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ABSTRACT  This research examines the effect of organizational support for teachers on their organizational
commitment. The data was collected from 819 primary school teachers in seven cities from every geographical
regions of Turkey. In the research, the two scales administered are “Perceived Organizational Support Scale
(POSS)” and “Teachers’ Organizational Commitment Scale (TOCS)”. The results reveal that teachers perceive
organizational support and organizational commitment at a moderate level. While teachers’ organizational
commitment perceptions differentiate in terms of gender, experience, reward and education level variables, their
organizational support perceptions differentiate in terms of experience and reward variables. It shows that the
more teachers’ organizational support perceptions increase, the higher their commitment perceptions are. While
organizational support perceptions towards “personal development” have a low influence on the dependent
variable, organizational support perceptions towards “work structure” have a negative influence on the dependent
variable.

INTRODUCTION

Human resources are the most important
sources to run any organization in the process
of reaching its goals and objectives effectively.
Having this, they should accept and adapt or-
ganizational goals and principles to create com-
mitment and continue it in the long term. How-
ever, it is important in the competitive world of
work it is difficult to make both the individuals
and workers committed for their work.  It is a
crucial issue to make qualified staff work by us-
ing their knowledge for the organization as com-
mitted ones. This is related to the word “organi-
zational commitment”.

Here, staff’s success is related to their com-
mitment feelings towards their organizations. It
is not an easy fact to create organizational com-
mitment as it has been claimed so. Creating such
process for the sake of both the staff and the
organization in accordance with organizational
goals has many considerations but at this point,
organizations should search ways to make the
staff committed and to supporting them as well.

There are many critical variables that play
roles in creating organizational commitment feel-
ing described as strong will to accept organiza-
tional goals, values. According to a view, in or-
der for anyone to stay voluntarily in an organi-
zation by working in full capacity as a member,
the most important variable is organizational

support. Organizations should support their
workers in multiple ways to keep them in their
structures and benefit from their performances.
It is known that supported employees have ten-
dency to think positively about their organiza-
tions. When they keep motivated staff in their
organizations and benefit from them effectively,
they have a chance to survive and become suc-
cessful. Organizations that support their staff
positively can benefit from their knowledge and
skills. By doing so, they may also have a chance
to create organizational commitment because
committed staff is supposed to have higher feel-
ing of responsibility in terms of performance,
task and roles comparing those who are not.

The present study purposes to analyse and
examine organizational support and commitment
concepts that are considered to have influences
on employee’s behaviours in many ways. In this
respect, organizational support and commitment
concepts are defined, then their effects on them
are explained and relevantly concerned litera-
ture is analysed.

Organizational Support

One of the basic elements of organizational
commitment is organizational support. It is de-
fined as one’s contribution to one’s organiza-
tion and its recognition by the organization. It is
also considered as one’s perceptions about the
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organization (Hellman et al. 2006). Employees
want support by their organizations as support-
ed ones might use their knowledge and skills at
top level to be beneficial for their organizations.
Besides, as long as their expectations are met in
their organization, they work more to meet orga-
nizational goals (Rhoades and Eisenberger 2002).
Meeting staff expectations, benefits and appre-
ciate their efforts may lead them to produce their
positive efforts towards the organization. In ad-
dition, the value that organization gives to the
employees may indicate that they are accepted
and wanted there. As a result of this feeling,
they work more towards organizational goals
(Demircan and Yildiz 2009).

Further, organizational support provides
safety for the employees. This is important as
this feeling causes them to consider that their
organization stands behind them. As a result,
high organizational support can lead to effec-
tiveness and productivity for any organization
(Eisenberger et al. 1997). Accepting the employ-
ees as assets caring about their happiness and
hinting it all the time in an organization will af-
fect their emotional relationships with the orga-
nizations (Eisenberger et al.  1986). Thus, a strong
and positive tie may have been established be-
tween the employees and the organization. How-
ever, the organization meets the needs of be-
longing, approval and respect feelings of the
staff by understanding their contributions to the
organization and by stating being happy with
working with them (Armeli et al. 1998). The staffs
who perceive this support may be more commit-
ted to their work and they are expected to work
hard to pay for it (Howes et al. 2000).

There are some factors that play important
roles to provide organizational support. Out of
these roles, compliance support, financial sup-
port and career support are major ones (Kraimer
and Wayne 2004). Here, while compliance sup-
port shapes adaptation to work and facilities,
financial support means financial needs mainly
rewards, salary. Finally, career support is related
to career needs of the staff. It can be under-
stood from this that staff have expectations in
many ways. However, making the work signifi-
cant and interesting may be added to these ex-
pectations (Aube et al. 2007).

It is considered that many things have been
done to increase organizational commitment in
organizations. One of them is providing organi-
zational support which should be done by pro-

viding supportive practices according to the
structure of the work and employees’ personal
developments. Next, another one is team work
which creates a positive feeling on employees’
behaviours. Further, perceiving trust in teams and
social support by the employees has direct influ-
ences on organizational commitment feeling
(Greenberg and Baron 2003). A further step is
employees’ participation in decision making pro-
cess. It is believed that the employees who par-
ticipate in decisions have a tendency to establish
strong ties with their organizations (Dewettinck
et al. 2003). Thus, the employees can consider
themselves as important parts of an organization.
They also improve and increase feeling of com-
mitment towards their organization.

Organizational support is comprised of three
principles (Rhoades and Eisenberger 2002). The
first of them is reciprocity. According to reci-
procity principle, organizational support that is
provided by an organization can lead to emo-
tional necessity of the staff. The second princi-
ple is meeting the employees’ social needs, lead-
ing the staff to close dialogue and providing
role status for all the employees fairly. The third
principle is strengthening staff beliefs about or-
ganizational rewards and promoting performance
in a fair way. This way, perceived organizational
support can be developed well in time. It is es-
tablished by creating healthy interactions with
their organizations. Thus, it arises as the em-
ployees’ good organizational perception levels
towards their organizations (Demircan Cakar and
Yildiz  2009). To meet the purpose, organizations
should offer organizational support for their
employees considering their happiness and well-
beings (Eisenberger et al. 1986). Though, there
are studies that indicate that teachers are sup-
ported by their organizations (Nartgun-Sezgin
and Kalay 2014; Egriboyun 2014) and it’s true
that such situations have positive reflections
on teachers as well.

