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Abstract

This study was carried out to investigate the organizational commitment and organizational citizenship levels of
preschool teachers on the basis of different variables. 254 preschool teachers were included in the research. “Organi-
zational Commitment Questionnaire” and “Organizational Citizenship Questionnaire” were respectively used for
determination of the organizational commitment and organizational citizenship levels of preschool teachers. Statisti-
cal analysis of the obtained data was performed using SPSS 22.0 data analysis software by use of Kruskal Wallis H
and Mann Whitney U analyses. As a result of the conducted research, preschool teachers’ organizational commitment
was found to be at moderate levels, and their organizational commitment levels exhibited statistically significant
difference based on their employment and educational status. Preschool teachers’ level of displaying organizational
citizenship behaviors was also found to be at moderate levels. Preschool teachers’ organizational citizenship behavior
levels exhibited no statistically significant difference based on educational levels and employment status.
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INTRODUCTION

Individuals carrying out their jobs at a professional level are committed to their profession rather than
their affiliation. Therefore, their intention to stay in their job is closely associated with the extent to
which their demands are fulfilled and they are satisfied. At this very point, organizations strive to main-
tain the environments and applications to support this relationship (Bayrak-Kök, 2006). Since organiza-
tions are in continuous competition, their competitiveness is mainly dependent on their employees.
Employees that give their best to successfully fulfill the responsibilities they undertook help their organ-
izations in achieving their goals (Çoban, 2015).

As an outcome of the relationship between organizations and employees, organizational commitment is
an indication of the strength of the affection felt by employees towards their organizations. Commit-
ment, however, is not a concept that can be imposed by organizations on their employees. For organiza-
tions, ensuring that their employees are content with their affiliations is as important as production of
their goods and services, as a positive correlation is assumed to exist between organizational commit-
ment level and organizations’ performance. In this context, organizational commitment is considered to
minimize the undesired consequences such as tardiness, intention to quit the job and absenteeism, thus
making positive contributions to product or service quality (Eren & Demirgöz-Bal, 2015).

In this context of relations, organizational commitment is an indication of the working performance
perceived by others and determined by product criteria. On the other hand, the level of commitment
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emerging on the basis of these relations may also result with withdrawal behaviors ranging from per-
ceived job alternatives to quitting the job (Balay, 2000).

Concept of Organizational Commitment

Organizational commitment is a measure of employees’ level of identifying themselves with their organ-
ization, adopting its principles, goal and values, endeavoring for organizational outcomes and their
desire to carry on with their job (Bayrak-Kök, 2006). As also indicated by the definition, organizational
commitment should be addressed on the basis of multiple factors instead of a single formation. Organi-
zational commitment is closely related with involvement of an individual in an organization and his/her
acquisition of an organizational identity. In other words, the concept of organizational commitment is
about establishing social and psychological links between organizations and individuals, (Demirel,
2008), loyalty of employees to their organization and their efforts for its success (Doğan & Kılıç, 2007).

The extent of the harmony between organizational and individual beliefs and values also determine the
extent of the emotion of organizational commitment. In organizations where the feeling of organization-
al commitment is high, issues such as working performance, organizational confidence, job satisfaction,
information sharing, and attendance are also at high levels. On the other hand, in organizations with
low levels of organizational commitment, anti-productive behaviors such as workplace discrimination,
organizational alienation, absenteeism, misuse of resources and information, mobbing and quitting the
job become unavoidable (Demirel, 2009). In an organization, increased levels of organizational commit-
ment helps employees in adopting their organization’s objectives, identifying themselves with their
organization, increasing their level of devotion, voluntarily establishing and maintaining organizational
relationships and actively fulfilling their roles in their organization (Yazıcıoğlu & Topaloğlu, 2009).

The concept of organizational commitment comprise of three dimensions, namely affective commit-
ment, continuance commitment and normative commitment (Durna & Eren, 2005). Information related
to these dimensions is presented below.

