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Abstract

The purpose of this research is to analyze the factors affecting employee commitment using the self-
disclosure approach in the social security organization of Alborz province, Karaj City. The current research
is exploratory, cross-sectional, and mixed (qualitative-quantitative) in terms of data collection. The
statistical population of the qualitative stage was the chiefs, deputies, and officials of the social security
organization of Karaj City in Alborz province, 20 of whom were selected by purposive sampling and the
principle of theoretical saturation. The statistical population in the quantitative part was the employees of
this organization. The sample size in the quantitative part was determined based on the tenfold rule
commonly used in the PLS technique, corresponding to ten times the number of components obtained in
the qualitative part (10 components) and equal to 100. The data collection tool in the qualitative phase is
the semi-structured interview and in the quantitative phase, the questionnaire is extracted from the results
of the qualitative part. For qualitative data analysis, the thematic analysis method of King and Horrocks
model(2010), includes three stages of descriptive coding, interpretive coding, and integration through
overarching themes, and for quantitative data analysis, the structural equation modeling method And Smart
PLS software are used. The results of the research showed that employee commitment has 3 dimensions
and 10 components, and the component of recruitment and retention programs has the most importance in
the commitment dimension with a weight of 0.8.
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1. Introduction

In the study of any phenomenon, it is important to periodically review progress and re-
evaluate the applicability of assumptions, paradigms, and approaches. This type of
researches is needed for the category of commitment because the nature of work, jobs, and
employment relationships has changed significantly. One of the subjects on which a lot of
research has been done in the field of psychology is the category of self-disclosure. The
self-disclosure approach has a great impact on the interpersonal relationships of employees
at the workplace and increases the communication mechanism of self-disclosure,
organizational commitment, employee satisfaction, financial growth, and customer
orientation. In today's current situation, it is necessary to move towards an efficient model
based on organizational commitment. Organizations should design programs to hear what
employees want while working. The organization can find a meeting point where the
employee's demands match what the organization can offer; In this way, the level of
willingness to help and loyalty to the organization increases. The literature on
organizational commitment and self-disclosure operate independently and provide
valuable knowledge to address better performance in an organizational context. This
research helps to become more familiar with the literature of these concepts, which means
that it shows the research lines that try to benefit from all possible perspectives and
approaches to examine the category of employee commitment, and what effects the self-
disclosure approach has on determining how organizational commitment and It also affects
the management of human resources in the organization. From the results of this study, it
can be concluded that there is actually an important scientific production that connects the
concepts of self-disclosure and organizational commitment. Based on the mentioned
statements, the aim of the current research is to design a model of employee commitment
based on the self-disclosure approach in the social security organization.

2. Literature Review

The most comprehensive concept of organizational commitment, according to Allen and
Meyer (1991), is an internal state that expresses a kind of desire, need and obligation in
order to continue working in the organization and includes affective, continuarce and
normative commitment. Affective commitment deals with the feeling of belonging and
attachment to the organization and is related to personal characteristics, organizational
structures and work experiences. Another type of commitment is continuance
commitment, which is related to the perceived financial and non-financial costs of leaving
the organization and the lack of alternative options. The last type, normative commitment,
refers to the employee's commitment to stay in the organization.

The self-disclosure approach is the process through which people share their personal
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information with others. This is done by sharing one's information, opinions and attitudes
with another person. Theoretically, the concept of self-disclosure is supported by the social
penetration theory of Altman and Taylor (1973), which claims that people may share their
superficial, social or intimate information with others. Wheeless & Grotz (1976) found
that self-disclosure is multidimensional and discovered five independent dimensions of
self-disclosure. disclosure intention, disclosure amount, positive-negative nature of
disclosure, honesty-accuracy of disclosure, and general depth control of disclosure.
Haymes (1971) offers what may be a behavioral or operational definition of self-
disclosure or what can be defined self-disclosure as behavior ; which includes four main
categories: 1- expression of emotion, emotional processes 2- expression of needs 3-
expression of fantasies, strivings, dreams, hopes 4- expression of self-awareness.