Many researches were conducted on orga-
nizational commitment (Allen, Shore and Grif-
feth 2003; Aselage and Eisenberger 2003; Egri-
boyun 2014; Polatci et al. 2014; Iplik et al. 2014;
Florence and Vandenberghe 2003; Fuller et al.
2003; Liden and Arad 1996). One of the benefits
of organizational support is that it strengthens
organizational commitment (Christopher 1994).
Another positive result of organizational sup-
port is that it strengthens feelings of responsi-
bility (Wayne et al. 1997). According to these
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researches, the stronger the perceived organi-
zational support is, the higher the responsibility
for reaching organizational goals are (Aselage
and Eisenberger 2003). There are many studies
producing similar results on organizational sup-
port (Makanjee et al. 2006). Thus, as long as the
organizational support increases, the level of
responsibility for performing work rises (Hutch-
ison 1997).  Further, it is claimed that organiza-
tional support increases the employees’ efforts
(Johlke et al. 2002). In some researches, it is
shown that those with high organizational sup-
port perceptions develop strong psychological
commitment state (Van Knippenberg and Slee-
bos 2006). Taking all these into consideration,
when education process is concerned, organi-
zational support increases teachers’ performance
and productivity over standards.

Organizational Commitment

Northcraft and Neale (1996) investigated that
commitment is an attitude reflecting an employ-
ee’s loyalty to the organization, and an ongoing
process through which organization members
express their concern for the organization and
its continued success and well-being.

It is an individual’s desire to remain focused
and attached to his work and measured through
three tools. These are affective, continuance and
normative commitment (Meyer and Allen 1991;
Dunham et al. 1994).  Northcraft and Neale (1996)
further stated that organizational commitment is
determined by a number of factors, including
personal factors (for example age, tenure in the
organization, disposition, internal or external
control attributions); organizational factors (job
design and the leadership style of one’s super-
visor); non-organizational factors (availability
of alternatives).

A wide variety of definitions and measure of
organizational commitment exist. Becker et al.
(1995), Batemen and Strasser (1984), Mowday et
al. (1982) define the term in three dimensions: a)
a strong desire to remain a member of a particu-
lar organization; b) a willingness to exert high
levels of efforts on behalf of the organization; c)
a define belief in and acceptability of the values
and goals of the organization.

Dornstein and Matalon (1998) describe eight
variables that are relevant to organizational com-
mitment. These are interesting work, co-work-
er’s attitudes towards the organization, organi-

zational dependency, age, education, employ-
ment alternatives, attitude of family and friends.
Balay (1999) defines organizational commitment
as influenced leadership, culture, values and
norms subsequently.

Avolio et al. (2004) have suggested a link
between transformational leadership and orga-
nizational commitment, which involves promot-
ing organizational values related to achieving
organizational goals as well as places an empha-
sis on the commitment of both leaders and fol-
lowers to accomplishing the organization’s mis-
sion and vision. Some studies prove that the
level of organizational commitment among teach-
ers is moderate (Atik and Ustuner 2014) and
some claimed it to be at high level (Aslan and
Agiroglu-Bakir 2014).

One of the objectives and the most impor-
tant one is organizational commitment, because
it leads staff to self-devotion at the highest level
(Katz and Kahm 1977). Balci (2003) added that it
leads the employees’ coherence at work, pro-
ductivity, higher sense of responsibility and less
cost for organizations.

It is considered that the more committed the
employee is, the higher performance they exert
for work. Besides, highly committed employees
wish to remain associated with the organization
and advance organizational goals, and are there-
fore, less likely to leave (Armsrtong 1998: Baugh
and Roberts 1994; Day et al. 2005; Meyer et al.
1993; Tayyah and Tariq 2001; Nehmeh 2009;
Polatci et al. 2014). Further, Guest (1991) con-
cludes that high organizational commitment is
associated with lower turnover and absence, but
there is no clear link to performance.

According to some researchers, teachers
who have a high commitment show high perfor-
mance and it affects students’ achievement and
attitudes towards educational facilities and stay-
ing at school positively  (Day et al. 2005: Tro-
man and Raggl 2008).  Numerous studies indi-
cated that teacher commitment is a critical pre-
dictor for teachers’ work performance and the
quality of education (Dee et al. 2006).

Troman and Raggl (2008) indicate five ele-
ments that increase organizational commitment.
These are; interpersonal relations, service theme,
school support that helps them continue to their
work, time, convenience and financial benefits.
Having good relation with teachers and sustain-
ing it important for them. They also wish organi-
zational and financial support whenever they need.
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Results that were obtained from the research
conducted in educational field in many different
organizations generally reveal that organization-
al support has positive influence on organiza-
tional commitment (Allen et al. 2003; Bishop et
al. 2000; Cheung and Law 2008; Jeongkoo and
Thye 2002; Kaplan and Ogut 2012; Kose and
Gonulluoglu 2010; Ozdevecioglu 2003; Piercy et
al.  2006; Turunc and Celik 2010). Having this, it
is considered that organizational support for
teachers might have positive influence on their
organizational commitment as well.

Problem Statement

Further, the present study purposes to dis-
cover if organizational support affects teachers’
organizational commitment. Independent vari-
able of this study is “perceived organizational
support”, and dependent variable is “organiza-
tional commitment”. Even though there are nu-
merous researches conducted to find out if or-
ganizational support affects staff organizational
commitment, no study has been conducted on
its effects on primary school teachers’ commit-
ment feelings. It is also aimed to discover if their
views differ regarding their gender, professional
experience, education and educational rewards.

Research Questions

1. What are the general views of primary
school teachers about organizational sup-
port and commitment?

2. Do their views differ regarding their gender,
professional experience, education and ed-
ucational rewards significantly?

3. What is the level of influence of organiza-
tional support for teachers on their organi-
zational commitment?

METHODOLOGY

Research Design

As the purpose of the study is to discover if
organizational support affects teachers’ orga-
nizational commitment, it employs the correla-
tional research method. This method is used to
reach a decision on the population which con-
sists many in number. It is possible to get a group
or a sample which is considered to represent the
general population (Karasar 2009).