Affective commitment: The factors indicating the affection of employees to their jobs include the attrac-
tion of the job, distinctiveness of the roles and the objectives, attendance, organizational confidence,
equality, importance attached to individuals, and information sharing.  Establishment of an organiza-
tional structure involving such factors is undoubtedly possible with an organizational culture support-
ing this structure and a role of leadership that is effective on motivating the employees (Doğan & Kılıç,
2007). The concept of affective commitment is among the subjects widely discussed in the literature.
Employees with a strong feeling of affective commitment adopt the objectives and values of their organ-
ization and maintain their commitment through making a tremendous effort to exceed what is expected
from the organization. In this respect, the feeling of organizational commitment is the biggest expecta-
tion of organizations from their employees (Çöl & Gül, 2005).

Continuance commitment: Continuance commitment is closely associated with the ability of employees
to adopt the roles assigned for them in organizations, the preparedness for displaying the highest per-
formance to fulfill their role.  Determination of the employees’ roles and establishment of a rewarding
system for successful employees is essential to maintain a strong continuance commitment in an organi-
zation (Bakan, 2011).
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Normative commitment: Normative commitment is the type of organizational commitment which is
based on employees’ sense of obligation to remain in their jobs with an ethical duty consciousness
(Meyer & Allen, 1991). In this context, the concept of normative commitment is very closely related with
the employees’ tendency to be loyal to their organizations (Taşkın & Dilek, 2010).

The common ground of the three dimensions constituting organizational commitment is their meaning
as a link between employees and their organizations that minimizes the possibility of leaving their jobs.
The quality of such link varies on the basis of these three mentioned approaches. Employees with high
affective commitment stay in their jobs just because they wish so, employees with high continuance
commitment stay due to their interests, and individuals with high normative commitment stay on the
grounds that it has to be so, and that they believe in the strategy they follow. In some cases employees
may feel a strong sense of obligation to stay in their organization, however, they may not be disposed to
act accordingly. In other cases, employees may feel neither obligation nor necessity to stay in their or-
ganization, yet they may choose to do so (Çöl & Gül, 2005).

Organizational Citizenship Behavior

On the basis of their reality, the behaviors of employees involving their positive actions except their
roles and their negative avoidance behaviors are together defined as “organizational citizenship behav-
iors” (Kaplan, 2011). According to Çetin (2011) organizational citizenship behaviors involve voluntary
actions of employees to exhibit constructive behaviors that include improving the efficiency and effec-
tiveness of the organization, thus supporting its mission and goals, placing the organization’s interests
before individual interests, and introducing innovations and novelties for the organization. Basım and
Şeşen (2015) defined organizational citizenship behaviors as “behaviors exhibited in favor of the organi-
zation without a specific order”.

The voluntary nature of organizational citizenship behaviors prevents them from being an integrated
part of formal job requirements. As these actions are carried out voluntarily, they are not regarded as a
part of such requirements. In organizations formally rewarded behaviors are included in the employ-
ment contracts of employees; therefore these are also included in job requirements. In this respect, or-
ganizational citizenship behaviors should be regarded as assisting actions among employees as they are
evaluated separately from job requirements in line with organizational operations.  Accordingly, organ-
izational citizenship behaviors are assessed separately from the formal role behaviors of employees as
additional role behaviors (Çetin, 2011).

METHOD

In this research, investigation of organizational commitment and organizational citizenship behaviors of
preschool teachers on the basis of their employment status and educational levels was aimed. The re-
search was carried out in the form of observation assisted relational screening model.

Participants

Research population consists of preschool teachers carrying out their duty in Sakarya province as of
2016-2017 educational term, and the research sample consists of a total of 254 preschool teachers (7 male
and 247 female).
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Measures

A questionnaire comprising of 3 sections was used during the data collection stage of the research. The
first section of the used questionnaire involves the personal information form that aims to determine the
demographic properties of the participants, the second section involves “Organizational Commitment
Questionnaire” that aims to determine the organizational commitment levels of the participants, and the
third section involves “Organizational Citizenship Behavior Questionnaire” developed by Demir (2007)
to determine participants’ level of exhibiting organizational citizenship behaviors.

