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ABSTRACT

The study aimed at verifying the effect the intémravironment elements (organizational structure emlture)
have on organizational commitment at the Social8gccorporation in KSA, a questionnaire was developed
and distributed to a stratified random sample iasof 291 employees. the study reached the fatigwi
outcomes, the existence of an acceptable levetgznizational commitment among public enterprisekers,
and showed that emotional commitment (Affectivejhie most powerful in the organization, followed te
ongoing commitment (Continuous), while there isawceptable level of normative commitment (Normative
There is no relationship between personal variafdesder, age, educational level, job position prattical
experience) and the organizational commitment..

Keywords: Internal environment, organizational commitmemganizational culture, social insurance employee,
and attitudes.

Introduction
The internal environment with its essentigngents - organizational structure, organizationdture, and
organizational resources — plays an important aital vole in the performance of organizations ttgou
impacting the nature of the regulatory climate whis reflected in the behavior of its employeestéQeeen
2007). And because the General Organization foriabdasurance contributes a vital role in achievithg
national goals in the social and economical deveatlaqt and contributes to the improvement of theiguahd
the well-being of beneficiaries and thus reduceptfudblems of poverty and unemployment. Becausesinvents
of Saudis in the Social Security corporation KSA is either mandatory or optional, for théiture and the
future of their Progeny, and service to the comityuss a whole. And because one of the reasonfdéosuccess
of the enterprise depends on the regulatory enwisont that provides an organizational structure and
organizational culture capable of adapting to thanges that occur in the external environment sdta
characteristics also affect employee commitmenés€hattributes may include the employee's abditigéntify
with the organization's mission, level of confidenconfidence and internal or external motivatitalfk,
Nawab, Naeem & Danish, 2010).
Resear ch Problem
Any institution need to enhance the level of jolistaction in order to contribute to the developmand
improvement of the institutional performance, id@rto be able to meet its obligations towardsamsts, and
so the administration has become more interestddentifying the organizational commitment level thie
employees in the organization as one of the keapaes to identify employment satisfaction, anahtiverk on
performance development.
It has been stated in the report of the Commissiothe development of performance in the SociauBey
corporation in KSA dated 1332 AH,
Many complaints were received from subscriberscatitig significant delay in the completion of traotons,
especially in the summer months, where many stiffes seemed to be unoccupied because of summer
vacations, (quoting Khaled Al-Jabali - Dammam 2012Today Newspaper). As stated in the report of the
Director of Human Resources, there was a goodfaetiisn level among workers with respect to jolbsity,
but showed an average satisfaction level with retspe performance assessment methods, training and
development.
The problem of the study raised the following gigest What is the impact of the internal environment
(organizational structure and organizational celfwat the level of organizational commitment of ks in the
Social Security in KSA The following sub-questiare derived from the main question:
1. What is the level of organizational commitment thairkers posses at the General Organization
for Social Security corporation in KSA.
2. What is the nature of the organizational structiréhe institution, and how it affects the level of
organizational commitment of employees in the oizgtion?
3. What is the nature of the dominant organizationdtuce in the organization, and what is the
impact of this culture on the organizational lewetommitment to the institution?
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Purpose of the study

+ Examine the reality of the organizational structofé¢he institution and whether this positively or
negatively affects the level of organizational coitnment of workers in the General Organization
for Social Security corporation in KSA.

« ldentify the prominent organizational culture, dralv this culture affects the level of employees'
organizational commitment in the organization focial Security corporatiom KSA Study the
impact of personal variables on the level of wosk@rganizational commitment in the General
Organization for Social Security corporatiorKSA Theoretical framework

Organizational Environment

Organizational environment known as a set of fraad elements that surround the organizationd@nand
out), and have an impact directly or indirectlytbhe way in which they operate, and affect the wegjrtaccess
to resources necessary for the continuation of therk, such as raw materials, qualified workergikle for the
production of goods and services, and the infoirnatiney need to improve the technology used oepont its
strategy for competitiveness, and ways to suppaereal stakeholders in the organization. Jonesgg02004).
Although there are many rankings of the environnianivhich organizations operate, many researcheds a
writers such as (Jones, 2004), and (Wheelen Huggeg), and (Thompson, 2004), and (Harem, 2010)Ahd
Salem, 2008) and (Qaryouti, 2009) agrees thatrikiz@ment of an organization is divided into thteeels.
First: the External General Environment . A grafpforces and elements in the external environntieat
affect the entire organizations in the general mmment, such as the economical environment whichudes
the economical factors such as the rate of Grosmd3tic Product (GDP), the per capita income letrd,
inflammation rate, the currency exchange rate,thadinemployment rate, etc.