Population and Sampling

The population of this research is 17489 pri-
mary school teachers from seven cities in seven
geographical regions of Turkey in 2011-2012
school years. They were from Marmara Region
(Istanbul, Bagcilar (3172) and Bahcelievler (2100),
South East Region (Gaziantep, Nizip (1019) and
Sahinbey (4360), Eastern Region (Igdir, City Cen-
ter (785), Eagean Region (Izmir, Konak (935) and
Buca (853), Black Sea Region (Trabzon, City
Center (1835), Mediterenean Region (Antalya,
Muratpasa (905) and Kepez (1082) and Central
Anatiolia Region (Konya, Cihanbeyli (333) and
Altinekin (120).

The sampling of the study consisted of 819
teachers out of this population. It was deter-
mined with a formula based on sampling range
theory (Balci 2009). According to this formula,
% 5 of the population (382) was determined out
of the population of 100.000 people. As the pop-
ulation comprised of 17.489 teachers, 819 partic-
ipants composed of sampling of this study. In
this sampling, the cities and townships from dif-
ferent regions were determined with draw.

Instrument

In the study, three different instruments were
administered. The first one is the questionnaire
forms structured by the researcher himself to
collect demographic data about teachers. There
were four questions regarding the participants’
their gender, professional experience, education
and educational rewards. The other two instru-
ments were, “Perceived Organizational Support
Scale (POSS)” and “Teachers’ Organizational
Commitment Scale (TOCS)”.

Perceived Organizational Support
Scale (POSS)

The second instrument of this study is Per-
ceived Organizational Support Scale (POSS) de-
veloped by Eisenberger et al. (1986). It was adapt-
ed into Turkish by Selcuk (2003). It has 15 items
below two factors. The first factor is “Personal
Development” which has 9 items (1,2,3,4,
5,6,7,8,11) and it explains  26.77% of it. Cronbach
Alpha Coefficient of this subscale was discov-
ered as 0,85.

The second factor is “Work structure” which
explains 24.41% of it. It has 6 items (9,10,12,
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13,14,15) and Cronbach Alpha Coefficient of this
subscale was discovered as 0.82. Some of the
items were reversed in this subscale (6,7,9,10,11,
12,13,14 and 15). This two-factor structure ex-
plains 51% of total variance. The scale was a 5-
point Likert one ranging from “Never” to “Most”
with a midpoint of nature 3. Internal consisten-
cy of the Perceived Organizational Support
Scale” was calculated in two ways and Cron-
bach Alpha Reliability was found as .80 in total.
Cronbach Alpha Reliability was discovered as
.69 for Personal Development sub dimension and
0.81 for Work structure sub dimension.

As a result of item analysis made here, it is
significant at .001 level for all results statistical-
ly. Results reveal that all items of the scale are
reliable. These results verify Selcuk’s (2003) re-
sults partially.  The Cronbach Alpha Reliability
was found slightly lower than the original scale.
However, it produced similar results in the sec-
ond sub dimension.

Teachers’ Organizational Commitment
Scale (TOCS)

The third instrument of the research is
“Teachers’ Organizational Commitment Scale
(TOCS)” developed by Ustuner (2009). It has 17
items under one dimension. Reliability statistics
of the scale were done. Cronbach Alpha Reli-
ability was discovered as .96. The scale was ad-
ministered on 29 teachers with 2 weeks inter-
vals. Pearson Correlation coefficient was found
as “r=.88” as a result of two applications. Anal-
ysis reveals that this scale is reliable.

The scale was also a 5-point Likert one rang-
ing from “Never” to “Most” with a midpoint of
nature 3. Therefore, the lowest point that can be
taken is 17 and the highest is 85. While the high-
est point shows high organizational commit-
ment, the lowest point reveals low commitment.
Internal consistency of the Teachers’ Organiza-
tional Commitment Scale was calculated in two
ways and Cronbach Alpha Reliability was found
as .94 in total. Cronbach Alpha Reliability was
discovered as .69 for Personal Development sub
dimension and 0.81 for Work structure sub di-
mension. As a result of item remain analysis made
here, it is significant at .001 level for all results
statistically. Results reveal that all the items of
the scale are reliable. This verifies Ustuner’s
(2009) work. Permissions were taken for both
scales.

Data Collection

Data were gathered with the help of polltak-
ers. During the data collection process, teach-
ers were consented by providing an appropriate
place and time. The questionnaires were collect-
ed on the same day when they were delivered.

Data Analysis

In the study, first, the data were analysed
with frequency and percentage. In the second
phase, complimentary statistical values of sub
dimension Organizational Commitment Scale for
Teachers and Perceived Organizational Support
Scale were done and then commented.

T-test and one-way ANOVA analysis were
made to discover the differences according to
categorical independent variables of both scales
and then it was commented afterwards. Finally,
multi-regression analysis was done, and then
Pearson coefficient moments were determined
for independent variables and its effects on it
for both scales. All the statistical tests were test-
ed in two ways and significance level was ac-
cepted ,5 level. In order to analyse the data, SPSS
was used.

FINDINGS

Demographic variables of the sample group
of 819 people with whom the research was car-
ried out are shown all together in Table 1.

About 51.2 % of the teachers forming the
sample are male and 48.8% are female. When
looked at the distribution of teachers, it’s seen
that the teachers with 11-15 years’ seniority take
the first place with 25.5%.  They’re followed by
teachers with 6-10 years seniority ranked sec-
ond with 20.1%. Teachers with 16-20 years’ se-
niority are represented by 16.1 % ones with 1-5
years’ seniority are represented by 15.8% and
ones with 26 years’ and more are represented by
13.9% in this study. As for the seniority vari-
able, teachers with 21-25 years’ seniority take
the last place (8.5%). 79.4 % of the teachers have
four-year bachelor’s degree. They’re followed
by teachers having an associate degree with
12.5%.Teachers having postgraduate and doc-
toral education are in the last place with 7%.
While 53.5% of teachers forming the study group
have been awarded in their professions, 46.5%
have never been awarded.
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Findings based on descriptive statistics
about perceived organizational support and or-
ganizational commitment in the study are shown
in Table 2.

 In the study carried out with sample group,
total organizational support mean is =3.25; or-
ganisational support for personal development
mean is =3.14 and organisational support for
job structure mean is =3.37. These values can
be accepted as mean value. [(5-1= 4  4/5= .80   1-
1.80 range is low 1.81-2.61 range is  under aver-
age, 2.62-3.42 range is average, 3.43- 4.23 range is
above the average, 4.24-5.00 range is high level)].