FINDINGS

The findings obtained from the questionnaires are presented below with their respective tables and
interpretations.

Table 1.

Descriptive Statistics Related to the Participants’ Organizational Commitment Questionnaire Scores

Sub-dimensions N X SS

Affective commitment 254 3.76 .781

Continuance commitment 254 3.24 .761

Normative commitment 254 3.15 .741

Organizational commitment 254 3.38 .569

Participants’ affective commitment level was found to be over moderate levels and their continuance,
normative and organizational commitment was found to be at moderate level.

Table 2.

Comparison of Organizational Commitment Questionnaire Scores of Participants Based on Their Educational
Status

Sub Dimensions Edu. Status N X SS Rank ave x2 p

Affective Commt.

Associate degree 19 4.36 .681 182.29

20.883 .000Bachelor’s deg. 217 3.67 .762 118.85

Master’s deg. 18 4.26 .667 174.00

Continuance Com-
mitment

Assoc. degree 19 3.57 .688 160.13
6.581 .037

Bachelor’s deg. 217 3.18 .752 122.68
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Master’s deg. 18 3.50 .840 151.17

Normative Com-
mitment

Assoc. deg. 19 3.51 .600 168.08

7.258 .027Bachelor’s deg. 217 3.11 .747 122.88

Master’s deg. 18 3.17 .743 140.42

Organizational
Commitment

Assoc. deg. 19 3.81 .462 183.24

17.830 .000Bachelor’s deg. 217 3.32 .556 119.62

Master’s deg. 18 3.64 .580 163.72

As indicated by the table, affective, continuance, normative and organizational commitment degrees of
the participants differ in a statistically significant way on the basis of their educational status (p>0.05).
The difference between affective commitment and organizational commitment sub-dimensions is at-
tributed to the difference between the commitment levels of participants with associate-master’s de-
grees, and those with bachelor’s degree. The difference between continuance and normative commit-
ment sub dimensions is ascribed to the higher commitment levels participants with associate degree
than those with bachelor’s degree.

Table 3.

Comparison of Organizational Commitment Questionnaire Scores of Participants Based on Their Employment
Status

Sub dimensions
Employment
status

N X SS
Rank
ave.

Rank
total.

x2 p

Affective com-
mitment

subject to 657 180 3.74 .779 125.43 22576.5
6286.5 .482

not subject to 657 74 3.81 .789 132.55 9808.5

Continuance
commitment

subject to 657 180 3.16 .765 120.35 21662.5
5372.5 .015

not subject to 657 74 3.42 .726 144.90 10722.5

Normative
commitment

subject to 657 180 3.06 .739 118.39 21311.0
5021.0 .002

not subject to 657 74 3.37 .705 149.65 11074.0

Organizational
commitment

subject to 657 180 3.32 .571 118.98 21416.5
5126.5 .004

not subject to 657 74 3.53 .539 148.22 10968.5

As shown in the table, participants’ affective commitment levels do not statistically significantly differ
on the basis of their employment status (p>0.05), and their continuance, normative and organizational
commitment levels statistically significantly differ based on the same criteria (p<0.05). Continuance,
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normative and organizational commitment scores of participants subject to law no 657 is higher than
those who are not subject to law no 657.

Table 4.

Descriptive Statistics Related to the Participants’ Organizational Citizenship Questionnaire Scores

Sub-dimensions N X SS

Cooperativeness 254 4.37 .512

Volunteering 254 4.37 .471

Civic virtue 254 4.04 .608

Improved sense of duty 254 4.08 .595

The participants were found to have high levels of cooperativeness and volunteering scores and moder-
ate levels of civic virtue and improved sense of duty scores.