3. Methodology

The current research is exploratory, cross-sectional, and mixed (qualitative-quantitative)
in terms of data collection. Based on the topic and the nature of the research, a mixed
sequential exploratory design was used. In this way, first qualitative data, then quantitative
data were collected and analyzed. The statistical population in the qualitative phase of the
research was the chiefs, deputies and officials of the social security organization branches
of Karaj city, who were selected by purposive sampling and the principle of theoretical
saturation. In order to collect data, a semi-structured interview was used. In this research,
we reached the saturation point after conducting 20 interviews. The research method in the
qualitative part was the thematic analysis method of the King and Horrocks (2010) model,
which includes three stages of descriptive coding, interpretive coding and integration
through overarching themes. The statistical population in the quantitative part was the
employees of this organization. The sample size in the quantitative section was determined
based on the tenfold rule that is commonly used in the Partial Least Squares technique,
corresponding to ten times the number of components obtained in the qualitative section
(10 components) and equal to 100. The tool of data collection in the quantitative stage was
a questionnaire extracted from the results of the qualitative part. In order to quantitative
data analysis, the structural equation modeling method and Smart partial least squares
(PLS) software was used.

4. Results

In the first step, all the interviews were implemented in the text and the basic concepts
were extracted from them. In the next step, explanations and basic concepts were used to
define descriptive codes. So that these codes were tried to be formed relatively close to the
data and any kind of interpretation was avoided in the light of a specific theory and the
descriptive codes were specified with words or short phrases. In the next step, interpretive
coding step, all the descriptive codes obtained from the previous steps were placed in
related categories.
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In the last stage, by using the terms obtained from the theoretical background and the
information obtained from the interview, as well as after several times checking the basic
concepts, descriptive codes and interpretive codes, overarching themes were selected,;
which put all the concepts of the previous levels in one group.

A total of 129 initial codes were created from a total of 20 interviews. Then, due to the

increase of codes, all similar codes in terms of semantic and conceptual affinity were
placed in their own group and were reduced to 32 descriptive codes and 10 interpretive
codes (components) and finally 3 main themes including Opinions and Rationale,
commitments, perception and consideration was created.
In this study, by using the factor load of the dimensions and components, their priority was
obtained. so that the dimension of commitments with a factor load of 0.859 had the highest
priority, and then the dimension of Opinions and Rationale was obtained with a value of
0.778, and the dimension of perception and consideration was placed in the last rank with
a factor load of 0.692. The results show that in the dimension of opinions and Rationale,
the component of job satisfaction with a factor load of 0.882 ranked first and the
component of personality difference with a factor load of 0.553 ranked third. Also, in the
dimension of commitments, the component of recruitment and retention plans with a factor
load of 0.843 ranked first and the component of employee training with a factor load of
0.650 ranked fourth, and in the dimension of perception and consideration, the component
of workplace physical conditions, facilities and equipment ranked first with a factor load
of 0.814 and organizational support component ranked third with a factor load of 0.469.
Finally, the model of employee commitment based on the self-disclosure approach in the
social security organization has been presented.

5. Discussion

The results of the research showed that the factors affecting employee commitment
include 10 components: work conscience, job satisfaction, personality differences,
recruitment and retention plans, employee training, performance evaluation system, job
promotion opportunities, organizational support, workplace physical conditions, facilities
and equipment, and employee appreciation programs; which are placed in the three
dimensions of opinions and Rationale, commitments, perception and consideration.

After analyzing the data and obtaining comprehensive themes including the three
dimensions of opinions and rationale, commitments, perception and consideration, the
dimensions obtained in this research were related to the dimensions of commitment in the
definition of Allen and Mayer (1991):

- Dimension of opinions and rationale: It represents the individual dimension and is
related to the thoughts, opinions and personality of the employee who, due to having a
great sense of responsibility, is committed to the organization and uses all his efforts to
maintain organization.

- Commitments dimension: It represents the job dimension and is related to the job and
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the expectations that a person has from job.

- Dimension of perception and consideration: It represents the organizational dimension
and is related to the expectations that a person has from organization.

Employees' work and non-work information sharing both have a significant effect on
the acquisition of comprehensive information by organization managers.

This study shows that this information may help managers to adjust their strategy and
understand the reasons for absenteeism, intention to retirement and turnover and job
change before making any decisions or reactions from employees.