Second: the External Specific Environment .  Augrof elements in the external environment, whiekieha
direct impact on the organization (and similar migations) and consists of stakeholders such a®mess,
distributors, competitors, suppliers, professi@sdociations, and governmental organizations. (¢hear2010)
Third: The Internal Environment. Consists of a bimation of factors and internal forces that affdset work of
the organization and identify strengths and wease®e®f the organizations, and consisting of anrargéional
structure, organizational culture, and the resaumailable such as the financial resources, humsources,
marketing resources, research & development resspand M.1.S.

1. The Organizational Structure. The organizali@taucture of an institution determines the adstiaitive
patterns of the integrated roles performed by iiddials within the various administrative levelsaiso defines
the responsibilities and authorities and the wayhat been organized so that the collective effoftan
organization unite towards achieving the goalsrofrstitution (Qatamyn 2007). The organizationalcture of
an institution usually represents the organizatistraicture which can be a simple structure orractiire that
has been divided according to the occupation ardtrategic business units. (Thompson and Stridkl293).

Figure (1)

Nature of Organizational Structure

Mechanistic Structure Oreanic Structure

Complex structure Complexity Simple Structure

Centralization

Centralization Standardizatio decentralization

n
Standardization (g + Mutual adjustment

This Figure was excerpted from (Jones R Gareth, Z0@énizational Theory: Design and Change,p121)
Organizational Culture

(Asswathappa, 2003) defined culture as a the wivbleh includes knowledge, arts, ethics, laws, @ust, and
other capabilities in addition to the habits acgdin the community. As such, the culture transait®ss staff
through Stories, and Rituals', Symbols, and Langsiag
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Although writers, researchers and culture workéegresd many application about the organizationaucaland
the types of these cultures, our study concludes &fl cultures, no matter how many and despitdtf
classification, it falls under two main types oftave:

1- Traditional Culture which also known as ClaskiCalture. It's also known to some people as Cordixe
Culture, and in other locations its known as Buceatic Culture, where this culture adopts officralues and
regulations under which employees work accordingtemdard Operating Procedures

2- Contemporary Culture. Which also know as changture, and quality culture as well because iug&s on
ongoing improvement. It's the culture that addressevironmental variables and try to understandaatapt it

in order to enable the organization to survive grav. Organizations that adopt this culture usuédigtures
Openness and acceptance of new ideas, it also dématencontinuous change and promote innovationriakd
taking.

(Qaryouti, 2000).

Organizational Commitment

Lingual Concept: Which means Covenant, or to stwksomething and never stay apart; It also meaes th
persistence in doing something. (Ibn Manthour, 195éction M, part L). It also means in linguisti¢the
Covenant, proximity, and the victory, and love.lé&aeh, 2003).

In terms of terminology, concepts of organizatiocc@mmitment has varied due to the variation okagshers'
visions towards it, but the clarification of thisncept has featured some complexity due to an éxtiss on the
commitment towards work environment which includewveral areas such as: a commitment to work, and
commitment to the duties and functions of intenvatk.( Buchanan ,1974, P 539) looks at the orgdioral
commitment as an Individual advocacy and suppothéoorganization as it is the result of interattad three
elements:

1- Identification: Individual adaptation of orgaation's objectives and values as if it was his own.

2- Involvement: An individual psychological involvent in organization's activities.

3- Loyalty: Individual's sense of strong emotioaf#iliation to the organization.

Dimensions of organizational commitment

Forms of individuals' commitment towards organizasi vary with regard to different organizations and
emitting force driving it - these dimensions are:

First: Affective commitment which was suggested by Allen & Meyer (1990), wherey have seen that the
individual emotional commitment affected by hisdewf awareness of the characteristics that feathi® work
from independency, importance, skills required,esuigzors' follow up and mentorshigecond: Normative
Commitment, The individual's feeling of obligation to remamthe organization. This sense is often reinforced
by the good support the organization provide fairtemployees, allowing them to participate anditpady
interact, not only in the implementation proceduogsvork; but to contribute to setting goals, plamgand
policy-making of the organization as wellhird: Continuance Commitment, suggested by Allen & Meyer
(1990), this dimension suggests that what conttioés degree of commitment of an individual towards h
organization is the investment value.

