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ARTICLE HISTORY Abstract: In this study, it was aimed to examine the relationship between teachers’
. organizational commitment and career anxiety. A cross-sectional correlational
Received: Apr. 23, 2024 design belonging to the relational survey model was used. A simple random
Accepted: Dec. 24, 2024 sampling method was utilized to determine the sample. The sample consisted of
384 teachers. Personal Information Form, Teachers’ Career Anxiety Scale, and

Keywords: Organizational Commitment Scale were applied to collect the data. In data
analysis, descriptive statistics, Pearson correlation and regression analysis were

Career anxiety, used. In the study, teachers' perceptions of career anxiety were found to be high,

TeaCh?rS’ ) and their perceptions of organizational commitment were found to be moderate. A
Organ!zatlonal negative and lower significant relationship was found between teachers’ career
commitment. anxiety and organizational commitment. It was determined that teachers’ career

anxiety scores could be significantly predicted by their organizational commitment
responses. It was concluded that in order to increase the organizational
commitment of teachers, it is necessary to realize their career anxiety reasons and
levels. Suggestions were made to prevent the factors that hinder organizational
commitment and to decrease the career anxiety of teachers.

1. INTRODUCTION

Throughout history, as humanity has taken significant steps towards modernization, societal
structures have been influenced by the developments and changes brought about by this process
of modernization, giving rise to the need for the reconstruction of society. The foundation of
this reconstruction lies in education. To achieve the desired goals in education, effective
communication among all stakeholders is crucial. One of the most important stakeholders in
this process is teachers. The motivation and well-being of teachers can significantly impact the
effectiveness of the education system. However, teachers face various challenges, particularly
concerning their career paths and organizational commitment. These challenges include
uncertainty in professional advancement, job security anxieties, and a perceived lack of support.
These factors can increase teachers' career anxiety and decrease their commitment to their
institutions, leading to reduced job satisfaction and productivity. Understanding the complex
relationship between teachers' career anxieties and organizational commitment is crucial for
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educators, administrators, and policymakers. By addressing the challenges faced by teachers,
educational institutions can foster a supportive environment that promotes strong organizational
commitment among teachers, ultimately enhancing the overall quality of education.

Teachers, who directly impact every aspect of education, play an active role in the
reconstruction of society (Yaman et al., 2022). Teachers, who hold a crucial role, see the
students they educate as a reflection of themselves. This situation underscores the need to
enhance the quality of the teaching profession for the qualitative development of the education
system in the reconstruction of society. Teachers, entrusted with the critical mission of shaping
the future through education (Jacobson-Lundeberg, 2016), need to be open to development,
skillful, and capable of easily adapting to innovations in order to successfully fulfill their
missions. The acquisition of the knowledge and skills that teachers need can only be achieved
through their professional development. The professional development of teachers,
specialization in their fields, or gaining different perspectives is possible through transitioning
between various career stages. It is expected that the perceptions, ideas, concerns, anxieties,
and expectations of teachers will undergo changes at each different career stage. Therefore, it
is useful to explain how the concept of a career is defined and what it means for teachers.

In the 1970s, the concept of career, which gained popularity and began to be studied, is
expressed as 'Carrierre' in French and 'Career’ in English. According to Klatt, Murdick, and
Schuster (1985, p.380), career implies progress and is defined as upward mobility in the
organizational or professional hierarchy. Similarly, Bayraktaroglu (2006, p.137) describes a
career as an individual's progression through skill and experience acquisition over the course
of their professional life.

In today's context, the concept of a career, defined as a way for individuals to achieve self-
actualization, the highest level in Maslow's hierarchy of needs (Celenk, 2022), can be
interpreted as encompassing aspects such as "from the early stages of their career and learning
journey, individuals initially aim to learn, but over time, they also aim to acquire a profession,
and this goal shapes their education and time" (Sarsikoglu, 2019). Therefore, the career cycle
of teachers is seen as a process that begins with choosing the teaching profession. A review of
the literature reveals that the majority of studies on career anxiety are conducted with university
students and adults at the beginning of their career development (Hardin et al., 2006; Pisarik et
al., 2017; Sahin et al., 2019). However, considering the ever-changing employment policies,
sociological, and economic conditions, it is likely that individuals who continue their career
journey also experience career anxiety. Particularly in educational organizations, teachers with
diverse needs and characteristics experience different anxieties at each stage of their careers
(Aydin, 2018).