The model of employee commitment based on the self-disclosure approach provides a
promising direction for the development of commitment in the workplace, including (1)
how the strength of each dimension of commitment may change over time (2) how a
dimension of commitment over time It grows, shrinks, splits, or merges with other
dimensions (3) how multiple commitment targets interact with each other, or how the
strength of correlations between commitments changes over time.

This conceptualization of commitment with the help of the self-disclosure approach is
especially useful for future human resource research to examine the dynamics of
commitment systems in the field of work.
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Table 1: Thematic analysis process (King and Horrocks, 2010)
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Table 2: Sample statistics of concepts from interviews
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Table 3: Extraction of descriptive codes from basic concepts
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Table 4: Extraction of interpretation codes
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Table 5: Analysis of the final theme of employee commitment based on the self-disclosure approach
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Figure 2: The network of employee commitment themes based on the self-disclosure approach
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Table 6: Demographic characteristics of the respondents and their participation rate
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Figure 3: The absolute value of the factor load of employees' commitment based on the self-disclosure approach
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Figure 4: Composite reliability (p Dillon-Goldstein)




IlSas 5 5 55 plel AL 3,555yt o SIS g ok

sl

L eslial (6,8 o315 ey del Gl LKen sy patli 1 iass ol o
|Ses 25 -

oo slr S 5 s slee il anils o) Al Shees SaSK L L e osla 51K s G m
Ui 5SSl sb 4 Bl e 05K uate G ol /0 51 i (AVE)eas 2l s gls bl 0L
sl 170 51 VL 0 S gls ane g s AVE Slais G cpl 53 aS o 5 1 Siols Gyme SS1 51 e )
A3 e sthae (5,8 o3Il gl e gl Ko a4zt 5o
(Q2) 550 dto oS 05051

o s gl el b CodS L ssle a6, S Sl Gla Latls e sl e 65K ls O el
et ablise gl 03 8 ol (S1nil Wbl gy astla 5 eslinad L Q2 S e kS O ga3l L dois
oled Bl QLS s ol c,l:., Syh oo amslie (558) /Y0 5 (Lwgie) /)0 (anp) +/0Y sde an L SI il
s e gie o 53 (5,8 0310 kS w53 el /Y0 51 VL ST abl el bline ol sl
soble Js b5

(CV-Redundancy) .. i bt 0se31 5 (R2) s o 51 2n s ol 03 bl die L5 51
A eslaal
Nl el

5T /WL Dl R2 slis .ol (R2) s o 153555 05800 gl iie L5016l (omlsl Jlons
G dile G gl b azilin 538 o o 10 oS 5 Jaugie b5 o5 5 4 PLS (g e sla Je 3 018
Js JBRZ (S o 55 1535 0 058 (sl e (55 L S0) (Sl L1 1555055 058 joiite G copumn A
a5 15 skl 53 WL RZ Ol5e (il 1555 0580 ate i 4ty 1555 0580 e ST 0SSk e
bl el Wie (K55 Gl 5 st 5 gl b s Sl P 1 2 oS e ol 4 3L
sl O BU 555 05K e (o 55 53 e Sl ol sdias OLES a8 55 S
QLSS dewd  Jfsn Jalse (1500 0580 oite Gl (el o Sl 33 5 (0 edalie 0 IS 55 45, shailes
AL 8 a5 Sl 5 Slugas s JVaul 5 Llie o3l aw sla olie 55 5 g SLadl 5 Sy 2 e
Aas e il |y ol ol slal rLu“ ol iy 25 (gl add fo oS sl ol ey QLIS 5 cdal o 0 /YY)
o e B Ol -

Dol ol plowil sl il (bl Je Sk S (sl g3l 5 das o OLE 1 ke oy Sy (UL O g0 ()



b $29 0k SR e

5505 la e 51 Ca Gl 1 pastls ool slie 8 33 8 s eslinal CV-Redundancy b « axLs
o Al (698 Jde iS) /705 (lawsie Jdo i S) +/V0 (imd Jde dS) ¢/ Slde an b 5 ailns
S 655 sl o oS ol by Ll /YO 51 a o e BLE 0pa3T sl alas 3l 0L gl S
.Jbﬁdc
Pl 2SS el -

