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Article Information Abstract

@ CrossMark The aim of this research is to examine the mean effect size of the relationship between
organizational commitment and job satisfaction in educational organizations using

DOI: 10.29299/kefad.1151940 meta-analysis method. In the study, a meta-analysis of the studies conducted between
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the years 2004-2022 was performed. A total of 32 (Nww=9482) independent studies were
included in the study in terms of the relationship between organizational commitment
and job satisfaction perceptions of educational institution employees. Analysis results
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on publication bias show that there is no publication bias in the meta-analysis study. The
Keywords: Fisher 7 coefficient was used in the mean effect size analysis performed according to the
random effects model. In the study, it was concluded that the mean effect size of the
relationship between organizational commitment and job satisfaction was high. In
Organizational Commitment, addition, according to the results of the subgroup analyzes that could explain the
relationship differences, the study type and sample group did not make a statistically
significant difference in terms of results; however, it was determined that the year of

Meta-Analysis,

Job Satisfaction,

Educational Organizations publication created a statistically significant difference in terms of results.

Egitim Orgiitlerinde Orgiitsel Baglilik ve Is Doyumu Arasindaki Iliski:
Bir Meta-Analiz Calismasi

Makale Bilgileri Oz

@CrussMark Bu arastirmanin amaci, egitim orgiitlerinde Orgiitsel baghlik ile is doyumu arasindaki

iligkinin ortalama etki biiyiikliigiinii meta-analiz yontemiyle incelemektir. Calismada, 2004-
2022 yillar1 arasindaki arastirmalarin meta-analizi yapilmistir. Calismaya, egitim kurumu
calisanlarinin orgiitsel bagliik ile is doyumu algilar1 arasindaki iliski agisndan 32
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(Ntoplam=9482) bagimsiz arastirma dahil edilmistir. Yayim yanliligina iliskin analiz sonuglari,
meta-analiz calismasinda yayim yanliliginin olmadigimi gostermektedir. Rastgele etkiler

modeline gore gerceklestirilen ortalama etki biiyiikliigli analizinde, Fisher 7 katsayisindan
Anahtar Kelimeler: yararlanilmigtir. Arastirmada, orgiitsel baglilik ve is doyumu arasindaki iliskinin ortalama
etki biiyiikliigiiniin yiiksek diizeyde oldugu sonuucuna ulasilmistir. Bunun yaru sira iligki

Meta-Analiz, farkliliklarimi agiklayabilecek alt grup analizlerinin sonucuna gore ¢aligma tiirii ve drneklem

@rgﬁtsel Baglilik, grubunun, sonuglar bakimindan istatistiksel olarak anlamli diizeyde farklilik olusturmadigy;
. fakat yaym yilinin, sonuglar bakimindan istatistiksel olarak anlamli diizeyde farklilik
Is Doyumu, N . -

- olusturdugu belirlenmistir.
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Giris

Orgiitsel davranis alaninda, calisanlarin orgiitsel bagliligi hakkinda son zamanlarda bir¢ok
calisma (Allen ve Meyer, 1990; Cerit, 2010) gergeklestirilmistir. Bu ¢calismalarin yaninda egitim orgiitleri
Ozelinde orgiitsel baglhiligin iliskisel sekilde ele alindig: arastirmalarda (Cinar, Capar ve Mermerkaya,
2022; Cokluk ve Yilmaz, 2010) 2000’li yillardan beri kayda deger diizeyde artis s6z konusudur. Ele
alinan arastirmalarin belirli/kayda deger bir kismi1 da orgiitsel baglilik ve is doyumu arasindaki iliskiyi
belirlemeye dontiktiir. Birbirlerinden bagimsiz gergeklestirilen bu c¢alismalarin bulgularimin
biitiinlestirilmesi; egitim orgiitleri baglaminda genellenebilir-giivenilir-gegerli bilgilerin olusturulmas:
ve raporlanmasi agisindan dnemlidir. Bu ¢ercevede mevcut ¢alismada, egitim Orgiitii calisanlarinin

goriislerine gore orgiitsel baghlik ile is doyumu arasindaki iliskinin meta-analizi gerceklestirilmistir.

Orgiitsel baghlik, bir bireyin belirli bir drgiitle zdeslesmesinin ve katilimimin goreli giiciidiir
(Steers, 1977). Lee, Carswell ve Allen (2000) orgiitsel bagliligy, kisi ve orgiit arasindaki psikolojik bir bag
olarak betimlemistir. Orgiitsel baghlik, alisamin drgiite baghligini ve drgiit calisanlarinin drgiite olan
ilgisini yansitir (Tella, Ayeni ve Popoola, 2007). Farkli bir sekilde ifade edilecek olursa; 6rgiitsel baglhlik,
bireyin orgiitle olan iliskisine paralel olarak sekillenen ve nihayetinde bireyin orgiitte kalma kararmni
etkileyen calisanin goriisiidiir (Allen ve Meyer, 1990). Bu cercevede orgiitsel baglhlik, orgiit ile ¢alisan

arasindaki psikolojik bir durum olarak tanumlanabilir (Ramalho-Luz, Paula ve Oliveira, 2018).

Balay (2000) orgiitsel baghligi; calisanin Orgiitte kalmasi, orgiit icin ¢aba gostermesi, Orgiitiin
amag ve degerlerini benimsemesi, herhangi bir maddi kayg: pesinde kosmadan orgiitiin amag ve
degerleriyle 6zdeslesmesi ve psikolojik olarak is yerine bagh kalmasi olarak tamimlamistir. Orgiitsel
baghligin ii¢ boyutu vardir; duygusal baghlik, devam baglilig1 ve normatif baglilik. Duygusal baghlik
daha ¢ok orgiite duyulan sevgiye, devam baglilig1 isi kaybetme korkusuna, normatif baglilik ise kalma
zorunlulugu duygusuna dayanir (Meyer ve Allen, 1991). Orgiitsel baglilik, bir 6rgiitiin say1siz hedefine
katilimi1 ve birlikteligi agisindan bir kisinin gii¢ diizeyi olarak kabul edilir (Cokluk ve Yilmaz, 2010).
Orgiitsel bagliliga sahip bir kisi, orgiitteki isinden daha fazla doyum alir ve {iretken olur (Cerit, 2010).
Orgiitsel baghlik, drgiitiin amag ve degerleriyle yiiksek diizeyde 6zdeslesmeyi, drgiitiin yararina ekstra
caba gosterme istegini ve orgiit iiyeligini stirdiirmek i¢in giiglii bir istek duymay1 gerektirir (Mowday,
Steers ve Porter, 1979). Bu baglamda, genelde tiim ¢alisanlarin, 6zelde de egitim kurumu ¢alisanlarinun
kurumlarina yiiksek derecede bagliliga sahip olmalari; kurumlarina daha fazla katki saglama olasiligini

artabilecektir.

Okullar da birer orgiittiir ve alanyazinda egitim kurumu c¢alisanlarinin-6gretmenlerin
kurumlarina baghliklar1 yukarida agiklanan orgiitsel baghiligin teorik cercevesine dayali olarak
incelenmektedir. Yoriik ve Sagban (2012) 6gretmenlerin orgiitsel baghligini, okul ile aralarinda bag
kuracak duygularin varlig: olarak tanimlamaktadir. Bazi arastirmalar (Chambers Mack ve digerleri.,

2019; Paramaartha ve digerleri., 2019) orgiitsel baglilig1 yiiksek ogretmenlerin okullarina daha fazla
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katk: sagladiklarini gostermektedir. Ayrica Meyer, Morin, Stanley ve Maltin'e (2019) gore hem isine
hem de okuluna bagl olan 6gretmenler hem islerinde hem de yasamlarinda daha olumlu sonuglar elde
etmektedir. Somech ve Bogler (2002) ise yiiksek diizeyde bagliliga sahip 6gretmenlerin, okulun amaglar:
icin sadakatle c¢alisacaklarim1i ve disiik baglihiga sahip Ogretmenlere gore daha fazla ¢aba
gostereceklerini ortaya koymaktadir. Ogretmenlerin bu bagliliklariyla iliskili unsurlar arasinda yer alan

is doyumunun da egitim kurumlar: igin biiyiik bir 6nem arz ettigi ifade edilebilir.

Is doyumu, kisinin isini veya is deneyimlerini bilissel degerlendirmesinden (Locke, 1976) ya da
calisanlarin belirli is ve gorev ozelliklerine yonelik duygusal yoneliminden (Rothbard, Phillips ve
Dumas, 2005) kaynaklanan zevkli veya olumlu bir duygusal durum olarak tanimlanmaktadir. Is
doyumu, ¢esitli diizeylerde begenileri olan deneyimli bir isi etkin/biligsel olarak degerlendirmekle ifade
edilen icsel bir durumdur. Is doyumunun gostergeleri; isin kendisinden, is arkadaslarindan ve
yoneticilerden/denetcilerden memnuniyet seviyesidir (Wright ve Cropanzano, 2000). Is doyumu, bir
calisanin isinden keyif alma ve memnun olma oranidir (Ellickson ve Logsdon, 2002; Shim, Luch ve
O’Brien, 2002). Spesifik olarak is doyumu, ¢alisanlarin isin kendisine ne sagladig; ile isten beklentileri

arasindaki farka ve karsilastirmaya dayanir (Edwards, 2008).

Calisanlar arasinda is doyumu, ise yonelik bilissel ve duyussal algiya gore degisiklik
gostermektedir (Thompson ve Phua, 2012). Islerinden memnun calisanlar, daha yenilikgidir ve
kurumlarinda olumlu bir ¢alisma ortami olusturur (Mwesigwa, Tusiime ve Ssekiziyivu, 2020). Isinden
memnun bir ¢alisan, memnun olmayan bir ¢alisandan daha tiretkendir (Saari ve Judge, 2004). Calisanlar
arasinda is doyumu, c¢alisanlar arasinda performansi, ahlaki, saglikli iligkileri ve olumlu tutumu
geligtirir (Mwesigwa ve digerleri., 2020). Is doyumu gok boyutlu bir yapidadir; hem icsel hem de digsal
gostergeleri igerir (Nanjundeswaraswamy, 2019). Calisanlarin devamsizlik ve devir hizinin yiiksek
olmas1 ve ise daha az aktif katiimi, calisanlar arasindaki is tatmininin diisiik olmasindan
kaynaklanmaktadir (Camp, 1994). Bu baglamda; genelde tiim, 6zelde de egitim kurumu c¢alisanlarinin
mali, 6zlitkk gibi haklarinin arttirilmasi ve gereksinimlerinin karsilanmasi yoluyla doyumlarinin da

artacag ifade edilebilir.