However teachers’ perception of organiza-
tional support characteristics for ‘‘job structure’’
is higher than their perception of organizational
support for ‘‘personal development’’.

Teachers find the organizational support for
‘‘their personal development’’ lower than orga-
nizational support for ‘‘job structure’’.

Organizational commitment of primary edu-
cation teachers forming the sample is about

=3.22). In addition, organizational commitment
characteristics of primary education teachers are
lower than their perceived organizational sup-
port. In other words, the levels of organizational
support for teachers haven’t created an organi-

zational commitment at the same level among
teachers. The fact that organizational support is
directed more towards the structure of the work
rather than towards personal development, may
have led to such a perception among teachers.
Therefore, teachers want their personal devel-
opment aspects to be supported along with.

Irrelevant group ‘‘t’’ test and One-way Anal-
ysis of Variance (ANOVA) processes were per-
formed and interpreted to determine the differ-
ences of averages between ‘‘Perceived Organi-
zational Support Scale’’ and ‘‘Organizational
Commitment Scale for Teachers’’ according to
categorical independent variables collected via
survey within the research. The findings are pre-
sented in Table 3.

Statistically significant differences weren’t
found in the irrelevant group ‘‘t’’ test performed
for total and sub-dimensions of ‘‘Perceived Or-
ganizational Support Scale’’ according to teach-
ers’ gender variable. Organizational support char-
acteristics perceived by female ( =3.28) and male
( =3.23) teachers were equal.

Yet, when looked at the point average, per-
ception levels of female teachers are higher than
males, while perception levels of female and male
teachers correspond to each other on ‘‘personal
development’’ dimension.

Table 1: Frequency and percentage distribution of teachers according to demographic variables

Demographic variables Category F        %

Gender Female 400 48.8
Male 419 51.2

Professional Seniority 1-5 years 129 15.8
6-10 years 165 20.1
11-15 years 209 25.5
16-20 years 132 16.1
21-25 years 70 8.5
26 years and more 114 13.9

Educational Status Associate degree 102 12.5
Bachelor’s degree 650 79.4
Master’s degree 57 7.0
Unanswered 10 1.2

Award Status Yes 438 53.5
No 381 46.5

Total 819 100.0

Table 2: Teachers’ “Perceived Organizational Support Scale’’ and ‘‘Organizational Commitment
Scale for Teachers’’ descriptive statistic results

Scales Sub-dimension n Ss

Perceived Organizational Support Scale Total Personal Development 819 3.25 .59
Job Structure 819 3.14 .57

819 3.37 .82
Organizational Commitment Scale Total 819 3.22 .81
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Statistically significant difference at the .01
level was found in the irrelevant group ‘‘t’’ test
performed for ‘‘Organizational Commitment
Scale’’ total point averages according to gender
variable of the teachers forming the sample. Or-
ganizational commitment levels of male teachers
( =3.29) are higher than female teachers ( =
3.14) at a significant degree. This may be inter-
preted as the result of women having more work
outside the organization such as house chores
and childcare, and thus identifying less with the
organization than men. Besides, it may be
thought that male teachers find at school what
they are looking for and this situation creates
feelings of identification with the organization.

Statistically significant differences at the .05
level at least were found in ANOVA test per-
formed for total and sub-dimensions of ‘‘Per-
ceived Organizational Support Scale’’ accord-
ing to professional seniority variable of the
teachers. The findings are displayed in Table 4.

 As the teachers’ professional seniority fea-
tures changed, the organizational support char-
acteristics they perceived also showed a change
accordingly. But, the situation isn’t same for scale
total and sub-dimension variance features.

Significant differences weren’t found in Lev-
ene Test performed for ‘‘Perceived Organization-
al Support Scale’’ total and sub-dimensions point
variances.

Teachers’ professional seniority variable
shows that total variance of total perceived or-
ganizational support is 1.5%; total variance of
perceived organizational support for “personal
development” is 2.3% and total variance of per-
ceived organizational support for ‘‘job structure’’
is 2.2%.

After obtaining significant difference in ‘‘F’’
test, post-hoc techniques were initiated to de-
termine the differences between double catego-

ries. Scheffe test was performed as a post-hoc
technique since significant differences weren’t
found in Levene test.

Here, total characteristics of organizational
support perceived by teachers with 1-5 years’
seniority ( =3.41) is higher at significant level
than the ones with 16-20 years’ seniority ( =3.15).

Once again, total characteristics of organi-
zational support for ‘‘job structure’’ perceived
by teachers with 1-5 years’ seniority ( =3.61) is
higher at a significant level than the teachers
with 16-20 years’ ( =3.22) and 26 years’ and more
seniority ( =3.24). Statistically significant dif-
ferences weren’t found in paired comparison in
‘‘personal development’’ sub-dimension since
Scheffe test has a very high sensibility to alpha
type error.

Statistically significant difference at the .001
level was found in ANOVA test performed for
total points of ‘‘Organizational Commitment
Scale’’ according to professional seniority vari-
able of the teachers forming the sample. As the
teachers’ professional seniority features
changed, the organizational commitment char-
acteristics they perceived also showed a change
accordingly.

Teachers’ professional seniority variable
shows that total variance of total organizational
commitment is1.5%; total variance of perceived
organizational support for ‘‘personal develop-
ment’’ is 2.3% and total variance of perceived
organizational support for ‘‘job structure’’ is
2.2%.

Teachers’ professional seniority variable
shows that total variance of total organizational
commitment is 3.6%.

Organizational commitment levels of the
teachers with 26 years and more seniority
( =3.50) are higher at a significant level than
the ones with 6-10 years seniority (p<.001)

Table 3: Irrelevant group ‘‘t’’ test results performed for total and sub-dimensions of ‘‘Perceived
Organizational Support Scale’’ and ‘‘Organizational Commitment Scale for teachers’’ according to
teachers’ gender variable

 Scales Sub-dimension  Gender   N       ss   t    Sd      P

Organizational Support Total Female 400 3.28 .58 1.31 817 .188
Male 419 3.23 .59

Personal Female 400 3.14 .56 .05 817 .955
  development Male 419 3.14 .57
Job structure Female 400 3.42 .81 1.84 817 .065

Male 419 3.32 .83
Organizational Commitment Female 400 3.14 .82 -2.64 817 .008**

Total Male 419 3.29 .79
*p<.05  **p<.01   ***p<.001
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( =2.99) and the ones with 1-5 years seniority
(p<.05) ( =3.15). This may be because teachers
with higher and lower length of service have
different expectations. Teachers with higher
length of service may have low expectations
while teachers with lower length of service may
have high expectations. Besides, factors such
as habits of years, high level of organizational
adaptation, rasped expectations, bureaucratic
socialization, etc. may underlie high commitment.