U)Jﬁ.a.o))bua j‘fASMG.}lLIM‘ U‘:’J\J" L}'."jg':‘." JL:M upu )‘ LSJl;b-L.u ng;ks&)‘f et
(Y~~£)‘le§.«.ﬁjw}l¢hw§}]@b&b J.JJLL;GA.L...'U 6LAJ3"’:'°W.’5“""~’~‘J"9)°'L":’ C‘f;‘.‘....:‘ uﬂ.‘l..ub J2'<"L»'~'A

Aol L;)Sb):omwaj)@@@jbdmfwbg~/i\’~ G ol 53 B3l oS8 el

Sl e sSs = \/5\;;,\ e ls X pnd o6 = V0.312 X 0.564 = /5 Y-

5 oels S el
MU ks

O G 0 10 S
Figure 5: coefficient of determination

' Tenenhaus et al.



IlSas 5 5 55 plel AL 3,555yt o SIS g ok

Gl e e 53 15 ollas CudS (6 S o3I Je 5 (ol Jue § semms 5055 0 Aol Je IS 2510 0l oy
Al A
VA0 Jale L L ldgas da 4 (gsb el s o e 0T o sl olie ele U Sl eslinal b adlas ol 5o
5 Shsl a2 T a5y 55 5 el s w0 /WA Slade Ll IVl 5 lis d e 5 3 Sl 2 gl
o Jole s JVaul 5 lie day s das e DL Y Jsdr s .28 8 gl /8T il L L 6 S e
W3 1y g 4y /00F Jale L L et Soli o bele 5 Jal 4y AT Jele L L s cols,
Szl o Jele s Jsl ey ALY Jele S L IS 5 od sla asl o Jale (Dligad dny 3 (rimes
O oo (s ll i o5 Jale (o 8 oo 5 STosl dm 5o 5 il 1) polezr 4, /100 Jele JL L OLSLS
b p g 4, /N e L L Sl Cole o8 Jele 5 sl s, AVE Lele JL L Sl pgas s DU

Oled 3 903l (s @l Y Jgoa
Table 7: The final results of hypothesis testing

. e ,b
S S gl t oLl whele Sk . sla!
L . Factor ) (Components) yolis ) )
(Prioritize) | (t statistic) (Dimensions)
(Load
5 o
o » . 29/100 0.837 o s
e(J:oln L<11j0|e[‘rlce s JY el g ol
9 ol ..
- 22/495 0.882 . .
First Job Satisfaction Op:':_ns ard )
i h o ationale
> 5/859 0.553 (S Sl (et
Third Personality Difference
Js! SIS g Sl sl acl
- 17/011 0.843 . .
First Recruitment and Retention Plans
Pl QLS 559!
7/256 0.650 - g o
Fourth Training of Employees Olagas
e 8/825 0.672 5,8las olui;)| P_u‘s (Comitmments)
Third Performance Evaluation System
20/072 0.782 . .
Second Job Promotion Opportunities
P 2/674 0.469 il Selo>
Third Organizational Support .
Js it 9 SIS IS S S5 bl 65 ABada 5 S0
- ’ . 10/146 0814 | é dit ’ i e . | Perceptionand)
irs ysical Conditions anﬁ quipmen (Consideration
i 8/871 0.693 QU 5 5 (o8 sl bz
Second Employee Appreciation Programs




PP ) i’iotwmj—vo u.vlu £ c,Lo.Jé ALY 0,93 59 0k CR

55 Sl 0l axtls y elazal el Ol 3 (6 SLibls o 5 Sy, p ke OLSLIS dgns Je w11 w5 aalsl s

23S b Oyendn Jdo i 3 o 5 Sl e 2l oS 5 Sl edalle LB (0) S 55 45 e
sl o 00 Sl 4 8 s ol DL e 5 (555 e s Ol 4 s SLadb 5 S, IS e
L Slosle cleles 435 sla STy ol S 5 s go K2 15 (652 SISyl canl SIS 50 53l Sl
ol 55 4 OUSL w5 Jise Jelss 5 (0844Y) T 5 Ll Sim an Jde 53 35 ge slal ol o dle s OLES

il 0 0S4 o okel e 4 EA s

S ot y Loy
);,kg,u“.g:,.wlo.x,iij;L;L*J\Gt.ag%ﬁvuleb):uij;r»ﬂ}w;wjléo\yg@
S 0308 Joee de plple el Gl sl e 5 s 050 53 1S 5 ol 4l S O e
S n b ol LY Q0L 5 S5 nS e D1 5 e S Ll mle Cu e il ann