Egitim kurumu ¢alisanlarmin-dgretmenlerin is doyumu, bagimsiz olarak veya diger faktorlerle
etkilesim iginde, hem 6gretmen tutumlar1 hem de Ogretmen davranislari tizerinde gesitli sonuglara
sahiptir (Beck ve Murphy, 1998; Fullan ve Watson, 2000). Ogretmenler icin is doyumu, cogskuyu olumlu
yonde etkileyebilir ve dgrencilerle kisilerarasi iletisimi olumlu yoénde etkileyebilir (Weiqi, 2007). Is
doyumu eksikligi ise bu sonuglarin tam tersine (uyusukluk ve daha zayif kisileraras: etkilesimler) yol
acabilir (Macdonald, 1999). Ayni sekilde tatmin eksikligi, motivasyonsuzluga ve isten ayrilma
ihtimaline yol acabilir. Is doyumunun ve memnuniyetin artmasiyla birlikte daha fazla katilim,

motivasyon, keyif ve nihayetinde iste kalma olasiliginin artmas: muhtemeldir (Henne ve Locke, 1985).
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Okulun orgiitsel ¢iktilarinin temel gostergeleri arasinda, 6gretmenlerin orgiitsel baghilig: ve is
doyumu ¢ok énemli olarak kabul edilmistir (Leithwood ve Menzies, 1998). Orgiitsel baglilik ve is
doyumu, merkezi is tutumlarindan ikisi olarak kabul edilir ve birlikte ele alindiginda, oOrgiitsel
psikolojinin iyi arastirilmis klasik bir alanini olusturur (Judge ve Kammeyer-Mueller, 2012). Bu iki
faktor, orgiitiin etkinligini (Laschinger, 2001) ve performansini (Riketta, 2002) biiytik 6l¢iide etkiler. Cok
sayida arastirma, her ikisinin de énemli derecede iliskili oldugunu gostermektedir (Mathieu ve Zajac,
1990; Mathur ve Salunke, 2013; Redondo, Sparrow ve Hernandez-Lechuga, 2021; Saridakis, Lai, Mufioz
Torres ve Gourlay, 2020), ancak iliskinin kesin dogas1 belirsizligini korumaktadir (Martin ve Bennett,
1996). Orgﬁtsel baghlik ile is doyumu arasindaki iligki ile ilgili yapilan arastirmalarda (Balay, 2000;
Werang ve Agung, 2017), orgiitsel baglilik ve is doyumu arasinda yiiksek iligkilerin oldugu sonucuna
ulasilmistir. Bu kapsamda, egitim kurumu ¢alisanlarinda da baglhihiginm artmasiyla is doyumlarinin

artabilecegi veya doyumun artmasiyla orgiitsel bagliliklarinin artabilecegi sdylenebilir.

Bu calismada incelenen orgiitsel baglilik ve is doyumu degiskenlerinin, daha 6nce yapilan
arastirma sonugclar1 da goz oniine alindiginda, birbirleriyle iliskili oldugu ve karsilikli olarak birbirlerini
etkiledikleri/birbirlerinden etkilendikleri ifade edilebilir. Orgiitsel baghlik ve is doyumu arasindaki
iliskinin alanyazinda da farkli baglamlarda pek c¢ok arastirmada ele alindig1 goriilmektedir. Ayrica
orgiitsel baghlik ile is doyumu iligkisine doniik olarak, Tiirkiye’deki (Giileg ve Samanci, 2018; Ulbegi ve
Yalcin, 2016) ve farkl iilkelerdeki (Cinar ve digerleri., 2022; Shahjehan, Afsar ve Shah, 2019; Tett ve
Meyer, 1993; Yurtcu, 2015) karma orgiitler 6rneklemindeki arastirmalar: kapsamina alan meta-analiz
calismalar1 bulunmaktadir. Fakat 2008-2016 arasinda sadece Tiirkiye'deki egitim Orgitleri
orneklemindeki arastirmalari kapsamina alan bir meta-analiz galismasma (Gedik ve Ustiiner, 2017)
rastlanabilmistir. Mevcut meta-analiz ¢alismasi ise Tiirkiye genelindeki egitim Orgiitleri igin biitiinctil
bir bakisa sahip olmak ve egitim alaninda calisan karar vericilere/politika yapicilara/arastirmacilara yol
gostermesi bakimindan Tiirkiye’deki egitim orgiitlerini esas alan lisansiistii tezlere doniik yapilmistir.
Ozellikle lisansiistii tezlerin ele alinmasi, konu ile ilgili daha ayrintili/kapsamli calismalar olmalarindan
ve lisanstistii tezlerin literatiire konu baglaminda biitiinctil bir bakis agisiyla kazandirilmas: amacindan
kaynaklanmaktadir. Bu 6zgiin ¢alismalarin sonuglarinin birlestirilerek raporlanmasi ve yorumlanmasi,

egitim Orgiitleri bakimindan genellenebilir sonuglara ulasabilmeyi saglayacaktir.

Orgiitsel baghlik ile is doyumu arasindaki genellenebilir iligkilerin belirlenmesi, egitim
orgiitlerindeki baglilik ve is doyumunun iliski/etki giictiniin daha net fark edilmesine ve arttirilmasina
katkida bulunabilecektir. Boylece egitim drgiitlerinde baglilik ve is doyumunun yiiksek oldugu olanak
ve ortamlarin saglanmasina doniik oneriler gelistirilebilecektir. Bunun yaninda alt grup analizleri
araciligiyla bu iliskiye etki edebilen unsurlar belirlenebilecektir. Ileri siiriilen ifadeler gz oniine
alindiginda, mevcut meta-analiz ¢alismasinin alanyazina Onemli katkilarda bulunabilecegi

diisiiniilmektedir. Bu baglamda arastirmanin amaci, egitim orgiitlerinde orgiitsel baghlik ve is doyumu
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arasindaki iliskinin ortalama etki biiyiikliiglinii meta-analiz yontemiyle incelemektir. Arastirmada

yanit aranan sorular sunlardir:
1. Orgﬁtsel baghlik ile is doyumu arasindaki iliskinin ortalama etki biiyiikliigii nedir?

2. Calisma tiirli, 6rneklem grubu ve yaym yili alt gruplar agisindan orgiitsel baghlik ile is

doyumu arasindaki iliskinin ortalama etki biiytikliigii ne diizeyde farklilagmaktadir?
Yontem

Bu calismada, egitim orgiitlerinde orgiitsel baglilik ve is doyumu arasindaki iligskinin ortalama
etki bliyiikliigiiniin meta-analiz yontemiyle belirlenmesi amaclanmistir. Meta-analiz, birden ¢ok
¢alisma sonucunun tek sonugta birlestirilmesi i¢in kullanilan nicel bir yontemdir ($en ve Yildirim, 2020).
Ayrica meta-analiz, birbirinden farkli arastirma sonuglarin etkili/gegerli bir sekilde birlestirilip
biitiinciil sonuglar elde edilmesine imkan tanimaktadir (Tsagris ve Fragkos, 2018). Meta-analiz
yapilirken; Moher, Liberati, Tetzlaff, Altman ve Prisma Group’un (2009) PRISMA yonergeleri ve

American Psychological Association'in (2010) yonergeleri takip edilmistir.
Calismalarin Secimi ve Kodlanmasi

Meta-analiz arastirmasi i¢in gerekli alanyazinina doniik ilk tarama 2022 y1l1 Mayis, tamamlayict
tarama ise 2022 yili Haziran aymnda gergeklestirilmistir. Taramalar, Tiirkge ve Ingilizce dilleriyle
yapilmustir. Arastirmanin kapsamina Tiirkiye’deki lisansiistii tezler alinmustir. Konu hakkinda, Tiirkiye
Yiiksekogretim Kurulu Ulusal Tez Merkezi'nde “Egitim ve 6gretim” konu alaninda; “Egitim kurumu
calisanlari/paydaslar’” ornekleminde tarama gerceklestirilmistir. Konu hakkinda, Yiiksekogretim
Kurulu Ulusal Tez Merkezi'nde 2004-2022 aras1 (konu baslangici/y1l olarak 2004) tezler bulunmaktadir.
Bu meta-analiz galigmasina, konu ile ilgili 2004-2022 arast tezler dahil edilmistir. Orgiitsel baglilik ile is
doyumu/tatmini (organizational commitment ve job satisfaction) kavramlarinin birlikte yer aldig:
caligmalar seklinde tarama gergeklestirilmistir. Ornegin; “orgiitsel baglilik” ve “is doyumu” kavramlar
birlikte taranarak, ikisinin yer aldigi calismalar dikkate alinmistir. Bu cercevede arastirma
kapsamindaki degiskenleri inceleyen ve 6rneklemini egitim ¢alisanlarmnin olusturdugu 44 lisansiistii
tez kaydedilmistir. Kayit altina alinan c¢alismalar, arastirmaci tarafindan olusturulan kodlama
anahtarina islenmistir. Bu kodlama anahtarinda; ¢alismanin yazari, yayin yili, ¢alisma tiirii (doktora ve

yiiksek lisans tezi), orneklem grubu ve biiyiikliigii yer almaktadir.

Kodlama anahtarina islenen calismalar incelendiginde; arastirmanin kuramsal temelleri de
dikkate alinarak kodlanan 44 ¢alismanin meta-analize dahil edilebilmesi i¢in Ol¢iitler belirlenmistir: (1)
Egitim Orgiitii ¢alisanlarmin orgiitsel baghlik ve is doyumu algilar1 arasindaki iliskiyi belirlemeye
yonelik olmasi, (2) Arastirmalarin, lisanstistii tez olmasi (doktora ve yiiksek lisans tezi), (3) Arastirmada
kullanilan veri toplama araglarinin, egitim Orglitii ¢alisanlarmin orgiitsel baglihik ve is doyumu

durumlarini belirlemeye yonelik olmasi, (4) Arastirma bulgularinda, Orneklem biiyiikliigti ve
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korelasyon degerlerine veya bu degerlerin hesaplanabilmesi i¢in gerekli istatistiklere yer verilmis
olmasi bicimindedir. Bu 6lgiitler, haric tutma 6lciitii olarak da kullanilmis; belirlenen 6l¢iitlere uymayan

arastirmalar, calismaya dahil edilmemistir.

Dahil edilme ve hari¢ tutma oOlgiitlerinin belirlenmesinin ardindan Yiiksekdgretim Kurulu
Ulusal Tez Merkezi'nde tamamlayici taramalar “gelismis tarama” ile gerceklestirilmistir. Bunun yani
sira birinci taramada kaydedilen calismalarin kaynakcalar: taranmis, dahil edilme Olgiitlerine uygun
olabilecek c¢alismalar da incelenmistir. Bu cergevede, birinci tamamlayici tarama (Mayis 2022)
sonucunda 44, ikinci tamamlayic tarama (Haziran 2022) sonucunda konu ile ilgili yeni bir ¢alismaya
rastlanmamistir. Tamamlayici taramalarin ardindan kodlama anahtarina girilen calisma sayis1 44
lisansiistli tez olmustur. Dahil edilme Olgiitleri incelenerek, 44 bireysel ¢alismadan 32’si meta-analiz
calismasina dahil edilmistir. Ciinkii diger 12 bireysel ¢alismadan; 9'unda orgiitsel baglilik ve is doyumu
arasindaki iliski incelenmemis veya belirtilmemis, kalan 3’iinde de farkli temel konu baglamlarinda
veya farkli tarih araliklarindaki genel (makale/tez) calismalari esas alan meta-analiz ¢alismasi

yapilmistir.
Dahil Edilen Calismalar

Meta-analiz calismasina, orglitsel baghlik ile is doyumu arasindaki iliski bakimindan 32
arastirma dahil edilmistir. Analize dahil edilen arastirmalarin toplam orneklem biiytikliigii 9.482’dir.

Dahil edilen ¢alismalarin 6zelliklerine Tablo 1’de yer verilmistir.