No statistically significant differences were
found in ANOVA test performed for total and
sub-dimensions of ‘‘Perceived Organizational
Support Scale’’ according to teachers ‘educa-
tional status variable. Organizational support
characteristics perceived by the teachers with
different educational levels are equal. Once again

significant differences weren’t found in Levene
test performed for ‘‘Perceived Organizational
Support Scale’’ total and sub-dimensions point
variances. Findings are presented in Table 5.

Statistically significant difference at the .05
level was found in ANOVA test performed for
total points of ‘‘Organizational Commitment
Scale’’ according to educational status variable
of the teachers forming the sample. As the teach-
ers’ levels of education change, the organiza-
tional commitment characteristics they perceived
also show a change accordingly. Teachers’ edu-
cational status variable shows that total vari-
ance of total organizational commitment is eight
per thousand. In scheffe test it’s obtained that
organizational commitment levels of teachers

Table 4: The ANOVA Results for total and sub-dimensions of “Perceived Organizational Support
Scale” and “Organizational Commitment Scale for Teachers” according to professional seniority
variable.

Scales Sub-dimension Professional   N     X     sd  Levene    F      p      Eta
seniority    square

Organizational 1-5 years 129 3.41 .62 2.00 3.64 .003** .015
Support Total 6-10 years 165 3.18 .58

11-15 years 209 3.30 .63
16-20 years 132 3.15 .53
21-25 years 70 3.30 .53
26 years and 114 3.20 .54
  more
Total 819 3.25 .59

Personal 2.03 2.43 .033* .023
Development 1-5 years 129 3.21 .62

6-10 years 165 3.03 .55
11-15 years 209 3.18 .60
16-20 years 132 3.07 .54
21-25 years 70 3.21 .55
26 years 114 3.16 .49
  and more
Total 819 3.14 .57

Job structure 1.35 3.78 .002** .022
1-5 years 129 3.61 .85
6-10 years 165 3.33 .77
11-15 years 209 3.41 .85
16-20 years 132 3.22 .77
21-25 years 70 3.40 .76
26 years and 114 3.24 .87
  more
Total 819 3.37 .82

Organizational .85 6.02 .000*** .036
Commitment 1-5 years 129 3.15 .83
Total 6-10 years 165 2.99 .81

11-15 years 209 3.21 .82
16-20 years 132 3.28 .80
21-25 years 70 3.33 .75
26 years and 114 3.50 .73
  more
Total 819 3.22 .81

*p<.05  **p<.01   ***p<.001
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with associate degree ( =3.41), are higher than
teachers with bachelor’s degree ( =3.19) (p<.05).
The fact that teachers who have a bachelor’s
degree have lower levels of organizational com-
mitment compared to their counterparts with an
associate’s degree can be explained with the high
levels of consciousness and expectation they
gained from their education.

Statistically significant differences at .05 level
were found just in ‘‘personal development’’ sub-
dimension in irrelevant group ‘‘t’’ test performed for
total and sub-dimensions of ‘‘Perceived Organiza-
tional Support Scale’’ according to teachers’ award
status. The findings are presented in Table 6.

 Here, organizational support characteristics
that awarded teachers perceived for ‘‘personal

Table 5: ANOVA Results performed for total and sub-dimensions of ‘‘Perceived Organizational Support
Scale’’ and ‘‘Organizational Commitment Scale for Teachers’’ according to teachers’ educational
status variable.

Scales Sub-dimension Professional   N    χ     ss  Levene    F      p       Eta
Seniority    square

Organizational Associate 102 3.29 .51 1.91 .23 .79 .001
Support Total   degree

Bachelor’s 650 3.25 .60
  degree
Master’s 57 3.25 .56
  degree
Total 809 3.26 .59

Personal Associate 102 3.17 .51 .82 .39 .67 .001
  development   degree

Bachelor’s 650 3.14 .58
  degree
Master’s 57 3.08 .51
  degree
Total 809 3.14 .57

Job Structure Associate 102 3.42 .83 .13 .24 .78 .001
  degree
Bachelor’s 650 3.36 .82
  degree
Master’s 57 3.41 .86
  degree
Total 809 3.37 .82

Organizational Associate 102 3.41 .77 .61 3.37 .035* .008
Commitment   degree
Total Bachelor’s 650 3.19 .82

  degree
Master’s 57 3.26 .74
  degree
Total 809 3.22 .81

*p<.05 **p<.01 ***p<.001

Table 6: Irrelevant group ‘‘t’’ test results performed for total and sub-dimensions of ‘‘Perceived
Organizational Support Scale’’ and ‘‘Organizational Commitment Scale for Teachers’’ according to
teachers’ award status variable

Scales Sub-dimension Award   N    χ      SS        t   Sd      P
status

Organizational Yes 438 3.27 .59 .61 817 .539
Support Total No 381 3.24 .58

 Personal Development Yes 438 3.18 .56 2.12 817 .034*

No 381 3.01 .57
 Job structure Yes 438 3.35 .83 -.58 817 .559

No 381 3.39 .82
Organizational Yes 438 3.33 .78 4.09 817 .000***

Commitment No 381 3.10 .83
Total
*p<.05 **p<.01 ***p<.001
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development’’ ( =3.18) are higher at a signifi-
cant level than the teachers who weren’t award-
ed ( =3.01) (p<.05). Perceived organisational
support characteristics of the teachers awarded
and the teachers not awarded in their careers are
equal in ‘‘job structure’’ sub-dimension. This may
be the result of rewarded teachers’ view of the
reward as a support to them or as the result of
such support.

Statistically significant difference at .001 level
was noted in irrelevant group ‘‘t’’ test performed
for ‘‘Organizational Support’’ total point aver-
ages. Hereunder, organizational commitment lev-
els of the teachers awarded in their careers
( =3.33), are higher at a significant level than
the teachers not awarded ( =3.10). The percep-
tion among the teachers of the reward given to
them as the organization appreciating, recog-
nizing, liking, and honouring them may have in-
creased their organizational commitment.