NG P WA P W] Ble So e o ) g Slllas o3 2l aie) 5 IS clacs i

L OT 8 US55 IS Gl S e 5 dged an 5 (S Dl Ll el A gl (S 515 shes S|
53 G Sl 5 Sy Sl eslinal Kilg e dgad sl 55 GlS SIS s 1 SC ey o BS wcl 03 S )
335 o QSIS 55 o S sl aSl ST oSS Slaslar 3 3131 g Camd s o 0 LS &5 S 3L Olejle
S g Ol 53 1y 3131 dgas Olpe O 51 s sl 5 0o S

30 3 65 e b s Sl 5 s, Sl eslinal L LSS dgn 5 S Jelse Lo s b ol e
A bl (ol SWalas gy plal 08 i 3 Wilate 5 Ogenae Lo s, 5l (AS A o sl
S ske belse nl (s (COMPONENt) fule 1+ ol QLSS dgs 1 SIS 30 Jalse sls 0L rassy s
o Ses oLl el OLS LS Sl (S 5 o e sl st Sl (ad s (IS Ol
2 g S8 gls asl 5 Dl 5 Sl QIS e (O3 dal 25 Slesle cules (il sl s oo 3
Gb il a5 6 S e 5 Shsl s Sligms s Vel 5 wulic (DIMENSION)aw 4w 3 45 0LS S 5
dgm 1 gible dgas (V2 (V44N Tl g Ll asls e ol da aw sls 1 Slosle dgas 8 «(044Y) e 5 T i s
L otlis O 53 a8 (Slabws 5 e 5,5 K et dgnd (Yelolaa! ulad 5 0ea L Jad OIS Jows 4

St dgas (F 5 ol ol ams 51 el ool ey Dlasle 3 il o 3l o8 0 )8 o io)lS

I Markoulli et al.
2 Meyer & Allen



I Kas 5 5 ladl55 ple)l AL 55 350 o e SIS g ko

Olsle gl (6t SO 5 ol oS 1) 555 Jad a8 S e slgdiy 35 @ Ol O 53 45 (S g53 Gees slizel
iS5 STpal ~ltga —le JVakial 5 dylis Ay s Juli iS5 alian Jpam 5 La 033 o 1 ey 0 ol
P sy Lo e ple s Tl ja 53 dgad sl b 5 4 Ry 3 abol bl (o S

S ABl o JoLa 5 cmnd 5 lis (DI SE 0 by e s el (935 A SOl ils Nl 5 Llie e -
357 Olojle Lo g 5 1y 55 AU plad 5 ol dgnd Olsle a0l (s s Sl st e 231 e a0
STRPBLN

AL e 3l s a5l b s Shlasl s i a by e s Sl Jid de Sl ol da -

Byd ol g bl 3l eSS Shlnl 4 by e s cl Sl Sl ig S e 5 STysl das -
OUSLIS dgms 53 o sl o VL slols 17RO Jele 5L b Sligas day ¢ sy ol Sl sl s 4 S L Gullas
iy Jolse 3L Obe 53 1 sl ey /AR Lle LU L e 5 Sl gl sl o3 Jole iy ol 53 5 3
St S5y s e sdas 0L S el Jol (g SLibls g 3 gy 5l s o b b OF Olpse 5 5 5S0e el e
G S LS 5 Cudst S5 ccad S AL o odn] 3 OUSLIS ezl Cods S5 o s s Slojla O ps (g1
(ol 03 5SS U5 a8 sazme 4y anlllae (pl Glaal LS o a0 e Gl sk 058l Sladial; Olye 4 L)
G55 ek 1285 O1E s s ge el spslies (LI gl s SLBa 5 Sss s 2005 S5
ot AgnS 5 (Olasle 4 OLSHE ol 5 aiky planil CuS) (golowin 5 ible Al Canids o e ¢l S
Al e 3k 4l Ol OLS,IS (Olesle S 5 L okl ad)