Tablo 1. Meta-analize dihil edilen calismalarin ozellikleri
Degisken Kategori N (=32)

Calisma tari Doktora tezi
Yiksek lisans tezi

N
o =

O8]

Orneklem grubu Akademisyenler
Diger egitim calisanlar:

NN

Egitim miifettisleri

C)gretnnerder
Yayin yili 2004

2006

2007

2008

2009

2013

2014

2015

2016

2018

2019

2020

2021

2022

N
Q1

= W W oo R WIN PR PN PR
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Yayim Yanlilig:

S/

“Yayim yanlilig1” terimi genellikle, anlamli olmayan ve bos sonuglara kiyasla istatistiksel olarak
anlamli sonuclarin sunulmasi ve yayimlanmasinin daha olasi olmasini ifade etmek i¢in kullanilir (Petiti,
2000). Yaymm yanlili1, yayin statiisiiniin kazanilmasina kosullanarak istatistiksel bir ¢ikarimda ortaya
¢ikan sistematik hatadir (Begg ve Berlin, 1988). Yayim yanlilifi, bir arastirma konusunda yayimlanmais
calismalarin o konuda tamamlanmis biitiin calismalar: temsil etme yeterliginin diisitk diizeyde
olmasidir (Card, 2011). Bu baglamda yayim yanlilii, gerceklestirilmis arastirmalardan bazilarinin,
beklenen dogrultuda istatistiksel anlamli sonuglar ortaya ¢ikarmamasi sebebiyle arastirmacilarca
yayimlanmak istenmemesi veya bilimsel dergilerce kabul gormemesi gibi sebeplerle arastirma
sentezlerine dahil edilememesi dolayisiyla meydana gelebilmektedir (Makowski, Piraux ve Brun, 2019).
Bir meta-analiz aragtirmasinda yayim yanliliginin yiiksekligi, ortalama etki biiyiikliigiiniin gerekenden
daha farkli bir bigimde raporlanmasina sebep olarak (Borenstein, Hedges, Higgins ve Rothstein, 2009),
ortalama etki biiyiikliigiiniin niteligine ve dogruluguna olumsuz etkide bulunmaktadir (Pecoraro,
2018). Dolayisiyla, ortalama etki biiytlikliigiiniin belirlenmesi 6ncesi yayim yanlilig1 incelenmistir.
Mevcut meta-analiz ¢alismasinda yayim yanliligs; huni sagilim grafikleri, Orwin’in Giivenli N analizi,
Duval ve Tweedie’'nin kirp ve doldur yontemi, Egger’in regresyon testi ile Begg ve Mazumdar’in sira
korelasyon yontemi ile incelenmistir. Yayim yanlilig1 analizleri, orgiitsel baghlik ve is doyumu

arasindaki iliski bakimindan yapilmuistir.
Model Secimi

Mevcut meta-analiz arastirmasinda yaymm yanliligi durumunun belirlenmesinin ardindan
ortalama etki biiytikliigiiniin  hesaplanmasinda  kullanilacak istatistiksel model se¢imi
gerceklestirilmistir. Geleneksel meta-analiz literatiiriinde ortalama etki biiyiikliigiinii elde
edebilecegimiz iki model bulunmaktadir. Bunlar; sabit etki modeli ve rastgele etkiler modeli olarak
bilinir. Etki biiyiikliigiinii veya deneysel etkiyi 6lgen parametrenin tiim ¢alismalarda ayni oldugunu
varsayan model “sabit etki” modeli olarak adlandirilir. Bu parametrenin bir ¢alismadan digerine farklh
degerler alan rastgele bir degisken olarak hareket etmesine izin veren model ise “rastgele etkiler”
modeli olarak adlandirilir. Tek bir popiilasyonla galisiliyorsa “sabit etki”, bir popiilasyonlar evreniyle
calisiliyorsa “rastgele etkiler” modeli kullanilmalidir (Sen ve Yildirim, 2020). Sosyal bilimler alaninda
yapilan meta-analiz calismalarinda, orneklem Ozelliklerinin farkli parametrelerden etkilenmesi ve
cogunlukla etki biiyiikliikleri aras1 degisime sahip olmasi dolayisiyla, etki biiyiikliigii analizi igin
rastgele etkiler modelinin kullanilmasi onerilmektedir (Field ve Gillett, 2010). Nitelikli meta-analizler,
arastirmacilarin meta-analizdeki ¢alismalar hakkinda yaptig1 varsayimlara dayali olarak kullanilacak
modeli 6nceden belirtmektedir (Sen ve Yildirim, 2020). Bu baglamda, meta-analize dahil edilen

calismalarin 6rneklemini olusturan egitim oOrgiitlerindeki farkli gorevlilerin, Srneklemlerin farklh
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demografik ve kiiltiirel 6zelliklerinin, gesitli desen ve kapsamlarinin olmasi dikkate alinarak rastgele

etkiler modelinin kullanilmasina karar verilmistir.
Heterojenlik

Meta-analizde ortalama etki biiyiikliigii belirlendikten sonra, eldeki ¢alismalarin heterojenlik
dagillm durumlari incelenmistir. Meta-analizde etki biiyiikliiklerinin ne Olgiide degistigine
“heterojenlik” denir (Sen ve Yildirim, 2020). Meta-analizlerde heterojenligi degerlendirmek c¢ok
onemlidir, ¢iinkii yiiksek heterojenlik, gercekte verilerde mevcut olan ve farkh bir gergek etkiye sahip
olan ya da daha ¢ok alt grup arastirma olmasindan kaynaklanabilir (Harrer, Cujpers, Furukawa ve
Ebert, 2021). Calismalar arast heterojenlik olup olmadigini kontrol etmek igin bir¢ok yontem
Onerilmistir. Bunlarin basinda grafik (orman grafigi gibi) olusturmak, Q-istatistigi elde etmek ve I?
degerini hesaplamak gelmektedir (Sen ve Yildirim, 2020). Q degerinin serbestlik derecesine gore
hesaplanan x? degerini asmasi, ortalama etki biiyiikliiklerinin heterojen oldugunu gostermektedir
(Card, 2011). % icin ise %25, %50 ve %75 diizeyindeki degerler sirasiyla diisiik, orta ve yiiksek
heterojenlik olarak kabul edilebililir (Higgins, Thompson, Deeks ve Altman, 2003).

Meta-analize dahil edilen arastirmalar arasinda heterojenligin olmasi durumunda,
heterojenligin sebepleri bireysel calismalara ait karakteristik 6zelliklere yani moderator (alt grup)
degiskenlere dayali incelenebilir. Calismalar arasindaki heterojenlik ile iligkili olabilecek 6zellikler,
moderatdr/alt grup analizleri yoluyla yorumlanabilmektedir (Deeks, Higgins ve Altman, 2008). Bu
kapsamda mevcut meta-analiz ¢alismasinda, egitim orgiitlerinde orgiitsel baghlik ve is doyumu
arasindaki iliski bakimindan heterojenligin; calisma tiirii, orneklem grubu ve yayin yili degiskenleriyle

aciklanabilecegi ongoriilmiistiir. Belirtilen degiskenler 6zelinde alt grup analizleri gerceklestirilmistir.
Ortalama Etki Biiyiikliigii Degerinin Yorumlanmasi

Meta-analiz ¢alismalarinda, varyansin, korelasyon katsayilarindan (Pearson r) etkilenmesi
sebebiyle (Borenstein ve digerleri., 2009) ve birlestirilen bireysel ¢alismalardaki korelasyon degerlerinin
birbirlerine yakin olmasi durumunda; Pearson korelasyon degeri, Fisher 7z degerine doniistiiriilerek
analizler gerceklestirilir (Makowski ve digerleri., 2019). Mevcut ¢calismada da korelasyon katsayilars,
analizler igin Oncelikle Fisher 7z degerine doniistiiriilmiistiir. Iliskilerin ve gliven araliklarmin
raporlanmasi/yorumlanmasi igin ise analiz sonrasinda tekrar Pearson #'ye doniistiiriilmiistiir. Yapilan
ortalama etki biiyiikliigii analizi, korelasyon (Pearson r) katsayis: biciminde raporlanmigtir. Korelasyon
katsayis1 bicimindeki ortalama etki biiyiikliigii degeri; » < £10 ise ¢ok diisiik etki (Cohen, Manion ve
Morrison, 2007), £10 < r < £30 ise diisiik etki, £30 < r < £50 ise orta etki; 50 < r ise yiiksek etki (Cohen,
1988) olarak yorumlanmistir. Calisma tiirii, 6rneklem grubu ve yayin yili alt gruplarinin belirtilen
iligkileri farklhilagtirma durumu ise Qbetween testi, serbestlik derecesine gore belirlenen y? degeri ve p degeri
araciligiyla tespit edilmistir. Aragtirma verilerinin analizi, CMA v2 (Comprehensive Meta-Analysis

Software Version 2) ile gerceklestirilmistir.
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Arastirmanin Etik izinleri

Bu calisma yiriitiiliirken “Yiiksekogretim Kurumlar: Bilimsel Arastirma ve Yaymn Etigi
Yonergesi” kapsaminda belirlenen kurallar takip edilmis ve “Bilimsel Arastirma ve Yaymn Etigine
Aykir1 Eylemler” kapsaminda tanimlanan davramiglardan ise uzak durulmustur. Ayrica arastirma bir

meta-analiz ¢alismasi oldugundan “Etik kurul izni” alinmamaktadir.
Bulgular

Yayim Yanlilig1 Analizleri

Orgiitsel baghlik ile is doyumu arasindaki iliskinin ortalama etki biiyiikliigiiniin belirlenmesi
oncesi yayim yanliligi incelenmistir. Yayim yanliligi, oncelikle “huni grafigi” ve “kirp ve doldur
yontemi” ile gorsel olarak degerlendirilmistir. Degerlendirme, oOrgiitsel baglihk ile is doyumu

arasindaki iliski a¢isindan gerceklestirilmistir. Sekil 1-2’de huni sacilim grafikleri gosterilmektedir.
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Sekil 2. Doldurulan (siyah noktalar) ¢alismalari da iceren huni grafigi (Rastgele etkiler modeli-
Ortalamanin sagina gore)
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Huni sagilim grafigine gore yayim yanlhili§inin olmadigini sdyleyebilmek igin etki
biiytikliiklerinin, ortalama etki biiyiikliigiine ait standart hata ekseninin iki (sag-sol) tarafinda da
simetrik dagilmasi gerekir (Borenstein ve digerleri., 2009). Ayrica huni grafiginde biiyiik arastirmalar,
grafigin en tistlinde goriiniir ve ortalama etki biiytikliigiiniin yakiminda kiimelenme egiliminde olur;
daha kiigiik arastirmalar ise grafigin altina dogru goriiniir (Sen ve Yildirim, 2020). Sekil 1’deki huni
sagilm grafigi yayimm yanliligi bakimindan incelendiginde, genel olarak calismalarin grafigin {ist
kismma yakin toplandig1 ve etki biiytikliiklerinin standart hata ekseni etrafinda genellikle simetrik
dagildigi sdylenebilir. Ayrica birtakim arastirmalarin ise simetrikligi olumsuz etkiledigi ifade edilebilir.
Huni sa¢ilim grafiklerinin simetrikligine yonelik yapilan yorumlamalarin subjektifligi (Card, 2011) ve
sadece huni grafiklerine gore yayim yanliliginin olup olmadigina karar vermenin giigliigii (Pigott, 2012)
sebebiyle diger yontemlerin de incelenmesi gerekir. Sekil 2'deki kirp ve doldur yontemine gore
olusturulan huni grafiginde bulunan bos ¢emberler meta-analize dahil edilen (mevcut), dolu ¢emberler
(siyah noktali) ise yayim yanliligini azaltmak amaciyla meta-analize dahil edilmesi gerekli
(eksik/eklenen) calismalar: ifade etmektedir. Sekil 2'ye gore Orgiitsel baglilik ile is doyumu arasindaki
iliski agisindan mevcut calismalara ek olarak 8 arastirmanin meta-analize dahil edilmesi yayim
yanliligini azaltmak i¢in yeterlidir. Konu hakkindaki 32 bireysel ¢alismanin meta-analize dahil edilmesi

ve diger yayim yanlilig1 analizleri dikkate alindiginda, dahil edilebilecek ek ¢alismalar ihmal edilebilir.