Previous studies

1- Study by Kumar and Giri; 2009

"Effects of Age and Experience on Job Satisfactind Organizational Commitment".

The study found that job satisfaction and orgaioral commitment has differed significantly acrase
different workers functional stages. The study fibuhat job satisfaction and organizational committne
amongst aged workers are larger than the younges. orhe job satisfaction and organizational comeitim
differed significantly depending on the work exe@age of the workers.

2- Study by Boon and Arumugam (2006)

"The Influence of Corporate Culture on Organizagio Commitment: Case Study of Semiconductor
Organizations in Malaysia"

This study aims at investigate the impact the fdimensions of the Institutional culture (workingaf$t
communication, recognition and reward, and trair@hdevelopment) has on the organizational commitnagn
the workers within the main six Malasian organizasi for the demarcation of semiconductors. Theystud
showed that communication, training and developmestognition and reward, and teamwork positively
correlated with the commitment of employees.

3- Study by McMurray, Scott and Pace (2004)

“The Relationship between Organizational Committeard Organizational Climate in Manufacturing”.

This study aimed to explore the relationship betweeganizational commitment and organizational atien
(creativity, independence, confidence, justice psu cohesion, appreciation, and work pressuneyvfirkers in
the Australian automotive components manufactugogipanies. The study found a significant assoaiatio
between organizational commitment and organizaticimaate.
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4- Study by Shalawi (2005)

"Organizational culture and its relation with orgational affiliation: a field study on the staff King Khalid
Military College, civilians and military personniel.

This study aimed to identify the level of the argational culture of the college, as well as idgrthe level of
organizational affiliation for its employees, andtefmine the relationship between the organizationkure
and the organizational affiliation. In order to msle these goals, the study reached the followorcitisions
that: The dominant level of the organizational wrdt was relatively high. It also showed a high leok
organizational affiliation of the college employed$o statistically significant differences in thevél of
organizational culture according to different peocharacteristics and functional. There wereistically
significant differences in the level of organizatid affiliation, according to the variable naturietloe work in
favor of the military.

5-Study by Wafe (2005)

"Organizational culture and its relationship witlyanizational commitment"

This study aimed to identify the constituent valpesvailing organizational culture, and identifyetievel of
organizational commitment, in addition to standhomv different are the values of the organizatianddure and
organizational level of commitment depending onspaal characteristics. The study reached the falgw
conclusions that: All the organizational culturéues prevail in the Control and Investigation Boardderately.
There is a strong positive correlation betweenoWerall organizational culture and organizatioraheitment.
There is a consensus on the presence of a regutaibgation.

Thedistinguishesthis study

I've dealt with previous studies and topics relatedhe internal environment and organizational coiment
under the slogan of many such as: organizationahaté, job satisfaction, job loyalty, organizatibna
commitment, and researchers present a great effontsibuted to the enrichment of the study subj@ctr study
has benefited from previous studies in the stagesugable definition and determination of studyplem and
study tool development. There were similaritieswssn this study and the previous studies, as tha®
differences which made this study differ from poms studies in different aspects.

One of the similarities is that this study, likd pfevious studies dealt with both internal envirent and
organizational commitment as variables study, itus that some of the previous studies addre$sedariables
partly, as some of them addressed the institutioniire and others addressed the centralizatidrifenofficial
as the characteristics of the organizational stmectwhich is one of the elements of the intermalirenment.
Some studies have linked these elements with than@rational commitment, organizational loyalty job
satisfaction but the common thing between thisystuad other studies is a subject that has beeresskl, in
addition to the similarity of some of the findingsthe studies (see the results of the study).

As for the differences which differentiate thisdgufrom other studies, they can be summarized lasAfs:

« Some previous studies dealt with partial elemeafitgternal environment and linked them to abidethe
organizational commitment, where those studies emddd both Bonn and Aaromujam (Boon and Arumugan,
2006) and a study by Shalawi (2005) and a studgwsfy (2005), the impact of institutional culturegp of the
internal environment) on organizational commitmewi; study has also addressed both Lambert and Hogan
2006 "The impact of official and centralization fpaf organizational structure characteristics) the
organizational commitment. As for this study, ileekssed the internal environment topic with its elements;
the organizational structure and organizationaluceland that's what differentiates it from soméehef previous
studies.

