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Abstract

Introduction

In today's competitive world, employees turnover is one of the major problems of organizations,
result in many investments being easily lost. The present research was conducted to determine
the effect of perceived organizational support of mental health and emotional commitment on
turnover with the mediating role of organizational citizenship behavior.

Method

This research statistical population was the Khalesazan Roy Company employees. Using
Cochran's formula, the statistical sample size was equal to 73 people. In this research, a
convenient sampling method was used. SPSS and smartPLS softwares were also used for data
analysis.
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Results

The direct effect of emotional commitment on turnover tendency is confirmed with a t-value of
4.040. The direct effect of Percieved organizational support of mental health on emotional
commitment is confirmed with t-value 9.021. The direct effect of organizational citizenship
behavior on the tendency to turnover is confirmed with a t-value of 2.296. The direct effect of
emotional commitment on organizational citizenship behavior is confirmed with a t-value of
5.060.

Discussion

In today's competitive world, maintaining capable and loyal employees has become an
important issue for organizations; And the tendency of employees for quit the organization
threatens this issue. Various factors affect the willingness to leave the organization. In this
research, the effect of perceptual organizational support of mental health, emotional
commitment and organizational citizenship behavior on the tendency of turnover the
organization was investigated. According to the results, hypothesis 1 was confirmed, therefore
emotional commitment has a positive effect on reducing the tendency of turnover. This result is
consistent with the research results of Parizadeh et al.,, (2019), Ghorbanzadeh et al (2021),
Shahtahmasbi & Mazarei (2020). Hypothesis 2 was also confirmed and the percieved
organizational support of mental health has a positive effect on the emotional commitment,
which is consistent with the results of the researches of Mehdibeigi (2017) and Doai & Barjalilou
(2019). Organizational citizenship behavior has a negative effect on tendency of turnover, and
hypothesis 3 was also confirmed, which means that organizational citizenship behavior affects
reducing the tendency of turnover. This finding is consistent with the results of Shahtahmasbi &
Mazarei (2020) and Qaidamini Harouni et al (2017). Hypothesis 4 was also confirmed, so
emotional commitment has a positive effect on organizational citizenship behavior, which is
consistent with the results of Katebi Jahromi et al. (2021), Moini Karbkandi & Azar (2020) and
Malek Shaoar (2015). According to the confirmation of hypotheses 3 and 4, the mediating role
of organizational citizenship behavior in the relationship of emotional commitment on
tendency of turnover was also confirmed.

Keywords: Emotional commitment, turnover intention, percieved organizational support of
mental health, organizational citizenship behavior
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Table 1. Cronbach's alpha coefficients of research variables

Scale type Number of items ~ ConPach'salpha

coefficients
Percieved organizational support of mental health Likert five options 4 0.854
Emotional commitment Likert five options 7 0.932
Turnover intention Likert five options 4 0.910
Organizational citizenship behavior Likert five options 20 0.916
Self-assessed citizenship behavior Likert five options 10 0.881
Colleague-rated ranked citizenship behavior Likert five options 10 0.898
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Table 3. Discriminant validity of research variables
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Percieved organizational support of mental health ~ 0.833

Emotional commitment 0.216 0.838

Turnover intention 0.365 0.388 0.842

Organizational citizenship behavior 0.436 0.347 0.519 0.857

Self-assessed citizenship behavior 0.269 0.547 0.339 0.462 0.825

Colleague-rated ranked citizenship behavior 0.178 0.343 0.386 0.672 0.459 0.864
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Figure 2. Research model in standard estimation mode

Figure 3. Research model in significance mode of parameters
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Table 4. Summary of the results of direct relationships between variables
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1 Emotional commitment Turnover intention -0.494 4.040 Confirmed

2 Percieved organizational support of Emotional commitment 0.626 9.021 Confirmed

mental health
3 Organizational citizenship behavior Turnover intention 0.271 2.296 Confirmed
4 Emotional commitment Organizational citizenship behavior 0.536 5.060 Confirmed
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Table 5. Results of indirect relationships (Sobel test)

. . The dependent Path The result of
No Independent variable Mediator p L ” .
variable coefficient  the hypothesis
1 Emotional commitment . _Organ_lzatlonal_ Turnover intention 0.145 Confirmed
citizenship behavior
2 Percieved organizational Emotional Turnover intention 0.309 Confirmed

support of mental health commitment
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Table 6. CV Com and CV Red

Variable CV Com CV Red
Percieved organizational support of mental health 0.339 0.339
Emotional commitment 0.482 0.244
Turnover intention 0.504 0.097
Organizational citizenship behavior 0.298 0.093
Self-assessed citizenship behavior 0.313 0.338
Colleague-rated ranked citizenship behavior 0.358 0.395
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