3550 bl (plld s Go b 3 bl L o se G Ol s GBI Sldl s 2y ke 5o dged &Sl S

5 ke ol 53 b b sdate Slgad & (51658 4 el L gy dgad oS das e OLES alpd 0,8 e )5 anlllas
Ll ol 0350 o3 slgy 613,805 nme g5 Sl dgas sl 68 Jlo s S o ok Olos dsb 3 Sligas
(oo g 3 ol oS O Ly Slidss Ol ol 5l 5y Sl e o pite Slalllas 3 0gs ol
53 ol a5 A p b ol Son w36 abade gla 2 b Lol S e iS5 L e a5 Oy Jsb 5o A
o O S e o g 5 gl G35 S5 le L slas SCp, OB (pl Ll e dgad s 5 o Gl sl
JE@‘ﬁﬂfw‘%M‘@%fUWﬁfw‘hﬁfﬂt’-‘)lsﬁv\éﬁéuﬂl’:@‘d‘-."))“}ij‘u.“Sij‘
A3 os e Sl esss Do s SLS 3 Sou Sl psr o e nl 53 A (o

0oy L3 S3s0l Sailesl &S sla Hlr 5 OGSO (IS0 5 Laim oty alies 0351 sy 40 ulis L
S5 03 S o 5 Goios dadls Slesle dend & das o 0L SRy opl clies 555 0T L LI (65,0 Lad

Slp " e A VU sl gl oS o i 48 il i cnl 4 sl JUs 4 L Ol o

5O oS ol s A slael b g s Slidss Oladlas r[}u\ Sl Olids 4 L0 Olaasen 4 0513 dalfT



PP ) i~£ol:wo,'—vo u.vlu £ a,Lo.Jé ALY 0,93 59 0k CR

sk aS ol Olosle 5o ed (sla 50 35le o o e ible dgnd 5 VL ol LIy ol Sl gls o8
B0, Sl 5 i lals,s &S Jl 55 LS 18 G 550 b Al S a0 ible (Sads ol
g Sy pde Sl 53 6 Sl S e S T Slaaly a5 Ol 4 g SLSl i elenr
I A5 o 5 Aty St Bl (e g LIPS e b gy e £ 5l el 03 S L 55 ) (60 Sl
a8 oS8T s ble dgn 2 55 a3 L OLSLIS (S50 5 Jai (I3 JLis & 5 1) laasinn b 350 o
Ol s o SOl (gt 5 gy BB 56 55 8 QLSS )5 8 5 8 Sledbl (g,108 STzl
b 5 OLSSIS bai o iy 3 pled 5 DL, Sledbl (S STl & i, 50 e 5 Lol Ol
a8 ol g sl Olaasize 5 Oldises (gl liten 53, gipgusjtsy.a}r@,; Sis el glaobesle &S
LS SaS Ol pde s Consl S Dbl -l das o OLES adllae ol das aelsl ooty ol 51 s Sys gile oo
i3l Aad (gt Y5 S e 1 5 51l LSS (6 s Sl ST b el 658 8 B 51 LS G
22 A8 ax 5 Sl ) oS el g S 5 S5 Sles L OLSUS dgnd Je s ol
6580 (V) S ks Oloy Jsb o3 ol (S g s 508 6,80 oSl (V) alacr Sl cdas o €51 s
S8 () s o ploal Koo olal L L osd o ol 0358 o0 S s8 S o A5 Ol Jsb o gl ey
Solopspie opl XS o s Ol Jsb 5 Sl (Stemen S5 L ls ol wa b dgad sdaze Cilal
03 A Gl ol o Sl Ll mle sl Slidos (6l o5 ¢ SLEdl o 3 Sy SaS 4 dgns
Ll Ao (558w
STl sl slgniny 5 b o sdons