Hypotheses

First: the first major hypothesis

There is statistical evidence (at the level of Bigance a=0.05, m=3.5) of the existence of an ptadge level of
organizational commitment of employees in the Sdggurity in KSA Second: The second major hypsithe
There is a statistically significant effect (at tlewel of significance 0.05 m) to the internal elements of the
environment combined (organizational structure amgdanizational culture) at the level of organiza#b
commitment of workers in the Social Security in&XS The following sub-hypotheses derifiezim this
main hypotheses:

1. - There is a statistically significant effectt ¢he level of significance 0.05 &) of the nature of the
organizational structure at the level of organtagl commitment of employees in the General Orgsitn for
Social Security in KSA.

2 - There is a statistically significant effect {la¢ level of 0.05 =) of the nature of the prevailing organizational
culture at the level of organizational commitmehemployees in the General Organization for SoSturity
in KSA.

Third: The third major hypothesis:
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There is a statistically significant relationshigt the level of significance 0.05 &) between the personal
variables for employees in the General Organization Social Insurance and organizational level of
commitment they have.

Study M ethodology

The study population and sample

Study population Consists of all employees in toei& Security in KSA at the time this study wagiated
(April 1433 AH), sample size was 2324 workers sgreger 22 branch (according to records of humaouees
management in the organization.). Random strati§i@chple has been selected to ensure the inclusiafl o
administrative levels in the organization. Sampite,saccording to the size of the sample schedul@ known
society as stated in the (Uma Sekran 2007, 294plsed¢o 291 members as shown in Table (1)

Tablel

Identify the elements of the stratified random sample

Responsive sample Percentage in Amount in Job category Serial #
sample members| n society society
N
3 4 1.07% 13 Assistant General Manager or 1
equivalent
5 6 2.06% 25 Director or its equivalent 2
12 15 4.95% 60 Director or equivalent 3
29 31 10.33% 125 Head of department or its equivalent 4
146 237 81.57% 987 Employee in all business 5
195 291 100% 1210 Total

291 questionnaires were distributed to differeméle of workers, 195 valid questionnaires have breeovered
with proportion of = 67%. After conducting descigt statistics for the study sample, the following
characteristics of the study sample has emerged:

Table (2)
Characteristics of the study sample
percentage frequency variable
80.5% 157 Male gender
19.5 38 Female
100% 195 Total
7.2 14 Less than 25 years of age age
26.2 51 25 — 35 years
44.6 87 36 — 45 Years
18.5 36 46 — 55 Years
3.6 7 Over 55 Years
100% 195 Total
1.5 3 Assistant general manager Job Title
2.5 5 General Director
6.2 12 Director
14.9 29 Team Leader
74.9 146 Employee
100% 195 Total
41.5 81 Lower than Bachelor's Degree Qualification
45.6 89 Bachelor's Degree
10.3 20 Master's degree
2.6 5 PhD
100% 195 Total
13.3 26 5 years and below Years of Experience
31.3 61 6 — 15 Years
45.1 88 16 — 25 Years
10.3 20 Above 25 years
100% 195 Total
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It is clear from the results of the analysis listedhe table above that % 80.5 of the memberb@tample were
male, and that % 44.6 under the age of 45 yeads4@r6% of the sample size respondents to this/stvelfrom
senior and middle management, and % 45.6 of thebmesrof the sample have a bachelor's degree, atée45
of the sample have 16 -25 years of experienceeirianeral Organization for Social Security in KSA.

The study boundaries

1 - Spatial border: Saudi Arabia.

2 - Objectivity border: staff at the Social Secprit

3 — Time boundaries of this study was preparetierperiod between April and December of the yed221133
AH

4 - Methodology boundaries: accuracy of the resthiitg have been reached is exclusive for the degfee
objectivity and accuracy of respondents respondbdaajuestions contained in the data collectiom, tad the
accuracy of the figures and quantitative data tres been presented for the purposes of the wortheof
statistical study.

Information gathering tools

In order to collect the data necessary for the detigm of the study in all its parts, two types ddta and
information sources have been adopted:

1. Secondary sources: these sources have beereddoptaccess to further explore and clarify thebpgm of
the study, and write the theoretical side and labkhe literature of the study, such as books, ipatibns,
periodicals, research published and unpublishedyuala and documents of the Social Security in KBA,
addition to some of the websites available on ttegliMVide Web , Internet.