Table 5.

Comparison of Organizational Citizenship Questionnaire Scores of Participants Based on Their Educational Sta-
tus

Sub-dimension Edu. Status N X SS
Rank
Ave.

x2 p

Cooperativeness

Associate deg. 19 4.39 .514 129.11

.010 .995Bachelor’s deg. 217 4.37 .513 127.37

Master’s deg. 18 4.37 .524 127.33

Volunteering

Associate deg. 19 4.32 .545 122.47

.373 .830Bachelor’s deg. 217 4.37 .466 127.21

Master’s deg. 18 4.43 .476 136.36

Civic virtue

Associate deg. 19 4.18 .588 141.66

3.916 .141Bachelor’s deg. 217 4.00 .605 123.93

Master’s deg. 18 4.28 .618 155.56

Improved sense of
duty

Associate deg. 19 4.16 .514 132.24
3.855 .145

Bachelor’s deg. 217 4.06 .598 124.48
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Master’s deg. 18 4.33 .605 158.89

As indicated by the table, the cooperativeness, volunteering, civic virtue and improved sense of duty
scores of the participants do not statistically significantly differ on the basis of their educational status
(p>0,05).

Table 6.

Comparison of Organizational Citizenship Questionnaire Scores of Participants Based on Their Employment
Status

Sub dimensions İstihdam biçimi N X SS
Rank
ave.

Rank
total.

x2 p

Cooperativeness
subject to 657 180 4.38 .519 127.76 22997.5

6612.5 .928
not subject to 657 74 4.37 .499 126.86 9387.5

Volunteering
subject to 657 180 4.39 .475 131.67 23701.0

5909.0 .148
not subject to 657 74 4.31 .460 117.35 8684.0

Civic virtue
subject to 657 180 4.05 .608 128.98 23216.5

6393.5 .613
not subject to 657 74 4.01 .610 123.90 9168.5

Improved sense
of duty

subject to 657 180 4.06 .625 125.50 22590.0
6300.0 .492

not subject to 657 74 4.14 .515 132.36 9795.0

As shown in the table, the participants’ cooperativeness, volunteering, civic virtue and improved sense
of duty scores do not statistically significantly differ on the basis of their employment status (p>0.05).

Table 8.

Investigation of the Relationship Between Organizational Commitment Questionnaire and Organizational Citi-
zenship Questionnaire Scores of Participants

Cooperativeness Volunteering Civic virtue
Improved sense of
mission

Affective commit.
r .267** .334** .359** .184**

p .000 .000 .000 .003

Continuan.commit. r .185** .112 .160* .175**
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p .003 .076 .010 .005

Normative commit.
r .144* .125* .251** .202**

p .022 .046 .000 .001

Organizat.commit
r .267** .257** .345** .250**

p .000 .000 .000 .000

A linear relationship under moderate level (p<0.05) was found among cooperativeness, volunteering
and civic virtue dimensions; and a linear and low level of significant correlation (p<0.05) was found
between affective commitment and improved sense of duty dimensions.  A linear and low level of sig-
nificant relationship (p<0.05) was found among continuance commitment, cooperativeness, civic duty
and improved sense of duty; whereas no significant relation was found between continuance commit-
ment and volunteering (p>0.05). There is a linear and low correlation level (p<0.05) between normative
commitment and volunteering. A linear and low level of significant relationship was found between
normative commitment, and cooperativeness and volunteering (p<0.05),  and a linear relationship under
moderate level was found between normative commitment, and civic virtue and improved sense of
duty (p<0,05). A linear relationship under moderate level was found between organizational commit-
ment and, civic virtue and improved sense of duty (p>0.05).