The regression analysis process results and
relations between continuous dependent vari-
ables of the research are given in Table 7.

Relationship between total and sub-dimensions
of ‘‘Perceived Organizational Support Scale’’ and
‘‘Organizational Commitment Scale for Teachers’’
applied to teachers are given in Table 7.

Pearson product-moment correlation coeffi-
cient obtained for ‘‘Perceived Organizational
Support Scale’’ total points and ‘‘Organizational
Commitment Scale for Teachers’’ total points is
r=.26 and this result is statistically significant at
the .001 level. As indicated in the table, when
the organizational support characteristics that
the teachers perceived increase, their organiza-
tional commitment levels also increase accord-
ingly. Teachers felt more responsible to their or-
ganization as a result of the support given to
them. This feeling increased their organizational
commitment.

Pearson product-moment correlation coeffi-
cient obtained for ‘‘Perceived Organizational
Support Scale’’, ‘‘Personal Development’ ’sub-
dimension points and “Organizational Commit-
ment Scale for Teachers” total points is .52 and
this result is statistically significant at the .001
level. As the organizational support characteris-
tics that the teachers perceived for “personal
development” increase, their organizational com-
mitment levels also increase accordingly. How-
ever, Pearson product-moment correlation coef-
ficient obtained for “Perceived Organizational
Support Scale”, “Job Structure” sub-dimension
points and “Organizational Commitment Scale
for Teachers” total points is .01 and this result is
not statistically significant. Teachers were af-
fected more positively by the work aimed at their
personal development and for this reason they
increased their organizational commitment.

Lastly, in research, how much of the commit-
ment of the teachers working in primary schools
were explained with organizational support was
searched with multiple regression analysis. In
the present study, the independent variable was
sub-dimensions points of “Perceived Organiza-
tional Support Scale” applied to teachers and
the dependent variable was total points of “Or-
ganizational Commitment Scale”. Analysis re-
sults are indicated in Table 8.

Table 7: Relationship between total and sub-di-
mensions of ‘‘Perceived Organizational Support
Scale’’ and ‘‘Organizational Commitment Scale
for Teachers’’

     Organizational Commitment
           Scale for Teachers

   r    p

Perceived Organizational Support .26 .000***

   Scale Total
 POS for Personal Development .52 .000***

 POS for Job Structure .01 .582

*p<.05 **p<.01 ***p<.001

Table 8: Multiple regression analysis results

Independent Variable: Sub-dimensions of Dependent Variable:         “Organizational Commitment Scale for
Perceived Organizational Support Scale          Teachers” Total

             Â                                              T

 POS for Personal Development .62 19.78***

 POS for Job Structure -.23 -7.41***

R2=.324
F= 195.90***

n: 809            *p<.05 **p<.01 ***p<.001
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R2 values of regression model performed with
Enter method (certainty or descriptiveness co-
efficient) are given in Table 8. This coefficient is
a measure that shows to what extent the change
in dependent variable can be defined by inde-
pendent variables. Hereunder, different dimen-
sions of perceived organizational support can
explain organizational commitment in different
levels.

Here, having the R2 value .324 it’s understood
that 32.4% of organizational commitment is ex-
plained with perceived organizational support
for “personal development” and “job structure”.
That the F value obtained from regression anal-
ysis process is statistically significant at the .001
level shows that independent variables predict
the dependent variable significantly and vari-
ance ratios indicated are sufficient. Perceived
organizational support for personal development
explains the 27.9% of total variance (the best
predictor) of organizational commitment by it-
self and job structure explains the 4.6% of it (the
least predictor).

Beta values in Table 8 lay bare this situation.
As beta coefficient of POS (Perceived Organiza-
tional Support) for “personal development” is
positive, its effect on dependent variable is pos-
itive, as beta coefficient of POS for job structure
is negative, its effect on independent variable is
negative. It seems more meaningful to empha-
size supportive work aimed at teachers’ self-de-
velopment rather than supportive work towards
the structure of the work in increasing their or-
ganizational commitment.

Both “t” values obtained from regression
analysis are statistically significant at the .001
level. When considering there could be a great
many of variables which can affect organizational
commitment, it’s obvious that this ratio (32.4%)
is remarkable indeed.

As a result, it’s concluded that organization-
al support characteristics are an important vari-
able predicting teachers’ organizational commit-
ment. In other words the degree of perceived
organizational support lends assistance to us to
predict teachers’ organizational commitment lev-
el. The Formula obtained from regression analy-
sis for predicting organizational commitment can
be stated as below.

Commitment = 1.205 + .809 (personal de-
velopment POS) + (- .23) (job structure).

DISCUSSION

In the research, teachers’ general perception
of organizational support given to them and their
organizational commitment; whether teachers’
perception of organizational support and orga-
nizational commitment show difference accord-
ing to various variables or not and the effect of
organizational support given to teachers on their
organizational commitment are analysed and
findings are dealt and debated pursuant to se-
quence of issue of research problems.

Teachers find organizational support given
to them at ‘‘medium’’ level. While this result tal-
lies with Ozdemir’s (2010) and Egriboyun’s (2014)
research result directly, it tallies with the result
of Ozdevecioglu’s (2003) research mediately.
According to Nartgun-Sezgin and Kalay’s (2014)
study, teachers stated that they were supported
by their organizations to a high level. On the
other hand, it’s seen that teachers’ organizational
commitment characteristics are at ‘‘medium’’ level
too. This result is consistent with Atik and Us-
tuner’s (2014) results. When considering that
commitment to school level of the administra-
tors’ who should support teachers to improve
their organizational commitment is low (Bozdemir
and Yolcu 2014), this result is not very surpris-
ing. In view of Aslan, Agiroglu–Bakir (2014),
Topaloglu et al.’s (2008) and Karatas and Gules’s
(2010) researches, the result was at “high” level.
It’s observed that different results were obtained
from similar studies on different fields concern-
ing the subject. It can be said that calculation
ways of the points gained from the measuring
instruments used in the research (on sub-scales
and total point basis) have caused this diversi-
ty. It is expected in this study that a perception
of support and commitment above ‘‘medium’’
level is created among teachers.