Kirp ve doldur yontemi, bu g¢alismalari iceren meta-analiz yapildiginda huni grafiginin
yeni/diizeltilen merkezini de ortaya koyabilmektedir (Duval ve Tweedie, 2000). Kirp ve doldur
yontemi, hem yayim yanliifini tespit etmede hem de diizeltmede yardimci olmaktadir (Sen ve
Yildirim, 2020). Sekil 2'ye gore sembollerin merkezinde Onemli derecede bir degisimin olmadig:
sOylenebilir. Ancak yayim yanlilig1 hakkinda daha fazla bilgi edinebilmek i¢in Orwin Giivenli N analizi,
Duval ve Tweedie kirp ve doldur yontemi, Egger regresyon testi ile Begg ve Mazumdar sira korelasyon

yontemi ile incelemeye devam edilmistir (Tablo 2).

Tablo 2. Yayim yanlilig1 analizleri ve sonuglar:

Orwin Giivenli Duval ve Tweedie Egger Begg ve
Degiskenler N Testi Mazumdar
Aras iligki (.01 Fisher 7)* Kirpilan  Gozlenen/Diizeltilen (p) (p)
Orgiitsel 1.879 8 .574/.666 162 307
baglilik ve is
doyumu

*.01 olgiit deger olarak alinmustir.

Tablo 2'ye gore Orwin Giivenli N analizi, ortalama etki biiyiikliigiiniin belirli bir 6nemsiz
degerin altina diisiiriilmesi i¢in gerekli arastirma sayisini belirtmektedir (Orwin, 1983). Bu ¢ercevede N
sayistnin biiyiik olmasi, birtakim arastirmalarin disarida tutulmasiyla ortalama iliskinin sifir
olmayacagini/yayim yanhiliginin ¢ok diisiik oldugunu gostermektedir (Sen ve Yildirim, 2020). Mevcut
arastirmada, N degerinin etki biiyiikliigii sayisina gore olusan tolerans degerinin (N > 5k + 10) iistiinde

olmasi (Mullen, Muellerleile ve Bryant, 2001), yayim yanliliginin olmadigina isaret etmektedir. Duval
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ve Tweedie kirp ve doldur yontemine gore meta-analiz ¢alismasina eksik oldugu diistiniilen 8 bireysel
calismanin dahil edilmesiyle (huni grafiginin sagina eklenmesiyle), ortalama etki biiytikliigii degerinin
nispeten arttif1 fakat onemli diizeyde farklilasmadig: goriilmektedir. Egger ile Begg ve Mazumdar
analiz sonuglarinin istatistiksel olarak anlamli olmamasi da yaymm yanlihgmnm olmadigim
gostermektedir. Bu meta-analiz calismasi icin gergeklestirilen yayim yanlilig1 analizi sonuglar; ilgili
konuda meta-analize dahil edilen calismalarin yeterli oldugunu ve ortalama etki biiyiikliiklerinin ig

gecerliginin yiiksek oldugunu gostermektedir.
Ortalama Etki Biiyiikliigii ve Heterojenlik Analizi

Arastirmanin birinci sorusu baglaminda, orgiitsel bagllik ve is doyumu arasindaki iligskinin

ortalama etki biiytikliikleri ve heterojenlik testi sonuglarina Tablo 3’te yer verilmistir.

Tablo 3. Etki biiyiikliikleri (Pearson r) ve heterojenlik testi sonuglar:
Model k EBo:  S.H. z P %95 GA Q sd p

Alt Ust
Sinir  Sinir

Sabit 32 .535 .010  57.850  .000 520 549 651.288 31 .000

Rastgele 32 519 .048  12.004 .000 447 584

Meta-analize dahil edilen calismalardaki verilere gore etki biiyiikliigii (Pearson r cinsinden)
sabit etki modeline gore .535; rastgele etkiler modeline gore ise .519 olarak belirlenmistir. Veriler
heterojenlik testine tabi tutuldugunda Q=31 istatistigi degeri 651.288 olarak hesaplanmistir (p <.01). Bu
Q degerinin ki-kare tablosundan okunan 31 serbestlik derecesi ve .05 giiven diizeyindeki degeri (sd=31,
X%05=44.971) asmas1; Card'in (2011) Olciitiine gore verilerin heterojen oldugunu gostermektedir.
Heterojenligi belirlemek icin kullanilan diger bir yontem de I? yiizdelik degerinin hesaplanmasidir.
Verilerden hesaplanan I? degeri %95.240"tir; bu deger de Higgins ve digerleri. (2003)nin siiflamasina
gore yiiksek diizeyde heterojenlik oldugunu gostermektedir. Calismalar aras: yiiksek heterojenlik tespit
edildiginden restgele etkiler modeli kullanilmistir. Bu dogrultuda rastgele etkiler modeline gore
hesaplanan ortalama etki biiyiikliigii degeri .519'dur; bu deger, Cohen’in (1988) smniflamasina gore
yliksek diizey etkiye isaret etmektedir. Bagimsiz arastirmalarin etki biiyiikliigii degerlerinin rastgele

etkiler modeline gore olusturulmus dagilimin gésteren orman grafigi ise Sekil 3’'te gosterilmistir.
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Study name
Fisher's
z
Ari, 2021 0,775
Ates, 2019 0,829
Aydinoglu, 2020 0,693
Davran, 2014 0,811

Demir Polat, 2018 0,709
Demirkiran, 2004 0,523

Demirsoy, 2009 0,424
Demirtas, 2020 0,929
Dere, 2014 0,549
Derin, 2019 0,563
Dertlioglu, 2016 0,388
Dur, 2019 0,604
Duran, 2014 0,523
Elbidik Tulek 2008 0,662
Erbakici, 2019 0,310
Eskbag, 2014 0,618
Gorgulu, 2022 0,510
Gurlek 2015 0,472
Kaya, 2009 0,633
Mahmutoglu, 2007 -0,182
Olar, 2019 0,460
Ocal, 2020 0,436
Ozturk, 2019 0,365
Sagcan, 2013 0,829
Sayaili, 2016 0,648

Sakrak Ekin, 2021 0,709
Tatly Kalayci, 2019 0,436

Urat, 2016 1,472
Yakut, 2015 0,563
Yildiz, 2019 0,277
Yildizoz, 2021 0,365
Zaman, 2006 0,448

0,575

Standard
error

0,071
0,060
0,049
0,045
0,042
0,048
0,141
0,039
0,048
0,060
0,070
0,063
0,068
0,098
0,056
0,051
0,053
0,065
0,099
0,066
0,047
0,081
0,070
0,082
0,082
0,049
0,059
0,058
0,084
0,050
0,049
0,095
0,048

Variance

0,005
0,004
0,002
0,002
0,002
0,002
0,020
0,002
0,002
0,004
0,005
0,004
0,005
0,010
0,003
0,003
0,003
0,004
0,010
0,004
0,002
0,006
0,005
0,007
0,007
0,002
0,004
0,003
0,007
0,003
0,002
0,009
0,002

limit
0,636
0,712
0,596
0,722
0,627
0,429
0,146
0,852
0,455
0,444
0,252
0,480
0,390
0,470
0,200
0,519
0,405
0,345
0,439
-0,311
0,368
0,278
0,229
0,667
0,486
0,614
0,319
1,358
0,398
0,179
0,269
0,261
0,481

Statistics for each study

Lower Upper

limit
0,915
0,946
0,790
0,900
0,790
0,617
0,701
1,005
0,644
0,681
0,525
0,728
0,656
0,855
0,419
0,718
0,615
0,600
0,827
-0,053
0,551
0,594
0,502
0,991
0,809
0,804
0,552
1,587
0,727
0,375
0,461
0,635
0,669

Z-Value

10,909
13,923
14,035
17,892
17,044
10,945
2,996
23,714
11,377
9,315
5,575
9,553
7,722
6,756
5,554
12,149
9,543
7,255
6,391
-2,772
9,853
5,406
5,258
10,052
7,877
14,580
7,341
25,200
6,706
5,523
7,463
4,695
12,004

p-Value

0,000
0,000
0,000
0,000
0,000
0,000
0,003
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,006
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000

-1,00

-0,50

Favours A

0,00

0,50 1,00

Favours B

Meta Analysis

Alt Grup Analizleri

Sekil 3. Rastgele etkiler modeliyle elde edilen orman grafigi

Arastmanin ikinci sorusu baglaminda; calisma tiirii, 6rneklem grubu ve yayin yili alt gruplan

agisindan orgiitsel baghlik ile is doyumu arasindaki iliskinin ortalama etki biiyiikliigiiniin ne derecede

farklilastigina iliskin analog ANOVA sonuglarina Tablo 4’te yer verilmistir. Gruplar arasi varyansin

kaynaginin arastirildig1 analizler yiiriitiildiigi icin rastgele etkiler modeli kullanilmis ve buna gore

raporlama yapilmaistir.
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Tablo 3. Etki biiyiikliikleri (Pearson r) ve heterojenlik testi sonuclar

Degisken Kategori k r 95%GA Qs sd p
[Alt-Ust sinir]
Calisma tirii Doktora tezi 4 409 [.074, .661] 0.710 1 399
Yiiksek lisans tezi 28 533 [.462, .599]
Orneklem grubu Akademisyenler 3 .537 [.389, .658] 3.546 3 315
Diger egitim 2 .103 [-.427, .580]
calisanlar1
Egitim 2 489 [.364, .597]
miifettigleri
C)gretmenler 25 .545 [.471, .612]
Yayin yili 2004 1 480 [.404, .549] 157.691 13 .000
2006 1 420 [.255, .561]
2007 1 -.180 [-.301, -.053]
2008 1 .580 [.438, .694]
2009 2 .503 [.339, .636]
2013 1 .680 [.583, .758]
2014 4 557 [.457, .643]
2015 2 467 [.384, .542]
2016 3 .684 [.137, .911]
2018 1 .610 [.556, .658]
2019 8 445 [.341, .540]
2020 3 .601 [.412,.739]
2021 3 547 [.343, .701]
2022 1 A70 [.384, .548]

Tablo 4 incelendiginde; ¢calisma tiirii degiskenine gore orgiitsel baglilik ve is doyumu arasindaki
iliski, heterojenlik degerinin (Qs) serbestlik derecesine gore belirlenen x? (3.841) degerini asmamasi (p >
.05) sebebiyle istatistiksel olarak anlamh diizeyde farklilasmamaktadir. Orgiitsel baglilik ile is doyumu

arasindaki iliski, doktora tezlerine gore yiiksek lisans tezlerinde daha yiiksek diizeyde tespit edilmistir.