2. Primary sources: The study was adopted questimmpproach in the collection of data and infdroma
necessary to conduct preliminary statistical anslgad selection of hypotheses, and then evolte échieve
this purpose, and it consists of the following part

« The first part includes a speech directed toardpnts to identify the subject and encourage tteeamswer
objectively.

» The second part: includes the demographic cheniatits of the sample, such as: sex, age, edunedtievel,
and years of experience, and job site.

* The third part: included multiple choice quessipfive sub-answers to each question in order tasore the
independent variable which is the internal envirentrand its components as follows:

Table (3)

Questionsindependent variable
Questions Variable
1-5 Level of complexity
From one to five Centralization
Total of questions above Organizational structure
From six to ten Organizational Culture
All the questions above Internal Environment

Five-Likert scale has been adopted to measurerthweas as follows:

Table (4)
Likert scaleto measure the organizational structure
1 2 |3 [4 |5
Complexity Simple —> Complex
Centralization Centralized — Decentralized
Culture Province — Contemporary
structure Automatic e Oblate

*The fourth Part: This section was designed tosmesathe level of organizational commitment asfol:

Table (5)
Dependent variable Questions
Questions Type of commitment
1-5 Affective
6-10 Normative
11-15 Continuous

Answers have been adopted in accordance with tezti$cale quintet.
Validity
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Researcher has met with specialists and exchantiplaideas aim to enrich and develop data calbectool
(questionnaire) and the contact number of managetsdvisers in the Social Security in KSA to mfypdbme
of the paragraphs so that they are easier addréssedespondents, in addition to display this heson on a
group of arbitrators and experienced academicsdardo improve and develop standards of this e to
become more capable and convenient in measuringghihich were designed for it.

Reliability

Table (6)

M easuring reliability
Cronbach's alpha Questions
0,737 Questions on the regulatory environment
0.763 Questions on organizational commitment

Statistical analysis and hypothesis testing

This study was carried using the Statistical Paekag Social Sciences, SPSS in conducting deseeipti
statistics and inferential statistics and test lilgpses as follows: Descriptive Statistics

Census results have emerged in the paragrapmigtatia sample study and related data collectiohas it
provided all the required statistics, and it alppeared in their positions.

Analysis of the normal distribution of the data

The aim of this analysis is to know the naturehef distribution of the data and how it approacheuinal
distribution using the test (Smirnov Kolmokarovedilts were as follows:

Table (7)
M easurement of the normal distribution of the data
p-value K-S Data
0.056 1.337 Internal Environment
0.687 0.72 Organizational Commitment

The test shows the presence of a normal distributfaata under the curve where the P-value higitear 0.05
in the two variables.

Characteristics of the internal environment Ofganizational Structure

The data contained in the statistical table (8&htihat the organizational structure characterimed high
degree of complexity (3.8=u) As the number of mamagnt levels (9-12) administrative levels, whictligates
a high vertical differentiation. The organizatiosaiucture is characterized by a high degree ohtieg
bureaucracy, as the percentage of those who hpkhgsory jobs to the total workforce are betwe&fo2
50%, and the organizational structure is charaztdrby high horizontal differentiation, becauseribenber of
functional departments ranges from 9-12 functionahagement and the number of branches exceeds 30
branches. Organizational structure also featurgls degree of centralized and high degree of fo{h&¥ =)
where the decision is made according to the reigalsi(2.02 31) without giving flexibility to workers
innovation or dispose of flex in customer servimed the training of the employee is done indiviuahder the
supervision his direct supervisor (2.87=p), AnctifiEnary actions were taken if they are exceedsdi\aolated
official instructions (1.98=p).

Table (8)
Characteristics of the organizational structure
Interpretation The Variable
arithmetic
mean
A high degree of complexity 3.8 1.Complexity
9-12 administrative level 4 » The number of administrative levels
50% -21% ratio of administrators to staff 3 « Percentage of staff supervisors
9-12 functional management 4 » The number of administrative
disciplines
More than 30 branch 5 * Number of branches
A high degree of centralized 2.24 2. Central
According to official regulations, decisions 2.02 « Decision
According to the job description 2.13 « perform tasks
Solo under the direct supervision of responsibl@.87 * Training
Follow the system of staff and the institution. | 2.22 » Performance Evaluation
Violation of official instructions. 1.98 « disciplinary action

210



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) g
Vol5, No 31, 2013 STE

1. Organizational culture

statistical data contained in the table (9) Indidhgat the culture of the Social Security in K$&gging from
traditional culture Classic Culture and cultureebfnge (3.01 m), where the relationship between managers
and staff are good but during work (3.205 and bonuses are being awarded when employesviol|
instructions (2.3 ;). Employee are not allowed to implement his owggastions unless he obtains the
approval of his immediate superior (3.4 and the relationship between departments isygpetitive one
(3.07 =p) and motivation to work is by being with his calfpies in the department and not individually ohwit
other departments (3.384.