Thus, it’s required to enhance the organiza-
tional support given to teachers qualitatively
and quantitatively, to raise the positive percep-
tion levels of teachers for organizational sup-
port and accordingly, to level up their organiza-
tional commitment. It’s known that teachers with
high organizational commitment have high per-
formance and productivity.

Teachers’ perception of organizational sup-
port characteristics for ‘‘job structure’’ is at a
higher level than their perception of organiza-
tional support for ‘‘personal development’’. Here,
it can be thought that it has an effect on it that
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teachers find the level of organizational support
for ‘‘job structure’’ higher than level of organi-
zational support for ‘‘personal development’’.
In this case, it’s required to enhance the quality
and quantity of support given for their ‘‘person-
al development’’ to raise teachers’ commitment
to their organizations. Herein, it can be assumed
that the gap on this issue can be bridged by
doing a research on what sort of support teach-
ers need for ‘‘personal development’’ and what
effect it may exert on their organizational com-
mitment in the case of fulfilling their needs. Be-
sides, it’s seen that teachers’ organizational com-
mitment characteristics are at a lower level on
average considering the organizational support
they perceived. In other words, levels of organi-
zational support given to teachers haven’t cre-
ated organizational commitment at the same lev-
el. However, generally accepted approach is that
organizational support given to employees will
enhance their organizational commitment. The
result doesn’t back up this approach.

According to gender variable of the teach-
ers, when looked at organizational commitment
status it’s seen that organizational commitment
levels of male teachers are higher than female
teachers. This finding is consistent with Aslan
and Agiroglu-Bakir’s (2014) study while it is in-
consistent with Angle and Perry (1981), Fresko
et al. (1997), and Mathieu and Zajac’s (1990) re-
sults. In those researches of mentioned scien-
tists, organizational commitment levels of fe-
males are found higher than males. In some re-
searches, it’s stated that there is no relationship
between organizational commitment and gender
variable (Karatas and Gules 2010; Selcuk 2003;
Selvitopu and Sahin 2013; Nartgun-Sezgin and
Kalay 2014; Atik and Ustuner 2014; Topaloglu
et al. 2008).

In the study, it can be anticipated that this
high perception among male teachers might be
affected by their utilization of items binding them
to organization, in other words, by the support
given by the organization.

Here, it’s possible to say that women’s ex-
pectations can’t be met sufficiently by their or-
ganizations. The fact that the great majority of
administrative staff of primary schools are male
that is of course a kind of obstructer of female
teachers’ attempts.

According to teachers’ professional senior-
ity variable, total characteristics of organization-
al support perceived by teachers with 1-5 years’

seniority is higher at a significant level than the
ones with 16-20 years’ seniority.

This result tallies with Selcuk’s (2003) re-
search results indirectly. In this study, percep-
tion levels of teachers with less seniority are
higher than the ones with more seniority, too.
Here, the support level that the teachers with
more seniority want to gain from their organiza-
tion is high and this can’t be met by their organi-
zations. On the other hand, organizational com-
mitment levels of teachers with 26 years’ and
more seniority are higher than the ones with 1-5
years’ seniority and the ones with 6-10 years’
seniority. As teachers’ professional seniority
features change, their organizational commitment
features also change accordingly. This result
shows conformity to Aslan and Agiroglu–Bakir
(2014), Selvitopu and Sahin (2013) and Topalo-
glu and others’ (2008) research results.

In studies done by several researchers on
the same subject, it’s stated that there is no rela-
tionship between organizational commitment
and seniority variable (Karatas and Gules 2010;
Kursunoglu et al. 2010; Nartgun-Sezgin and
Kalay 2014). When a literature review is done on
similar studies in general , it’s seen that organi-
zational commitment levels of new teachers are
high and over the years significant falls in their
commitment levels are experienced and in last
years of their careers, there is an increase in their
commitment levels even if just a hint.

According to teachers’ educational status
variable, perceived organizational support char-
acteristics of teachers with different education-
al levels are equal. This result is backed up by
Selcuk’s (2003) research result.

 Yet, organizational commitment levels of
teachers with associate degree are higher at a
significant level than the teachers with bache-
lor’s degree. This result doesn’t tally with Dee
and others’ (2006) research result but it does
tally with Aslan and Agiroglu–Bakir’s (2014) re-
search. While analysing the study’s seniority
variable, there, it was seen that organizational
commitment levels of teachers with more senior-
ity were higher than the ones with less seniority.
Tendency of teachers with associate degree is
towards this way. Today, graduates of associate
degree are a part of teachers with high seniority,
because teachers have been graduated as bach-
elors from faculties for a long time. Here, the
organizational commitments of teachers with
more seniority and with an associate degree are
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high. So, educational status variable has checked
the study in this sense.

According to award status variable, organi-
zational support and organizational commitment
characteristics that awarded teachers perceived
are higher at a significant level than the teachers
who weren’t awarded. While Oliver (1990) states
that organizational awards have a more power-
ful effect to create  organizational commitment;
Chen et al.  (2009) express that organizations’
rewarding approaches enhance the employees’
performance individually. As per previous re-
seaarches, employees form their work perfor-
mance according to moral and material awards
they expect from the organization (Eisenberger
and others 1986; Stamper and Johlke 2003). Here-
under, the fact that employee makes a great ef-
fort for organization’s goals and values raises
the expectations that s/he will be awarded by
the organization. While enhancement of com-
mitment creates high performance for the orga-
nizations, it also creates high spirits and job sat-
isfaction for employees (Rhoades and Eisen-
berger 2002). It’s a requirement for an organiza-
tion to give importance to practices as supply-
ing social aids, giving career opportunities and
providing promotion chances to employees as
these will be perceived as a reward by the em-
ployees. Besides, organizations should value
their employees, generate a peaceful and com-
fortable working environment, improve working
conditions, respect to their thoughts, take their
complaints into account, care, dealing with their
problems, and pride themselves on their suc-
cess and reward. Organizational commitment is
also a fact based upon mutual advantages be-
tween employee and the organization. Here, the
point in question is to preserve the mutual ad-
vantages rationally.