Orneklem grubu degiskenine gore orgiitsel baghlik ile is doyumu arasindaki iligki, heterojenlik
degerinin (Qs) serbestlik derecesine gore belirlenen x? (7.815) degerini asmamasi (p > .05) sebebiyle
istatistiksel olarak anlamli diizeyde farklilasmamaktadir. Orgiitsel baghlik ve is doyumu arasindaki
iliski, 6gretmenler grubunda en yiiksek; diger egitim calisanlar1 grubunda ise en diisiik diizeyde tespit

edilmistir.

Yaymn yili degiskenine gore oOrgiitsel baghlik ve is doyumu arasindaki iliski, heterojenlik
degerinin (Qs) serbestlik derecesine gore belirlenen x? (22.362) degerini asmas: (p < .05) sebebiyle
istatistiksel olarak anlamli diizeyde farklilasmaktadir. Q testi sonuglari; orgiitsel baglilik ile is doyumu
arasindaki iliskinin, yaym yili degiskeni agisindan heterojenligine isaret etmektedir. Orgiitsel bagllik
ile is doyumu arasindaki iligki, 2016 grubunda en yiiksek; 2007 grubunda ise en diisiik diizeyde tespit

edilmisgtir.
Sonug ve Tartisma

Bu calismada, egitim oOrgiitlerinde orgiitsel baghlik ile is doyumu arasindaki iligkinin ortalama

etki biiytikliigiiniin belirlenmesi amaglanmistir. Bu amag¢ dogrultusunda 32 bireysel ¢alisma meta-
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analize dahil edilmistir. Aragtirma sonucunda, egitim orgiitii calisanlarinin orgiitsel baghlik ile is
doyumu algilar1 arasindaki iliskinin ortalama etki biiyiikliigiiniin (r = .519) yiiksek diizeyde oldugu
tespit edilmistir. Dolayisiyla egitim orgiitii ¢alisanlarmin orglitsel baglilik algilarmin fazla oldugu
durumlarda, is doyumu algilarmin da fazla oldugu sdylenebilir. Egitim 6rgtitii calisanlari, ihtiyaglarinin
karsilanarak doyumlarmin arttigina inanmalar1 halinde Orgiite olan baghliklar1 da artabilmektedir.
Aslinda bu degiskenlerin ¢ift yonlii olarak birbirlerini etkiledikleri yani ¢ift yonlii bir iliskiye sahip
olduklari ifade edilebilir. Bu iki faktor, orgiitiin etkinligini (Laschinger, 2001) ve performansini (Riketta,
2002) biiyiik dlciide etkiler. Orgiitsel baglilik ile is doyumu arasindaki iliskiye yonelik gergeklestirilen
bazi arastirmalarda (Balay, 2000; Werang ve Agung, 2017) da orgiitsel baglilik ve is doyumu arasinda

yiiksek iligkilerin oldugu sonucuna ulasilmistir.

Arastirma sonucunda, ortalama etki biiyiikliigiiniin yiiksek ¢ikmasi; Tiirkiye’deki (Giileg ve
Samanci, 2018; Ulbegi ve Yalgin, 2016) ve farkl iilkelerdeki (Cinar ve digerleri., 2022; Shahjehan ve
digerleri., 2019; Tett ve Meyer, 1993; Yurtcu, 2015) karma Orgiitler 6rneklemindeki arastirmalari
kapsamina alan meta-analiz calismalarindaki ortalama etki biiytkliiklerinin yiiksek diizeyde
bulunmasiyla ortiismektedir. Ayni sekilde 2008-2016 arasinda sadece Tiirkiye'deki egitim orgiitleri
orneklemindeki arastirmalari kapsamina alan meta-analiz caligmasindaki (Gedik ve Ustiiner, 2017)
ortalama etki biiytikliigtiniin ytiksek diizeyde tespit edilmesiyle de benzerlik gostermektedir. Tiim bu
sonuglar gostermektedir ki orgiitsel baghlik ile is doyumu arasinda giiglii iliski s6z konusudur. Bu
baglamda, egitim orgiitlerinde ¢alisma kosullarinin iyilestirilmesi, imkanlarin artirilmasi ve haklarinin
gozetilmesi yoluyla ¢alisanlarin kurumlarina baghliklar artabilecek, boylece kurumlarindan da doyum
saglamis bir sekilde gorevlerinde daha aktif, istekli ve etkili ¢alisarak kurumsal gelisime 6nemli dlciide
katkida bulunabileceklerdir. Boylece is doyumu yiiksek olan ¢alisanlar da kurumlarina daha fazla bagh
olarak katk: saglayabileceklerdir; ayrica kurumdaki devamsizliklarin azalmasi ve devir hizinin diisiik
olmasi saglanabilecektir. Camp’a (1994) gore de ¢alisanlarin devamsizlik ve devir hizinin yiiksek olmasi

ve ise daha az aktif katilimi, ¢alisanlar arasindaki is tatmininin diisiik olmasindan kaynaklanmaktadir.

Meta-analize dahil edilen calismalarda, orgiitsel baghlik ile is doyumu arasindaki iliski
farkliliklarini agiklayabilecek alt grup analizlerine gore calisma tiirii ve 6rneklem grubunun sonuglar
bakimindan istatistiksel olarak anlamli diizeyde bir farklilik olusturmadigi belirlenmistir. Aragtirmanin
calisma tiirii sonucu, Gedik ve Ustiiner (2017); 6rneklem grubu sonucu ise Yurtcu (2015) tarafindan
orgiitsel baglilik ile is doyumu arasindaki iliskiye yonelik yapilan meta-analiz ¢alismalariin
sonuglartyla Ortiismektedir. Ayrica mevcut arastirmada sadece yaymn yilinin, sonug¢ agisindan
istatistiksel olarak anlaml diizeyde bir farklilik olusturdugu tespit edilmistir. Arastirmanin yayin yili
sonucu, Yurtcu (2015) tarafindan orgiitsel baghlik ile is doyumu arasindaki iligkiye yonelik yapilan
meta-analiz ¢alismasinin sonucuyla benzerlik gostermektedir. Mevcut meta-analiz ¢calismasinda yayin
yilina gore farklilik tespit edilmesi, 6ncesi-sonrasi fark etmeksizin dahil edilen tiim yillar incelendiginde

belirli donem araliklarina atfedilebilecek veya simiflama yapilabilecek bir durumun olmadig: ifade
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edilebilir. Farkli sekilde ifade edilirse, yillara gore Orgiitsel baglilik ve is doyumu arasindaki iliskinin

diizeyine vurgu yapilmasi miimkiin degildir.

Calisma sonucu genel baglamda degerlendirildiginde; gerceklestirilen meta-analiz neticesinde
orgiitsel baghligin is doyumuyla yiiksek diizeyde iligkili oldugu vurgulanabilir. Ayrica bu iligki
farkliliklarini agiklayabilecek alt grup analizlerine goére ¢alisma tiirii ve 6érneklem grubunun, sonuglar
bakimindan istatistiksel olarak anlamli diizeyde farklilik olusturmadigy; fakat yaym yilinin, sonuglar

bakimindan istatistiksel olarak anlaml diizeyde farklilik olusturdugu belirlenmistir.

Bu arastirma, sadece Tiirkiye drneklemindeki ¢alismalari baz almasi nedeniyle bagimlilik yani
benzer sonuglar {iretebilme problemi s6z konusu olabilir. Aym {ilkede gerceklestirilen arastirmalarin
birbiriyle ilintili olabilecegi ifade edilebilir (Van den Noortgate ve digerleri.,, 2013). Bu kapsamda,
orgiitsel baglilik ile is doyumu arasindaki iliskiye yonelik yapilabilecek meta-analiz ¢alismalarina farkl
iilkelerin dahil edilmesi yoluyla bagimlilik problemi asilabilir. Ayrica alanyazinda da gosterildigi tizere
(Van den Noortgate ve digerleri., 2013) farkli arastirmalar arasinda bagimlilik olabilecegi gibi aym
calisma igerisinde de etki biiyiikliikleri arasinda bagimlilik olabilir (Sen ve Akbas, 2016). Meta-analiz
alanyazininda, etki bitytikliikleri arasi bagimlilik problemini asabilmek amaciyla pek ¢ok yontem vardir
(Scammacca, Roberts ve Stuebing, 2014). Tiim bu durumlar g6z oniine alindiginda; orgiitsel baghlik ile
is doyumu arasindaki iliskinin, mevcut geleneksel meta-analiz arastirmasi seklinde degil de ¢ok diizeyli
meta-analiz  yontemlerinden yararlanilarak yapilmasi bagimhilik probleminin asilmasin

saglayabilecektir.

Arastirma sonugclarina bagli olarak, egitim kurumlarindaki orgiitsel baghligin arttirilmasinda
yoneticilere biiyiik sorumluluklar diistiigii ifade edilebilir. Yoneticilerin, egitim kurumundaki ¢alisan
haklarinin/ihtiyaglariin bilincinde olmasi ve bu haklara/ihtiyaglara hassasiyet gostererek saglikli bir
atmosfer olusturmasi sonucunda, egitim kurumu ¢alisanlarinin kuruma olan bagliliklar: artabilecektir.
Ayrica egitim kurumu c¢alisanlariin psikolojik olarak giliclendirilmesi de baghligin artmasinm
saglayabilecektir. Boylece orgiitsel baghiligin arttirilmasi, egitim kurumu ¢alisanlarinin islerinden daha
fazla doyum almalarini saglayabilecektir. Bu gelismelerin sonucunda da egitim kurumu calisanlarinin
islerini daha fazla motive olmus bir sekilde yerine getirmeleri ve buna bagh olarak egitimin niteliginin
arttirilmast saglanabilecektir. Mevcut meta-analiz ¢alismasi, egitim Orgiitii ¢alisanlarinin oOrgiitsel
baglilik ile is doyumu algilar arasindaki iligkinin, lisanstistii tezler baglaminda incelenmis olmasi alana
farkli bir perspektif kazandirabilecektir. Ayrica mevcut meta-analiz calismasi, egitim Orgiitii
calisanlarinin orgiitsel baglilik ile is doyumu algilar1 arasindaki iliskinin incelenmesiyle sinirlidir. Bu
calisma icin gergeklestirilen literatiir taramalar1 ve ¢alismaya dahil edilen arastirmalarin kodlanmasz ile
ulasilan sonuglar1 dikkate alindiginda; egitim kurumu ¢alisanlarinin orgiitsel baghlik algilari ile orgiit
kiiltiirii, orgiit mutlulugu, orgiit saghg: ve liderlik gibi degiskenler arasindaki iligkilerin incelendigi

benzer meta-analiz ¢calismalar1 modellenebilir.
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Introduction

In the field of organizational behavior, many studies (Allen and Meyer, 1990; Cerit, 2010) have
been carried out recently on the organizational commitment of employees. In addition to these studies,
there has been a significant increase in researches (Cinar, Capar, and Mermerkaya, 2022; Cokluk and
Yilmaz, 2010) that deal with organizational commitment in relation to educational organizations since
the 2000s. A significant portion of the studies included also aimed to determinethe relationship between
organizational commitment and job satisfaction. Integrating the findings of these independent studies;
it is important in terms of creating and reporting generalizable-reliable-valid information in the context
of educational organizations. In this context, in the present study, a meta-analysis of the relationship
between organizational commitment and job satisfaction was carried out according to the opinions of

the employees of the educational organization.

