitment, and organizational citizenship 
behaviour in state-owned banking. Universal Journal of 
Management. 2017;5(1):32-8. 

9.  Jain D. The Influence of Demographic Factors on the 
Satisfaction Level of Hospitality Employees with Special 
Reference to Age, Marital Status and Gender Diversity. IUP 
Journal of Organizational Behavior. 2018;17(2). 

10. Navas MS, Vijayakumar M. Emotional Intelligence: A Review 
of Emotional Intelligence Effect on Organizational 
Commitment, Job Satisfaction and Job Stress. International 
Journal of Advanced Scientific Research & Development 
(IJASRD). 2018;5(6):01-7. 

11. Ćulibrk J, Delić M, Mitrović S, Ćulibrk D. Job Satisfaction, 
Organizational Commitment and Job Involvement: the 
Mediating Role of Job Involvement. Frontiers in psychology. 
2018;9:132. 

12.  Valizadeh S, Zamanzadeh V, Ebrahimi H, Jasemi M, 
Mohamadi M, Saiadi L. Assessment of Nurses' Perceptions 
of Nursing Power Based on King Model. Quarterly Journal of 
Nursing Management. 2013;1(4):28-35. 

13. Ahmad N, Oranye NO. Empowerment, job satisfaction and 
organizational commitment: a comparative analysis of 
nurses working in Malaysia and England. Journal of nursing 
management. 2010 Jul;18(5):582-91.  

14. Naghneh M., Tafreshi M, Naderi M, Shakeri N, Bolourchifard 
F, Goyaghaj N. The relationship between organizational 



Madineh Jasemi, Nasrin Samadi, Roghayeh Esmaeili Zabihi et al 

 

P J M H S  Vol. 14, NO. 4, OCT – DEC  2020   1465 

commitment and nursing care behavior. Electronic 
physician.2017; 9(7): 4835 

15. Eskandari F. Correlation between Structural and 
Psychological Empowerment and Organizational 
Commitment of Nurses in Hospitals in the Province in 2009: 
Thesis for the Master’s Degree in Nursing Administration. 
Shahid Beheshti . 2010. 

16. Yaghoubi M, Yarmohammadian M, Javadi M. The Relation 
between Organizational Commitment and Job Stress 
between Educational Hospital Managers from Esfahan 
University. 11. 2008:63-8. 

17.  Nabizadeh Gharghozar Z, Atashzadeh Shoorideh F, 
Khazaei N, Alavi-Majd H. Assessing Organizational 
Commitment in Clinical Nurses. Quarterly Journal of Nursing 
Management. 2013;2(2):41-8. 

18. Chang C-S. Moderating Effects of Nurses’ Organizational 
Support on the Relationship Between Job Satisfaction and 
Organizational Commitment. Western journal of nursing 
research. 2015;37(6):724-45. 

19. Lu H, Zhao Y, While A. Job Satisfaction among Hospital 
Nurses: A Literature Review. International Journal of Nursing 
Studies. 2019 

20. Jahanir F, Pazargadi M, Mahfoz S. Investigating the 
Relationship between Organizational Commitment, Job 
Satisfaction and Nurses' Individual Factors In Internal 
Surgery Departments of Affiliated Hospitals Shahid Beheshti 
University of Medical Sciences. Shahid Beheshti University 
of Medical Sciences Journal. 2017;12(5):407-16 

21. Berberoglu A. Impact of organizational climate on 
organizational commitment and perceived organizational 
performance: empirical evidence from public hospitals. BMC 
health services research. 2018 Dec 1;18(1):399. 

22. Daneshfard ka, Mahbobravesh S. The Relationship Between 
Job Satisfaction and Organizational Commitment with 
Employee Performance. Educational Leadership and 
Management. 2014;10(3):115-36. 

23. Colquitt J, Lepine J, Wesson M, Gellatly I. Organizational 
behavior: Improving performance and commitment in the 
workplace (Vol. 375). New York, NY: McGraw-Hill 
Irwin,2011. 

24. Dessein W, Galeotti A, Santos T. Rational inattention and 
organizational focus. American Economic Review. 2016; 
106(6): 1522-36. 

25. Clegg S, Courpasson D, Phillips N. Power and 
organizations. Pine Forge Press, 2006.  

 