Table (9)
Characteristics of the organizational culture
Interpretation The Variable
arithmetic
mean
A good relationship, but only during work 3.20 « manager - staff relationship
To Those who follow the formal procedures ané.30 « Bonuses
laws
Approval of the Director on any suggestion | 3.40 * Quality
Competitive relationship 3.07 « The relationship between departmentg
Joint action within the same section 3.38 » motivation to work

One Sample T-test, to test the first main hypothesis: test the preseri@n acceptable level of organizational
commitment:

Table (10)

One Sample T-Test

P-value t Mean Hypothesis

0.000 7.532 3.768 Test the level of organizational commitment
0.000 7.066 3.922 Test the level of commitment to the influential
0.662 0.438 3.527 Standard test the level of commitment

0.000 7.937 3.853 Test the level of ongoing commitment

With reference to the above table and when theedegf freedom df = 194, and the level of signifioas 0.05,
then the value of t tabular = 1.965, hence the myplothesis, which says that there is no commitrtent
organizational is being rejected, and accept tipothesis that is in favor of the existence of &lef
organizational commitment. When testing the subfo@ment levels (normative, influential and ongoing)
study showed the presence of effective and conisgommitment, but the study showed a lack of ntwaa
commitment as it appears in the same table.

Linear Regression testing: to study the effect of the internal environmerd &éime elements of organizational
commitment (testing the second main hypothesistla@ather two associated sub-hypotheses).

Table (11)

Linear Regression Testing

p-value t R2 R Hypotheses

0.000 11.058 0.12 0.131 Internal environment impact on organizational
commitment

0.000 9.662 0.003 0.049 Impact of organizational structure on organizationa
commitment

0.000 24.39 0.017 0.147 The impact of organizational culture on
organizational commitment

According to the agenda t at df = 194, and thellef/significance = 0.05, the value of t tabula®d5;
Therefore, for the null hypothesis to be acceptieel calculated value of t must range between 1+9661.965-,
and P-value should be higher than 0.05, and byeaeée to the table selection above, we find thatlihee zero
assumptions are rejected because the calculated gt are higher than +1.96, and the value oalResless
than 0.05 and that’s why the three zero hypothasesejected, and the alternative hypotheses asptad,
which favors the presence of impact for the inteemxironmental on the organizational commitmend the
presence of impact of the organizational structur@rganizational commitment and the presenceaces of
organizational culture on organizational commitment

211



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) g
Vol5, No 31, 2013 STE

(Correlation Factor " R") Test: To test the relationship between personal vargabitel the level of
organizational commitment, "Test of the third maypothesis."

This part of the statistical analysis, examinestiwbiethere is a correlation between personal visafgender,
age, educational level, job site, and practicakeigmce) and between organizational commitmenitssastated
in the third main hypotheses. After conductingnédige analysis by using the (Pearson correlatiba)tesults
were as in the following table:

Table (12)

Correlation Factor "R"
Nature of the relation "Pearson Correlate R" Personal Variable
Very weak and negative -0.013 Gender
Very weak and positive +0.036 Age
Very weak and negative -0.061 Educational Level
Very weak and positive +0.061 Job Site
Very weak and positive +0.063 Experience

According to the test results in the table above telationship between personal variables and dsatw
organizational commitment is very weak, hence tfgaoizational commitment may be due to other factbat
need to be further studied beside these factos,daspite the weakness of the relationship betypessonal
variables and between organizational commitmerng thlationship varied in nature so, we find thhaeé t
relationship between the job site and organizatioommmitment are the least vulnerable (positivaeation of
$ 0.061, then the practical experience which shawwositive correlation in the amount of (0.043)] #imen age,
which showed a correlation (positive rate of 0.03).