la st sle wbe 50 faagn ol Ll cdd lassy Ol a4 Odewy sl 3 a8 Sla 25 el V&JJL;
(o 4 om0 b Cussdoe ol S ol g axlse ols Cussdee Lot (658 S e 2
Slids oS cpl a3l o Ml el s 4l 538 55 s & Olesle 5o 0T 58 5 (g SLadls
5 Bael b pan sl 3y 55 Cudsiboms b mlin & oo 2 Ol b 5 0l plowil o g2t pl 3 S
J-j;mxmwwuaﬁb.x@,g@‘,;)ﬂexsdzwpmuﬁéuJuu‘bﬁ.;ﬁ)\;@,;u}g&m ol @ s
ol olosle & ol s SuSl, ol bl edew s 3315 w0 Ol anw s S5 5 Slosle dgns canle 5550 3
Goar g L LAS e ol (S0 (s OUSHI 5 Sles 3 5 OIS i sl Slosle dges o JLos
680 5 S A5 &S pl o3 Sl Y il el o lile 3L ediST 5 e ol dg Sl oS )
ek b 5l sy ol s Ll ol oY dalps  me s Shee 5 ekl Slikes Colds Gl b o aner s

S a3 Sl R e e ey S5 4 Gl S ol o b s linbe s aslizal akade



IlSas 5 5 55 plel AL 3,555yt o SIS g ok

LgLACJL)'\JbeL;cJLMJEJJ))AWJW‘}cJ&j@UJ&uu)jqubjdjb).ﬁd)bxﬁw)ﬁé‘ﬁ
S eslizad o] Slllas s Job

I e 5l 4 Saes D8 e 55 1pdle 2l

References

Attride-Stirling, J. (2001). Thematic networks: an analytic tool for qualitative research.
Qualitative research, 1(3), 385-405. doi:10.1177/146879410100100307

Brooks, J., Horrocks, C., & King, N. (2018). Interviews in qualitative research. Interviews
in qualitative research, 1-360. doi:10.3390/educsci13090856

Bucata, G., Virca, 1., & Popescu, F. (2017) Organisational Commitment, Motivation and
Job Satisfaction. Land Forces Academy Review, 27(2), 124-133. doi: 10.2478/raft-
2022-0017

Cohen, A. (2003). Multiple commitments in the workplace: An integrative approach.
Psychology Press.

Danaee Fard, H., Rahnavard, F., Rajabzadeh Ghatari, A., & Salarieh, N. (2022). Exploring
Human Resources Management Quality Role in Organizational Commitment,
Organizational Identification and Intent to Leave job. Public Management
Researches, 15(56), 59-73. doi: 10.22111/jmr.2022.27473.4271
DERLEGA, V. J., & BARBARA, A. (2018). Self-Disclosure and Starting a Close
Relationship. Handbook of Relationship Initiation, 153-174. New York:
Psychology Press. eBook ISBN 9780429020513

Dirani, K. M. (2009). Measuring the learning organization culture, organizational
commitment and job satisfaction in the Lebanese banking sector. Human Resource
Development International, 12(2), 189-208. doi: 10.1080/13678860902764118

Farhadi, H., Jamshidinavid, B., Ghanbari, M., & Jamshid Pour, R. (2022). The Impact of
Parametric Reforms on the Financing of Social Security organization's Long-Term
Commitments Using Actuaries. Governmental Accounting, 8(2), 127-142.
doi:10.30473/gaa.2022.59647.1496

Finkenauer, C., Kerkhof, P., & Pronk, T. (2018). Self-disclosure in relationships:
Revealing and concealing information about oneself to others. In Cambridge
Handbook of Personal Relationships (2nd ed.) Cambridge University Press;p. 271.

Guzeller, C. O., & Celiker, N. (2020). Examining the relationship between organizational
commitment and turnover intention via a meta-analysis. International Journal of
Culture, Tourism and Hospitality Research, 14(1), 102-120. doi:
10.1108/1JCTHR-05-2019-0094


https://doi.org/10.22111/jmr.2022.27473.4271
https://doi.org/10.1080/13678860902764118
https://doi.org/10.30473/gaa.2022.59647.1496

w232 VL L luno V0 glo < £ o5l V4 090 $29 0k SR e

Hair Jr, J.F., Tomas Hult, Christian Ringle & Marko Sarstedt. (2017), Partial Least
Squares Structural Equation Modeling(PLS-SEM), Adel Azar and Gholamzadeh
Rasool, Negah Danesh Publishers, [In Persian].

Jourard, S. M. (1971). Self-disclosure: An experimental analysis of the transparent
self. New York: Wiley.