Organizational commitment is the relative strength of an individual's identification and
involvement with a particular organization (Steers, 1977). Lee, Carswell, and Allen (2000) described
organizational commitment as a psychological bond between the person and the organization.
Organizational commitment reflects the commitment of the employee to the organization and the
interest of the employees of the organization (Tella, Ayeni, and Popoola, 2007). To be expressed in a
different way; organizational commitment is the view of the employee that is shaped in parallel with
the individual's relationship with the organization and ultimately affects the individual's decision to
stay in the organization (Allen and Meyer, 1990). In this context, organizational commitment can be
defined as a psychological state between the organization and the employee (Ramalho-Luz, Paula, and

Oliveira, 2018).

Balay (2000) defined organizational commitment as the employee's staying in the organization,
making an effort for the organization, adopting the goals and values of the organization, identifying
with the goals and values of the organization without pursuing any financial concerns, and being
psychologically attached to the workplace. Organizational commitment has three dimensions; affective

commitment, continuance commitment and normative commitment. Affective commitment is mostly
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based on the love for the organization, continuance commitment is based on the fear of losing the job,
and normative commitment is based on the feeling of having to stay (Meyer and Allen, 1991).
Organizational commitment is considered as the power level of a person in terms of participation and
unity in the numerous goals of an organization (Cokluk and Yilmaz, 2010). A person with organizational
commitment gets more satisfaction from his job in the organization and becomes productive (Cerit,
2010). Organizational commitment requires a high level of identification with the goals and values of
the organization, a willingness to exert extra effort for the benefit of the organization, and a strong desire
to maintain organizational membership (Mowday, Steers, and Porter, 1979). In this context, the high
degree of commitment of all employees in general, and the employees of educational institutions in

particular, to their institutions may increase the possibility of contributing more to their institutions.

Schools are also organizations, and in the literature, the commitment of educational institution
employees-teachers to their institutions is examined based on the theoretical framework of
organizational commitment described above. Yoriik and Sagban (2012) define teachers' organizational
commitment as the presence of feelings that will establish a bond between them and the school. Some
studies (Chambers Mack et al, 2019; Paramaartha et al, 2019) show that teachers with high
organizational commitment contribute more to their schools. In addition, according to Meyer, Morin,
Stanley, and Maltin (2019), teachers who are committed to both their work and school achieve more
positive results both in their work and in their lives. Somech and Bogler (2002) reveal that teachers with
high commitment will work faithfully for the goals of the school and will exert more effort than teachers
with low commitment. It can be stated that job satisfaction, which is among the factors related to this

commitment of teachers, is of great importance for educational institutions.

Job satisfaction is defined as a pleasurable or positive psychological state resulting from a
person's cognitive evaluation of one's job or work experiences (Locke, 1976) or from employees'
emotional orientation towards certain job and task characteristics (Rothbard, Phillips, and Dumas,
2005). Job satisfaction is an internal state expressed by actively/cognitively evaluating an experienced
job with varying degrees of liking. Indicators of job satisfaction are the level of satisfaction with the job
itself, colleagues, and managers/supervisors (Wright and Cropanzano, 2000). Job satisfaction is the rate
at which an employee enjoys and is satisfied with his/her job (Ellickson and Logsdon, 2002; Shim, Luch
and O'Brien, 2002). Specifically, job satisfaction is based on the difference and comparison between what

the job provides to employees and their expectations from the job (Edwards, 2008).

Job satisfaction among employees varies according to cognitive and affective perceptions of
work (Thompson and Phua, 2012). Employees who are satisfied with their jobs are more innovative and
create a positive working environment in their organizations (Mwesigwa, Tusiime, and Ssekiziyivu,
2020). A satisfied employee is more productive than a dissatisfied employee (Saari and Judge, 2004). Job

satisfaction among employees improves performance, morality, healthy relationships and positive
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attitude among employees (Mwesigwa et al., 2020). Job satisfaction has a multidimensional structure;
includes both internal and external indicators (Nanjundeswaraswamy, 2019). High absenteeism and
turnover rate and less active participation in work are due to low job satisfaction among employees
(Camp, 1994). In this context; In general, it can be stated that the satisfaction of all employees of
educational institutions in particular will increase by increasing their financial and personal rights and

meeting their needs.

Job satisfaction of educational institution employees-teachers, independently or in interaction
with other factors, has various consequences on both teacher attitudes and teacher behaviors (Beck and
Murphy, 1998; Fullan and Watson, 2000). For teachers, job satisfaction can positively affect enthusiasm
and positively affect interpersonal communication with students (Weiqi, 2007). A lack of job satisfaction
can lead to the opposite of these results (lethargy and weaker interpersonal interactions) (Macdonald,
1999). Likewise, a lack of satisfaction can lead to a lack of motivation and the possibility of leaving the
job. As job satisfaction and satisfaction increase, it is likely that greater engagement, motivation,

enjoyment, and ultimately the likelihood of staying at work (Henne and Locke, 1985).

Among the main indicators of the organizational output of the school, teachers' organizational
commitment and job satisfaction are considered to be very important (Leithwood and Menzies, 1998).
Organizational commitment and job satisfaction are considered two of the central job attitudes and
when taken together, they form a well-researched classic area of organizational psychology (Judge and
Kammeyer-Mueller, 2012). These two factors greatly affect the effectiveness (Laschinger, 2001) and
performance (Riketta, 2002) of the organization. Numerous studies show that both are significantly
related (Mathieu and Zajac, 1990; Mathur and Salunke, 2013; Redondo, Sparrow and Hernandez-
Lechuga, 2021; Saridakis, Lai, Mufioz Torres and Gourlay, 2020), but the relationship is unambiguous.
its nature remains uncertain (Martin and Bennett, 1996). In studies on the relationship between
organizational commitment and job satisfaction (Balay, 2000; Werang and Agung, 2017), it has been
concluded that there are high relationships between organizational commitment and job satisfaction. In
this context, it can be said that with the increase in the commitment of the employees of the educational
institution, their job satisfaction may increase, or with the increase in the satisfaction, their

organizational commitment may increase.

Considering the previous research results, it can be stated that the variables of organizational
commitment and job satisfaction examined in this study are related to each other and that they mutually
affect/are affected by each other. It is seen that the relationship between organizational commitment
and job satisfaction has been discussed in many studies in different contexts in the literature. In addition,
regarding the relationship between organizational commitment and job satisfaction, in Turkey (Giileg
and Samanci, 2018; Ulbegi and Yalgin, 2016) and in different countries (Cinar et al., 2022; Shahjehan,
Afsar and Shah, 2019; Tett and Meyer, 1993; Yurtcu, 2015) there are meta-analysis studies that include
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the researches in the sample of mixed organizations. However, between 2008 and 2016, only a meta-
analysis study (Gedik and Ustiiner, 2017) that included studies in the sample of educational
organizations in Turkey could be found. The current meta-analysis study, on the other hand, has been
made for postgraduate theses based on educational organizations in Turkey in order to have a holistic
view for educational organizations throughout Turkey and to guide decision makers/policy
makers/researchers working in the field of education. In particular, the handling of postgraduate theses
is due to the fact that they are more detailed / comprehensive studies on the subject and the aim of
bringing postgraduate theses to the literature in the context of the subject with a holistic perspective.
Combining the results of these original studies, reporting and interpreting will provide generalizable

results for educational organizations.

Determining the generalizable relationships between organizational commitment and job
satisfaction will contribute to a clearer recognition and increase of the relationship/effect power of
commitment and job satisfaction in educational organizations. Thus, suggestions for providing
opportunities and environments where commitment and job satisfaction are high in educational
organizations will be developed. In addition, the factors that can affect this relationship will be
determined through subgroup analyzes. Considering the statements put forward, it is thought that the
current meta-analysis study can make important contributions to the literature. In this context, the aim
of the research is to examine the mean effect size of the relationship between organizational
commitment and job satisfaction in educational organizations using meta-analysis method. The

questions sought to be answered in the research are:

1. What is the mean effect size of the relationship between organizational commitment and job

satisfaction?

2. To what extent does the mean effect size of the relationship between organizational
commitment and job satisfaction differ in terms of study type, sample group and publication year

subgroups?
Method

In this study, it was aimed to determine the mean effect size of the relationship between
organizational commitment and job satisfaction in educational organizations by meta-analysis method.
Meta-analysis is a quantitative method used to combine the results of multiple studies into a single
result (Sen and Yildirim, 2020). In addition, meta-analysis allows the effective/valid combination of
different research results to obtain holistic results (Tsagris and Fragkos, 2018). During the meta-analysis;
The PRISMA guidelines of Moher, Liberati, Tetzlaff, Altman, and Prisma Group (2009) and those of the

American Psychological Association (2010) were followed.
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Selection and Coding of Studies

The first review of the literature required for the meta-analysis research was carried out in May
2022, and the complementary survey was carried out in June 2022. Reviews were conducted in Turkish
and English languages. Postgraduate theses in Turkey were included in the scope of the research. On
the subject, in the subject area of "Education and training" in the National Thesis Center of the Council
of Higher Education of Turkey; A survey was conducted on the sample of “Educational institution
employees/stakeholders”. There are theses on the subject between 2004-2022 (2004 as the beginning of
the subject / year) in the National Thesis Center of the Council of Higher Education. In this meta-analysis
study, theses related to the subject between 2004-2022 were included. A search was carried out in the
form of studies that included the concepts of organizational commitment and job satisfaction
(organizational commitment and job satisfaction). For example; The concepts of "organizational
commitment” and "job satisfaction" were reviewed together, and studies involving both were taken into
account. In this framework, 44 postgraduate theses, which examined the variables within the scope of
the research and were sampled by education staff, were recorded. The recorded studies were processed
into the coding key created by the researcher. In this encoding key; The author of the study, publication

year, type of study (doctoral and master's thesis), sample group and size are included.

When the studies processed into the coding key are examined; Criteria were determined for the
inclusion of 44 studies, which were coded by taking into account the theoretical foundations of the
research, in the meta-analysis: (1) To determine the relationship between organizational commitment
and job satisfaction perceptions of educational organization employees, (2) To be a postgraduate thesis
(doctorate and master's thesis), (3) The data collection tools used in the research are aimed at
determining the organizational commitment and job satisfaction of the employees of the educational
organization, (4) The sample size and correlation values or the statistics necessary to calculate these
values are included in the research findings. These criteria were also used as exclusion criteria; Studies

that did not meet the specified criteria were not included in the study.