In the research, it’s seen that as the teach-
ers’ perceived organizational support character-
istics increase; their organizational commitment
levels increase too. This result is also backed up
by other researchers (Allen et al. 2003; Aselage
and Eisenberger 2003; Bishop et al. 2000; Chris-
topher 1994; Egriboyun 2014; Polatci, Ardic and
Koc 2014; Iplik et al. 2014; Florence and Vanden-
berghe 2003; Fuller et al. 2003; Jeongkoo and
Thye 2002; Liden and Arad 1996). Eisenberger
et al. (1990) propose that employees develop
general beliefs according to the quantum of sup-
port they get from the. Employees who realize
that they are supported by their organizations

have possibility to feel gratitude for their orga-
nization and to respond by being committed.
Further, perceived organizational support has
become a determiner of organizational commit-
ment considerably (Bishop et al. 2000; Jeongk-
oo and Thye 2002). In supportive organizations
employees have expectations of being repaid
for their efforts and they combine their organi-
zational identities with their own identities to
that end. Besides, employees who always feel
the support of the origination just beside will
put their shoulders to the wheel.

 Though it can be thought that there are quite
a lot variables effecting organizational commit-
ment, it’s understood that 32.4% of organiza-
tional commitment is explained by perceived or-
ganizational support for ‘‘personal development’’
and ‘‘job structure’’ in this study. This result is
higher than the result that Selcuk (2003) and
Ozdevecioglu (2003) found in a similar subject
in different job organizations. Here, it’s revealed
that organizational support characteristics are
an important variable predicting Teachers’ or-
ganisational commitment.

Further, degree of the perceived organiza-
tional support helps us also estimate the teach-
ers’ levels of organizational commitment. Hence,
it’s obvious that organizations must give weight
to supportive practices especially for ‘‘personal
development’’ and ‘‘job structure’’ to enhance
teachers’ organizational commitment.

 In the research, it’s seen that ‘‘personal de-
velopment’’, one of the component of organiza-
tional support, has a positive effect on organi-
zational commitment variable. This result is also
backed up by several researchers (Allen et al.
2003; Bishop et al. 2000; Jeongkoo and Thye
2002; Kaplan and Ogut 2012; Kose and Gonullu-
oglu 2010; Piercy et al. 2006; Turunc and Celik
2010). Here, the importance of supportive prac-
tices of the organization for ‘‘personal develop-
ment’’ of employees comes out.  An employee,
whose personal development needs are support-
ed feels more dependent to his/her work and
organization. A conscientious employee has a
stronger desire to belong to the organization by
identifying with organizations’ goals and val-
ues and is disposed to do more organizational
behaviours (Nehmeh 2009). Forming organiza-
tional commitment is one of the most important
practices for protecting organizations’ beings.
Because individuals with organizational commit-
ment work more harmoniously, more productive-



1054 YÜKSEL GÜNDÜZ

ly, with a high sense of responsibility and cause
less cost to organizations (Balci 2003). The fact
that organization supports employee’s personal
development and employee devotes him/herself
to his/her work and identifies with the work will
enhance the organizational commitment. Orga-
nizational commitment of teachers, whose per-
sonal development is supported are expected to
enhance. To enhance the organizational com-
mitment among teachers, it’s important for the
organization to perform several activities such
as to provide them educational facilities, to give
them the chance to be involved in decision-mak-
ing processes concerning themselves, to sup-
port social assistance, to value contributions to
the originations, to care and notice his/her ef-
forts, to provide feedback for his/her works and
to show interest.

One of the component of organizational sup-
port, ‘‘Job structure’’, has a negative effect on
organizational commitment variable. Namely, a
supportive practice for job structure has a neg-
ative effect on employees’ organizational com-
mitment. This result is backed up by Selcuk
(2003), Kose and Gonulluoglu’s (2010) study in-
directly. Here, it’s required for organizations to
follow a more attentive strategy on job security,
necessity and openness of the job, supply of
the job equipment’s, workload and having a pol-
icy on employees.

Individuals qualify their work as meaningful
when they perceive their works improving, use-
ful and rewarding.

Here, it’s important that the job structure has
an appropriate quality to be developed and to
be enriched because these kinds of works, di-
rect employees to find more physical, mental and
emotional resources and enhances their creative
abilities (Brown and Leigh 1996). Thus, while
the work becomes meaningful for the employee,
positive changes in his/her perceptions about
this are expected to occur.

CONCLUSION

In the study conducted to find out whether
teachers’ general perceptions of organizational
support they receive and organizational com-
mitment differ with regard to certain variables,
teachers rated the level of organizational sup-
port they received as “medium” while they indi-
cated their organizational commitment features
as “medium”, too. Organizational support to-

wards the “structure of the job” perceived by
the teachers was higher than perceived organi-
zational support towards “self-development”.

In terms of the gender variable, female and
male teachers’ perceived organizational support
features were equal whereas in terms of organi-
zational commitment, male teachers’ levels of
organizational commitment were higher than
those of female teachers. In terms of length of
occupation variable, level of organizational sup-
port perceived by lower length of occupation
teachers was significantly higher than that of
higher length of occupation teachers while or-
ganizational commitment level among higher
length of occupation teachers was significantly
higher than that of lower length of occupation
teachers. Levels of perceived organizational
support were equal among all teachers with dif-
ferent levels of education while organizational
commitment of teachers with an associate’s de-
gree was found to be significantly higher than
that of teachers with a bachelor’s degree. Orga-
nizational support and organizational commit-
ment features of the teachers who have received
rewards were significantly higher than those who
have not received any rewards.

As the level of teachers’ perceived organiza-
tional support increased, their level of organiza-
tional commitment also increased accordingly.
Although there are thought to be several vari-
ables that may influence organizational commit-
ment, it is understood in this study that 32.4%
of organizational commitment is explained by
perceived organizational support towards “self-
development” and “structure of the job”. Again
in the study, “self-development” of compounds
of organizational support has a positive direc-
tional effect on the variable of organizational
commitment whereas “structure of the job” has
a negative directional effect on organizational
commitment.

RECOMMENDATIONS

To increase teachers’ levels of organization-
al commitment even more, organizational sup-
port towards them should be increased both in
quality and quantity and teachers should be
supported in several aspects. Special emphasis
should be placed upon supportive work that
helps teachers’ self-development. In addition,
teachers’ creative ideas, suggestions, and criti-
cism should be taken into consideration; an ef-
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fective communication and rewarding system
should be established; and a participative un-
derstanding should be adopted. On the other
hand, female teachers should be supported to
increase their organizational commitment in the
most convenient way for their needs.
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