Results of the study

In light of the statistical analysis and hypothdsiing, the study found the following results:

1. The statistical results of the study in (TabjeslBowed that the organizational structure of thei® Security
in KSA is a kind of automated Mechanistic Structlxecause it features high complex characteristios,
extreme centralization and high official, and thiseans that this organizational structure reduces th
organization's ability to respond to the changas ¢ltcur in the business environment, it also dmggrovide
the flexibility needed by workers to make decisiansonfronting these variables, and hinders tlgaization's
ability to service customers in a way that achidnadr satisfaction. As a result, the organizaticstalcture of the
institution-cum-quo will be hampering for changedaslevelopment and raise the level of performana an
quality of the work.

2. The statistical results of the study (Table Bpahowed that the culture of the Social Security KSA
evolving but still ranging from Classic Culturette culture of change, or as it is called a culnfrguality, as
the relationship between superiors and subordireaegiood but during the period of work only, ataffsoffer
suggestions, but are not being implemented unlessent of superiors are obtained, and the reldtipns
between the departments are still competitive and,not participatory As a result, this culturatasow stands
hinder the progress of the institution and accesxtellence which requires a culture of changegwmation and
attention to quality and teamwork.

3. The study showed the presence of an acceptad dnd has a connotation of organizational comanitt
among employees in the Social Security in KSA,stgly also showed in its selection of the type @atdire of
this commitment that the affective commitment is $itrongest within the institution, followed by tbentinuous
commitment, while There is no acceptable levelahmitment to the Normative commitment within theciab
Security in KSA.

4. The study also showed the presence of the impket statistically significant elements of theeimal
environment that has been dealt with (the orgaioizal structure and organizational culture) at lineel of
organizational commitment. Also, it showed the pree of the impact of each of these factors indexetty on
the regulatory environment, which means a presefdlke impact of the nature of the organizationalcure
on the organizational commitment, and the presefcenpact of the pattern of organizational cultwe
organizational commitment in the General Organizafor Social Insurance in Saudi Arabia.

5. The study also showed that there is no coroglatietween the personal variables such as: geander,
educational level, job site, and practical expar@rand between organizational commitment.

These findings attributed to the answering of thestions contained in the problem of the studyit akowed
characteristics of the organizational structure #mel nature of the organizational culture and tieell of
organizational commitment of the General Organizatior Social Security and the impact of the inédr
environment of the institution at the level of angational commitment. We hope that these resuttsldvhelp
make recommendations provided by the study ofésteaind value to decision-makers in the organizdtiothe
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development of the internal environment, includiaging the level of organizational commitment, ethhelps
in improving the performance of employees and thieae the desired change by the Department of publi
Institution for social Security.

The results of this study were also compatible withme previous studies, as the results of thisystigi match
the results of a study of (2006 Boon and Arumugamng with the results of the study by (Shalawi, 20én the
existence of traces of organizational culture agaaizational commitment, and it came also in agergmith
the results of studies done by Lambert et al (Lumnled.al, 2005) on the existence of the effeahefcentral and
official organizational commitment, and that thadst came in agreement with a study made by (Al-@aiht
2001) that there is no relationship between petseadables (gender, age, educational level, fumai level
and experience) and the degree of organizatiomahdtment in the General Organization for Sociali8ig in
KSA.

Recommendations

The study gives the following recommendation focisi®n-makers in the Social Security in KSA

1. Restructuring for the General Organization foci8l Insurance

The results of this study showed that the orgainirat structure of the Social Security in KSA cheterized by
high levels of complexity and centralized and a&#fic hence the study recommends that restructubeg
conducted through which to reduce the number ofagament levels so that no more than 5 adminisérativ
levels, and to conduct re-adjustment to the offfisiarking procedures so as to convert some of thkeaities in
decision-making to the lower administrative levélse study also recommends that the Director Géoérthe
Corporation has to reduce the number of advisedstla®m House of Representatives and the peopleiatshc
with the Office of the General Director ..

2. Adopt the culture of quality and implement canbus improvement philosophy in the General Orgsitn
for Social Security and the excellence in perfarota and obtain quality certificates (which is witlag
Foundation seeks to reach), as the organizatiomdiduse statistical monitoring tools in addressisgues,
therefore, we must create an internal climate amwit@nment capable of promoting a culture of chaage push
for continuous improvement that will help reducees and improve staff motivation and encouragewation,
creativity and deepens organizational commitmethiwithis institution.
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