Klein, H. J., Brinsfield, C. T., & Cooper, J. T. (2021). The experience of commitment in
the contemporary workplace: An exploratory reexamination of commitment model
antecedents.  Human  Resource  Management, 60(6), 885-902.doi:
10.1002/hrm.22040

Markoulli, M. P., Lee, C. I., Byington, E., & Felps, W. A. (2017). Mapping Human
Resource Management: Reviewing the field and charting future directions. Human
resource management review, 27(3), 367-396. doi: 10.1016/j.hrmr.2016.10.001

Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational
commitment. Human resource management review, 1(1), 61-89. doi:
10.1016/1053-4822(91)90011-Z

Miner, J. B. (2003). The rated importance, scientific validity, and practical usefulness of
organizational behavior theories: A quantitative review. Academy of Management
Learning & Education, 2(3), 250-268. doi: 10.5465/amle.2003.10932132

Mobhsine, J. (2021). Self-Disclosure and Moroccan EFL Learners’writing Development:
Effects on Complexity, Accuracy, and Fluency. Journal of Language and
Education, 7(1 (25)), 127-140. doi: 10.17323/jle.2021.8620

Pareek, L. U., & Purohit, S. (2018). Training Instruments in HRD and OD. SAGE
Publishing India.

Pratama, E. N., Suwarni, E., & Handayani, M. A. (2022). The effect of job satisfaction and
organizational commitment on turnover intention with person organization fit as
moderator variable. Aptisi Transactions on Management (ATM), 6(1), 74-82. doi:
10.33050/atm.v6i1.1722

Qin, J. (2022). A theoretical review on the role of English as a foreign language teachers’
self-disclosure in shaping classroom climate and immediacy. Frontiers in
Psychology, 13, 945046. doi: 10.3389/fpsyq.2022.945046

Randall, D. M. (1987). Commitment and the organization: The organization man revisited.
Academy of Management Review, 12(3), 460-471.doi: 10.5465/amr.1987.4306561

Soelton, M., Suatoni, M., Yanuar, T ,.Syah, R., Ramli, Y., Santoso, P., Amanda, B., &
Octaviani, R. (2020). Conceptualizing The Role of Organizational Commitment.
American International Journal of Business Management (A1IJBM) ISSN, 3(8), 178-
188.

Sprecher, S., & Treger, S. (2015). The benefits of turn-taking reciprocal self-disclosure in
get-acquainted interactions. Personal Relationships, 22(3), 460-475. doi:
10.1111/pere.12090


https://doi.org/10.1002/hrm.22040
https://doi.org/10.1016/j.hrmr.2016.10.001
https://doi.org/10.1016/1053-4822(91)90011-Z
https://doi.org/10.5465/amle.2003.10932132
https://doi.org/10.33050/atm.v6i1.1722
https://doi.org/10.5465/amr.1987.4306561
https://doi.org/10.1111/pere.12090

IlSas 5 5 55 plel AL 3,555yt o SIS g ok

Tenenhaus, M., Amato, S., & Esposito Vinzi, V. (2004). A global goodness-of-fit index
for PLS structural equation modelling. Paper presented at the Proceedings of the
XLII SIS scientific meeting: 1, 739-742.

van Rossenberg, Y. G. T., Klein, H. J., Asplund, K., Bentein, K., Breitsohl, H., Cohen, A.,
Cross, D., de Aguiar Rodrigues, A. C., Duflot, V., & Kilroy, S. (2018). The future
of workplace commitment: key questions and directions. European Journal of
Work  and Organizational Psychology, 27(2), 153-167. doi:
10.1080/1359432X.2018.1443914

Wheeless, L. R., & Grotz, J. (1976). Conceptualization and measurement of reported self-
disclosure. Human communication research, 2(4), 338-346. doi: 10.1111/j.1468-
2958.1976.tb00494.x

Zamani F.(2018), Explaining the relationship between people's job satisfaction and their

level of self-disclosure based on Herzberg's two-factor theory. thesis for obtaining a

master's degree in executive management, [In Persian].


https://doi.org/10.1080/1359432X.2018.1443914
https://doi.org/10.1111/j.1468-2958.1976.tb00494.x
https://doi.org/10.1111/j.1468-2958.1976.tb00494.x