DISCUSSION

The participants’ level of affective commitment was observed to be under moderate level, whereas they
were found to have moderate level of continuance commitment, normative commitment and organiza-
tional commitment. These findings are indicative of the participants’ high affective satisfaction levels
within their organizations. However, the moderate levels of continuance commitment indicate that the
employees are not sufficiently satisfied by the working conditions in their organizations. The moderate
level of normative commitment is attributed to the moderate level of continuance commitment among
the participants.

In Çoban’s (2015) study, teachers’ level of affection and continuance commitment were found to be
higher than moderate, their normative commitment was found to be moderate and their organizational
commitment was found to be lower than moderate. In the same research, participants’ level of affection,
continuance, normative and organizational commitment was found to be statistically significantly dif-
ferent from each other. The difference between affection and organizational commitment was ascribed
to the higher commitment levels of participants with an associate and/or master’s degrees as compared
to those with a bachelor’s degree. The difference between continuance and normative commitment was
attributed to the higher commitment levels of participants with an associate degree as compared to
those with a bachelor’s degree.

Taşkın and Dilek (2010) reported that, increasing educational status resulted with increased levels of
affection commitment and decreased levels of continuance commitment.  In the same research, affection



Organizational Commitment and Organizational Citizenship Behavior of Preschool Teachers

Volume : 2 • Issue : 1 • 2017 47

commitment of the teachers was found to exhibit no difference based on their employment status
whereas their continuance, normative and organizational commitment significantly differed on the basis
of their employment status. In terms of affection, continuance, normative and organizational commit-
ment, participants subject to law no 657 exhibited higher commitment levels.

In the present research, teachers exhibited high levels of cooperativeness and volunteering and moder-
ate levels of civic virtue and improved sense of duty. These findings are indicative of the good citizen-
ship level of the participants in their organization. Organizational citizenship levels can be improved
through the policies implemented by managers, and accordingly a better working environment within
the organization can be provided (Karaman & Ayhan, 2012). In this frame, school managers should be
encouraged to receive trainings on how to improve their organizational citizenship levels and well-
functioning rewarding systems should be established for successful teachers (Titrek et al., 2009). Accord-
ing to Yeşiltaş and Keleş (2009) citizens with better levels of organizational commitment are more likely
to be satisfied by their jobs, resulting with increased levels of motivation and integration with their
organization.

In this research, teachers’ level of cooperativeness, volunteering, civic virtue and improved sense of
duty was found to not significantly differ on the basis of their educational status. Likewise, the findings
of Titrek et al. (2009) indicate that, teacher’s organizational citizenship levels did not significantly differ
on the basis of their educational status. In the same research, the participants with a bachelor’s and/or
master’s degree exhibited higher levels of organizational citizenship in altruism, scrupulosity and civic
virtue dimensions and lower levels of commitment in kindness dimension as compared to the partici-
pants with a high school and/or associate degree.

A linear significant relationship under moderate level was found between affection commitment level,
and cooperativeness, volunteering and civic virtue level, and a low level of linear significant relation-
ship was found between affection commitment and improved sense of duty dimension. A low level of
linear and significant relationship was found between continuance commitment, and cooperativeness,
civic virtue and improved sense of duty dimensions; however no significant relationship was found
between continuance commitment and volunteering dimension. A low level of linear significant rela-
tionship was found between normative commitment, and cooperativeness and volunteering dimen-
sions; whereas a linear and significant relationship under moderate level was observed between norma-
tive commitment and civic virtue and improved sense of duty dimensions. A linear and significant rela-
tionship under moderate level was observed between organizational commitment, and cooperativeness,
volunteering and improved sense of duty sub-dimensions.

In conclusion, the participating teachers’ organization commitment levels were found to significantly
differ on the basis of their employment and educational status; while no significant difference was ob-
served in organizational citizenship behavior based on educational and employment status. In general,
the findings obtained from the study were found to be in good agreement with literature results. Further
studies should be carried out to obtain more in-depth information on the citizenship and organizational
commitment levels of pre-school teachers.
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