After the inclusion and exclusion criteria were determined, complementary searches were
carried out with "advanced searching" in the National Thesis Center of the Council of Higher Education.
In addition, the bibliographies of the studies recorded in the first survey were reviewed, and the studies
that could meet the inclusion criteria were also examined. In this framework, no new study was found
on the subject, 44 as a result of the first complementary screening (May 2022), and as a result of the
second complementary search (June 2022). After the complementary searches, the number of studies
entered into the coding key was 44 postgraduate theses. By examining the inclusion criteria, 32 out of
44 individual studies were included in the meta-analysis study. So, out of the other 12 individual

studies, the relationship between organizational commitment and job satisfaction was not examined or
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specified in 9 of them, and a meta-analysis study was conducted in the remaining 3 based on general

(article/thesis) studies in different main subject contexts or different date ranges.
Included Studies

32 studies were included in the meta-analysis study in terms of the relationship between
organizational commitment and job satisfaction. The total sample size of the studies included in the

analysis is 9.482. The characteristics of the included studies are given in Table 1.

Table 1. Characteristics of the studies included in the meta-analysis

Variable Category N (=32)
Study type PhD thesis
Master's thesis

N
o

(€8]

Sample group Academics

N

Other education workers
Education inspectors
Teachers

Publication year 2004
2006
2007
2008
2009
2013
2014
2015
2016
2018
2019
2020
2021
2022

N
o N

—_ W W oo R WN RPN R PR =

Publication Bias

The term “publication bias” is often used to express that statistically significant results are more
likely to be presented and published than non-significant and null results (Petiti, 2000). Publication bias
is a systematic error that occurs in a statistical inference conditioned on gaining publication status (Begg
and Berlin, 1988). Publication bias is the low level of efficacy of published studies on a research topic to
represent all completed studies on that topic (Card, 2011). In this context, publication bias may occur
due to the fact that some of the conducted studies are not included in the research syntheses due to
reasons such as not producing statistically significant results in the expected direction, not being
published by researchers or not being accepted by scientific journals (Makowski, Piraux, and Brun,
2019). In a meta-analysis study, the high publication bias causes the mean effect size to be reported
differently than necessary (Borenstein, Hedges, Higgins, and Rothstein, 2009), negatively affecting the
quality and accuracy of the mean effect size (Pecoraro, 2018). Therefore, publication bias was examined
before determining the mean effect size. Publication bias in the current meta-analysis study; funnel

scatter plots, Orwin's Safe N analysis, Duval and Tweedie's trim and fill method, Egger's regression test
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and Begg and Mazumdar's rank correlation method were examined. Publication bias analyzes were

conducted in terms of the relationship between organizational commitment and job satisfaction.
Model Selection

After determining the publication bias in the current meta-analysis study, the statistical model
to be used in calculating the mean effect size was selected. In the traditional meta-analysis literature,
there are two models from which we can obtain the mean effect size. These are known as the fixed effect
model and the random effects model. The model that assumes that the parameter measuring the effect
size or experimental effect is the same in all studies is called the "fixed effect" model. The model that
allows this parameter to act as a random variable that takes different values from one study to the next
is called the "random effects" model. If working with a single population, the "fixed effect" model should
be used, and if working with a universe of populations, the "random effects" model should be used (Sen
and Yildirim, 2020). In meta-analysis studies conducted in the field of social sciences, it is recommended
to use the random effects model for effect size analysis, since sample characteristics are affected by
different parameters and mostly vary between effect sizes (Field and Gillett, 2010). Qualified meta-
analyses pre-specify the model to be used based on the assumptions made by researchers about the
studies in the meta-analysis (Sen and Yildirim, 2020). In this context, it was decided to use the random
effects model, taking into account the different demographic and cultural characteristics of the samples,
the different demographic and cultural characteristics of the educational organizations, and the various

patterns and scopes of the studies included in the meta-analysis.
Heterogeneity

After determining the mean effect size in the meta-analysis, the heterogeneity distribution of
the available studies was examined. The extent to which the effect sizes change in the meta-analysis is
called “heterogeneity” (Sen and Yildirim, 2020). It is very important to assess heterogeneity in meta-
analyses, as high heterogeneity may be due to the fact that there are more subgroups of studies that are
actually present in the data and have a different real impact (Harrer, Cujpers, Furukawa, and Ebert,
2021). Several methods have been proposed to check for inter-study heterogeneity. At the beginning of
these are creating a graph (such as a forest graph), obtaining Q-statistics and calculating the I? value
(Sen and Yildirim, 2020). The fact that the Q value exceeds the x? value calculated according to the
degrees of freedom indicates that the mean effect sizes are heterogeneous (Card, 2011). For 2, values of
25%, 50% and 75% can be considered as low, medium and high heterogeneity, respectively (Higgins,
Thompson, Deeks, and Altman, 2003).

In case of heterogeneity among the studies included in the meta-analysis, the reasons for the
heterogeneity can be examined based on the characteristics of individual studies, namely moderator
(subgroup) variables. Features that may be related to heterogeneity between studies can be interpreted

through moderator/subgroup analyzes (Deeks, Higgins, and Altman, 2008). In this context, in the
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current meta-analysis study, heterogeneity in terms of the relationship between organizational
commitment and job satisfaction in educational organizations; it is predicted that it can be explained by
the variables of study type, sample group and publication year. Subgroup analyzes were carried out for

the specified variables.
Interpretation of the Mean Effect Size Value

In meta-analysis studies, since the variance is affected by the correlation coefficients (Pearson r)
(Borenstein et al., 2009) and if the correlation values in the combined individual studies are close to each
other; Analyzes are performed by converting the Pearson correlation value to the Fisher 7 value
(Makowski et al., 2019). In the present study, the correlation coefficients were first converted to Fisher
z values for analysis. For the reporting/interpretation of relationships and confidence intervals, it was
converted back to Pearson r after analysis. The mean effect size analysis was reported in the form of
correlation (Pearson r) coefficient. Mean effect size value in the form of correlation coefficient; If » < 10,
very low impact (Cohen, Manion and Morrison, 2007), £10 < r < 30 low impact, +30 < < +50 moderate
impact; +50 < r was interpreted as high effect (Cohen, 1988). The differentiation status of the subgroups
of the study type, sample group and publication year was determined using the Qvetween test, the y2 value
determined according to the degree of freedom, and the p value. Analysis of research data was

performed with CMA v2 (Comprehensive Meta-Analysis Software Version 2).
Ethical Permissions of the Study

While conducting this study, the rules determined within the scope of "Higher Education
Institutions Scientific Research and Publication Ethics Directive" were followed and the behaviors
defined within the scope of "Actions Contrary to Scientific Research and Publication Ethics" were
avoided. In addition, since the research is a meta-analysis study, "Ethics committee approval" is not

obtained.
Findings
Publication Bias Analysis

Before determining the mean effect size of the relationship between organizational commitment
and job satisfaction, publication bias was examined. Publication bias was evaluated visually with the
"funnel plot" and the "trim and fill method". The evaluation was carried out in terms of the relationship

between organizational commitment and job satisfaction. Figure 1-2 shows the funnel scatter plots.
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Figure 2. Funnel plot including filled (black dots) studies (random-effects model-to the right of mean)

In order to say that there is no publication bias according to the funnel scatterplot, the effect
sizes should be distributed symmetrically on both (right-left) sides of the standard error axis of the mean
effect size (Borenstein et al., 2009). Also in a funnel plot, large studies appear at the top of the chart and
tend to cluster near the mean effect size; smaller studies appear towards the bottom of the graph (Sen
and Yildirim, 2020). When the funnel scatter plot in Figure 1 is examined in terms of publication bias, it
can be said that the studies are generally gathered near the top of the graph and the effect sizes are
generally symmetrically distributed around the standard error axis. In addition, it can be stated that
some studies negatively affect symmetry. Due to the subjectivity of the interpretations of the symmetry
of the funnel scatter plots (Card, 2011) and the difficulty of deciding whether there is a publication bias
based on the funnel plots alone (Pigott, 2012), other methods should also be examined. Empty circles in

the funnel plot created according to the trim and fill method in Figure 2 represent the studies included
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in the meta-analysis (existing), and the filled circles (with black dots) indicate the studies that should be
included in the meta-analysis in order to reduce the publication bias (missing/added). According to
Figure 2, the inclusion of 8 studies in addition to the existing studies in terms of the relationship between
organizational commitment and job satisfaction in the meta-analysis is sufficient to reduce publication
bias. Considering the inclusion of 32 individual studies on the topic in the meta-analysis and other

analyzes of publication bias, additional studies that could be included are negligible.

The trim-and-fill method can also reveal the new/corrected center of the funnel plot when meta-
analyzing these studies (Duval and Tweedie, 2000). The trim and fill method helps both in detecting
publication bias and in correcting it (Sen and Yildirim, 2020). According to Figure 2, it can be said that
there is no significant change in the center of the symbols. However, in order to obtain more information
about publication bias, Orwin Safe N analysis, Duval and Tweedie trim and fill method, Egger
regression test and Begg and Mazumdar rank correlation method continued to be investigated (Table

2).

Table 2. Publication bias analyzes and results

Orwin Safe Duval ve Tweedie Egger Begg ve
Relationship N Test Mazumdar
Between Variables (.01 Fisher 7)* Trimed  Observed/Rectified (p) (p)
Organizational 1.879 8 574/.666 162 .307

commitment and
job satisfaction

*.01 was taken as the criterion value.

According to Table 2, Orwin Safe N analysis indicates the number of studies required to reduce
the mean effect size below a certain insignificant value (Orwin, 1983). In this context, the large number
of N indicates that the mean relationship will not be zero, with the exclusion of some studies, and the
publication bias is very low (Sen and Yildirim, 2020). In the current study, the fact that the N value is
above the tolerance value (N > 5k + 10) formed by the number of effect sizes (Mullen, Muellerleile, and
Bryant, 2001) indicates that there is no publication bias. According to Duval and Tweedie trim-and-fill
method, the inclusion of 8 individual studies thought to be incomplete in the meta-analysis study
(added to the right of the funnel plot) shows that the mean effect size value increased relatively, but did
not differ significantly. The fact that the results of the Egger and Begg and Mazumdar analyzes are not
statistically significant also indicates that there is no publication bias. The results of the publication bias
analysis performed for this meta-analysis study shows that the studies included in the meta-analysis on

the relevant subject are sufficient and the mean effect sizes have high internal validity.
Mean Effect Size and Heterogeneity Analysis

In the context of the first question of the research, the mean effect sizes of the relationship
between organizational commitment and job satisfaction and the results of the heterogeneity test are

given in Table 3.
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Table 3. Effect sizes (Pearson r) and heterogeneity test results

Model k  ESmean S.E. z p %95 GA Q sd p
Low.  Up.
limit  limit
Fixed 32 535 010 57850 .000  .520 .549 651.288 31 .000
Random 32 519 .048  12.004 .000  .447 .584

According to the data in the studies included in the meta-analysis, the effect size (in Pearson r)

was .535 according to the fixed effect model; according to the random effects model, it was determined

as .519. When the data were subjected to the heterogeneity test, the Qa-31 statistic value was calculated

as 651.288 (p <.01). If this Q value exceeds 31 degrees of freedom read from the chi-square table and the

.05 confidence level value (sd=31, x2.5=44.971); According to Card's (2011) criterion, it shows that the

data is heterogeneous. Another method used to determine heterogeneity is to calculate the I?> percentile.

The I? value calculated from the data is 95.240%; this value in Higgins et al. (2003) shows that there is a

high level of heterogeneity according to the classification. Because of the high heterogeneity between

studies, the random effects model was used. Accordingly, the mean effect size value calculated

according to the random effects model is .519; this value indicates a high level of effect according to

Cohen's (1988) classification. The forest graph showing the distribution of the effect size values of

independent studies created according to the random effects model is shown in Figure 3.

Study name
Fisher's

z
Ari, 2021 0,775
Ates, 2019 0,829
Aydinoglu, 2020 0,693
Davran, 2014 0,811
Demir Polat, 2018 0,709
Demirkiran, 2004 0,523
Demirsoy, 2009 0,424
Demirtas, 2020 0,929
Dere, 2014 0,549
Derin, 2019 0,563
Dertlioglu, 2016 0,388
Dur, 2019 0,604
Duran, 2014 0,523
Elbidik Tulek 2008 0,662
Erbakici, 2019 0,310
Eskbag, 2014 0,618
Gorgulu, 2022 0,510
Gurlek 2015 0,472
Kaya, 2009 0,633
Mahmutoglu, 2007 -0,182
Oltar, 2019 0,460
Ocal, 2020 0,436
Ozturk, 2019 0,365
Sagcan, 2013 0,829
Saygili, 2016 0,648
Sakak Ekin, 2021 0,709
Tatly Kalayci, 2019 0,436
Urat, 2016 1,472
Yakut, 2015 0,563
Yildiz, 2019 0,277
Yildizoz, 2021 0,365
Zaman, 2006 0,448

0,575

Statistics for each study

Standard
error

0,071
0,060
0,049
0,045
0,042
0,048
0,141
0,039
0,048
0,060
0,070
0,063
0,068
0,098
0,056
0,051
0,053
0,065
0,099
0,066
0,047
0,081
0,070
0,082
0,082
0,049
0,059
0,058
0,084
0,050
0,049
0,095
0,048

Variance

0,005
0,004
0,002
0,002
0,002
0,002
0,020
0,002
0,002
0,004
0,005
0,004
0,005
0,010
0,003
0,003
0,003
0,004
0,010
0,004
0,002
0,006
0,005
0,007
0,007
0,002
0,004
0,003
0,007
0,003
0,002
0,009
0,002

Lower
limit
0,636
0,712
0,596
0,722
0,627
0,429
0,146
0,852
0,455
0,444
0,252
0,480
0,390
0,470
0,200
0,519
0,405
0,345
0,439

-0,311
0,368
0,278
0,229
0,667
0,486
0,614
0,319
1,358
0,398
0,179
0,269
0,261
0,481

Upper
limit
0,915
0,946
0,790
0,900
0,790
0,617
0,701
1,005
0,644
0,681
0,525
0,728
0,656
0,855
0,419
0,718
0,615
0,600
0,827
-0,053
0,551
0,594
0,502
0,991
0,809
0,804
0,552
1,587
0,727
0,375
0,461
0,635
0,669

Z-Value

10,909
13,923
14,035
17,892
17,044
10,945
2,996
23,714
11,377
9,315
5,575
9,553
7,722
6,756
5,554
12,149
9,543
7,255
6,391
-2,772
9,853
5,406
5,258
10,052
7,877
14,580
7,341
25,200
6,706
5,523
7,463
4,695
12,004

p-Value

0,000
0,000
0,000
0,000
0,000
0,000
0,003
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,006
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000
0,000

-1,00

Fisher's Z and 95% Cl

-0,50

Favours A

0,00

0,50 1,00

Favours B

Meta Analysis

Figure 3. Forest plot obtained with random effects model
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Subgroup Analysis

In the context of the second question of the research; The analogous ANOVA results regarding
the difference in the mean effect size of the relationship between organizational commitment and job
satisfaction in terms of study type, sample group and publication year subgroups are given in Table 4. Since
the analyzes were carried out to investigate the source of the variance between the groups, the random

effects model was used and reported accordingly.

Table 3. Effect sizes (Pearson r) and heterogeneity test results

Variable Category k r 95%CI Qs df p
[low.-up. limit]
Study type PhD thesis 4 409 [.074, .661] 0.710 1 .399
Master's thesis 28 533 [.462, .599]
Sample group Academics 3 .537 [.389, .658] 3.546 3 315
Other education 2 .103 [-.427, .580]
workers
Education 2 489 [.364, .597]
inspectors
Teachers 25 .545 [.471, .612]
Publication year 2004 1 480 [.404, .549] 157.691 13  .000
2006 1 420 [.255, .561]
2007 1 -.180 [-.301, -.053]
2008 1 .580 [.438, .694]
2009 2 .503 [.339, .636]
2013 1 .680 [.583, .758]
2014 4 557 [.457, .643]
2015 2 467 [.384, .542]
2016 3 .684 [.137, .911]
2018 1 610 [.556, .658]
2019 8 445 [.341, .540]
2020 3 601 [.412, .739]
2021 3 547 [.343, .701]
2022 1 470 [.384, .548]

When Table 4 is examined; The relationship between organizational commitment and job
satisfaction according to the type of work variable does not differ statistically, since the heterogeneity
value (Qs) does not exceed the value of x? (3.841) determined according to the degree of freedom (p >
.05). The relationship between organizational commitment and job satisfaction was determined at a

higher level in master's theses than in doctoral theses.

According to the sample group variable, the relationship between organizational commitment
and job satisfaction does not differ statistically, as the heterogeneity value (Qs) does not exceed the x?
(7.815) value determined according to the degree of freedom (p > .05). The relationship between
organizational commitment and job satisfaction was highest in the teachers group; it was determined

at the lowest level in the other education workers group.

According to the publication year variable, the relationship between organizational

commitment and job satisfaction differs statistically, as the heterogeneity value (Qs) exceeds the value
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of x? (22.362) determined according to the degree of freedom (p < .05). Q test results; indicates the
heterogeneity of the relationship between organizational commitment and job satisfaction in terms of
publication year variable. The relationship between organizational commitment and job satisfaction

was highest in the 2016 group; it was determined at the lowest level in the 2007 group.
Results and Discussion

In this study, it was aimed to determine the mean effect size of the relationship between
organizational commitment and job satisfaction in educational organizations. For this purpose, 32
individual studies were included in the meta-analysis. As a result of the research, it was determined
that the mean effect size (r = .519) of the relationship between organizational commitment and job
satisfaction perceptions of educational organization employees was high. Therefore, it can be said that
when the organizational commitment perceptions of the educational organization employees are high,
their job satisfaction perceptions are also high. If the employees of the educational organization believe
that their needs are met and their satisfaction increases, their commitment to the organization may
increase. In fact, it can be stated that these variables affect each other bidirectionally, that is, they have
a bidirectional relationship. These two factors greatly affect the effectiveness (Laschinger, 2001) and
performance (Riketta, 2002) of the organization. In some studies on the relationship between
organizational commitment and job satisfaction (Balay, 2000; Werang and Agung, 2017), it has been

concluded that there are high relationships between organizational commitment and job satisfaction.

As a result of the research, the mean effect size is high in Turkey (Giile¢ and Samanci, 2018;
Ulbegi and Yalcgin, 2016) and in different countries (Cinar et al., 2022; Shahjehan et al., 2019; Tett and
Meyer, 1993; Yurtcu, 2015) coincides with the high level of average effect sizes in meta-analysis studies
that included studies in mixed organizations sample. This is in line with the high level of mean effect
sizes in meta-analysis studies. Likewise, it is similar to the high level of mean effect size in the meta-
analysis study (Gedik and Ustiiner, 2017), which included only studies in the sample of educational
organizations in Turkey between 2008 and 2016. All these results show that there is a strong relationship
between organizational commitment and job satisfaction. In this context, by improving working
conditions in educational organizations, increasing opportunities and observing their rights, employees'
commitment to their institutions will increase, thus they will be able to contribute significantly to
institutional development by working more actively, willingly and effectively in their duties, while
being satisfied with their institutions. Thus, employees with high job satisfaction will also be able to
contribute to their organizations more committed; In addition, it will be possible to reduce absenteeism
in the institution and lower the turnover rate. According to Camp (1994), the high absenteeism and
turnover rate of the employees and their less active participation in the work are due to the low job

satisfaction among the employees.
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In the studies included in the meta-analysis, it was determined that there was no statistically
significant difference between the study type and the sample group in terms of the results, according to
the subgroup analyzes that could explain the relationship between organizational commitment and job
satisfaction. The study type result of the research coincides with the results of the meta-analysis studies
conducted by Gedik and Ustiiner (2017), and the sample group result by Yurtcu (2015) on the
relationship between organizational commitment and job satisfaction. In addition, in the current study,
it was determined that only the year of publication creates a statistically significant difference in terms
of results. The result of the publication year of the research is similar to the result of the meta-analysis
study conducted by Yurtcu (2015) on the relationship between organizational commitment and job
satisfaction. In the current meta-analysis study, it can be stated that there is no situation that can be
attributed to certain period intervals or classification can be made when all the years included are
examined regardless of before and after the publication year. Expressed differently, it is not possible to
emphasize the level of the relationship between organizational commitment and job satisfaction by

years.

When the result of the study is evaluated in general context; As a result of the meta-analysis, it
can be emphasized that organizational commitment is highly related to job satisfaction. In addition,
according to the subgroup analyzes that can explain these relationship differences, the study type and
sample group did not make a statistically significant difference in terms of results; however, it was

determined that the year of publication created a statistically significant difference in terms of results.

Since this research is based only on the studies in the Turkish sample, there may be a problem
of dependency, that is, of producing similar results. It can be stated that studies conducted in the same
country may be related to each other (Van den Noortgate et al., 2013). In this context, the problem of
addiction can be overcome by including different countries in meta-analysis studies on the relationship
between organizational commitment and job satisfaction. In addition, as shown in the literature (Van
den Noortgate et al.,, 2013), there may be dependence between different studies, as well as between
effect sizes within the same study (Sen and Akbas, 2016). In the meta-analysis literature, there are many
methods to overcome the dependency problem between effect sizes (Scammacca, Roberts, and Stuebing,
2014). Considering all these situations; Making the relationship between organizational commitment
and job satisfaction by using multi-level meta-analysis methods rather than the existing traditional

meta-analysis research will help overcome the addiction problem.

Depending on the results of the research, it can be stated that managers have great
responsibilities in increasing organizational commitment in educational institutions. As a result of the
managers being aware of the rights/needs of the employees in the educational institution and creating
a healthy atmosphere by being sensitive to these rights/needs, the loyalty of the employees of the

educational institution to the institution may increase. In addition, the psychological empowerment of
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the employees of the educational institution will also increase the commitment. Thus, increasing
organizational commitment will enable the employees of educational institutions to get more
satisfaction from their jobs. As a result of these developments, it will be possible for the employees of
the educational institution to perform their jobs in a more motivated way and accordingly, the quality
of education will be increased. The current meta-analysis study, examining the relationship between
organizational commitment and job satisfaction perceptions of educational organization employees in
the context of graduate theses will provide a different perspective to the field. In addition, the current
meta-analysis study is limited to examining the relationship between organizational commitment and
job satisfaction perceptions of educational organization employees. Considering the results obtained by
the literature reviews and coding of the studies included in the study; Similar meta-analysis studies can
be modeled in which the relationships between the organizational commitment perceptions of
educational institution employees and variables such as organizational culture, organizational

happiness, organizational health and leadership.
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