The teaching profession has always stood out for its profound impact on the lives of students.
Consequently, teachers actively monitor all developments in the changing world to provide the
highest benefit to their students. However, in this process of monitoring, teachers often face
numerous challenges and pressures. Scovel (1978) stated that anxiety can be defined in two
different ways: "debilitating anxiety,” which hinders the learning process and impedes
individual success, and "facilitating anxiety," which leads individuals to achieve success
beyond their natural capabilities. While facilitating anxiety motivates individuals to learn and
encourages active participation in the learning process, debilitating anxiety causes excessive
distress and self-doubt (Scovel, 1978). Indeed, it is possible to define anxiety as a driving force
that motivates individuals to take action. Although anxiety generally has a negative
connotation, as long as it remains at a healthy level, it can, contrary to popular belief, act as a
driving force that leads individuals towards success. Fuller (1969) evaluates this situation from
a developmental perspective and argues that occupational anxiety should be experienced and
resolved in order to become a better teacher. In this context, facilitating anxiety can be
considered an element that increases teacher motivation.
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Nevertheless, among these challenges, career anxiety emerges as a critical factor among
teachers, becoming a genuine and widespread sources of concern in today's educational
environment. Career anxiety manifests itself among teachers due to various factors, including
education reforms, standardized tests, classroom management, the challenges of meeting
constantly evolving curricula, and addressing different student needs (Engin & Ipek, 2020;
Inand1 & Gilig, 2020; Karatepe et al., 2021). Collectively, these factors create a storm of stress
and anxiety. This anxiety significantly impacts the well-being of teachers, job satisfaction, and
their overall commitment to educational institutions. Indeed, when teachers' commitment to the
school weakens, it negatively affects the degree to which the school achieves its goals and
becomes an obstacle to its success (Celep, 2000).

In recent years, a rich body of literature has established the role of teachers in improving student
outcomes (Akkurt & Karabag-Kose, 2019; Lipesa, 2018; McLean & Connor, 2015; Sammons,
Toth & Sylva, 2017; Wenner & Campbell, 2017). There is also ample evidence in the literature
that school administrators' impact on students is mediated through teachers (Caglar & Cinar,
2021; Franklin, 2016; Yakisikli et al., 2023). In this context, it can be argued that one of the
ways school principals influence teachers is through their organizational commitment.
Therefore, it is observed that highly motivated teachers also demonstrate high organizational
commitment (Ertlirk & Aydin, 2016; Memisoglu & Kaya, 2017).

In the field of education, organizational commitment is a critical component of a teacher's
overall professional experience. Allen and Meyer (1996) define organizational commitment as
the degree to which employees adopt the goals and norms of an organization, expressed as the
emotional attachment felt by employees towards the organization and their desire to continue
existing in the organization. Dagli et al. (2018) view organizational commitment as a factor that
increases employees' participation in the organization, commitment to organizational values
and goals, and organizational effectiveness. Thus, for teachers, organizational commitment
signifies the loyalty, dedication, and devotion they show towards their schools.

This research comprehensively examines the organizational commitment of teachers,
considering three dimensions: emotional, normative, and continuance commitment (Meyer et
al., 1991). Each dimension contributes to the general connection a teacher has with the school.
For instance, emotional commitment reflects a teacher's emotional commitment to the
organization, which can be equated to an emotional commitment to the school. A teacher with
strong emotional commitment will continue to take on tasks within or outside their job
description as long as their values align with those of the organization (Demirel, 2009). Factors
such as job satisfaction, organizational justice, and organizational citizenship have positive
effects on emotional commitment, while stress-related factors like anxiety and burnout have
negative effects on the emotional connection teachers feel towards their schools.

On the other hand, normative commitment is defined as the ethical or moral obligation felt by
an employee to stay in the organization (Meyer & Allen, 1991). As education professionals,
teachers are expected to feel a high degree of normative commitment, viewing staying in school
and fulfilling their duties as a necessity. However, if teachers perceive their dedication as
unrewarded, their normative commitment may decrease.

The third commitment dimension explored in this study is continuance commitment, which sees
staying in the organization as a conscious awareness related to costs (Oriicii & Kislalioglu,
2014). In other words, continuance commitment prevents the loss of investments, such as time
and effort, made by an employee in the organization if they were to leave. Additionally, the
incentives and rewards provided by the organization can enhance an employee's commitment
to the organization. However, the employee would need to sacrifice all these rewards if they
were to leave (Jaros et al., 1993). For teachers, this situation may lead to fluctuating continuance
commitment as they weigh the personal and professional costs of working in an environment
that could cause them concern against the benefits of alternative job opportunities elsewhere.
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All three dimensions come together to shape a teacher's commitment to the institution.
Insufficient organizational commitment of a teacher may not only affect their perceptions of
the teaching profession and the communication structure within the school (Inand1 & Gilig,
2020; Meric et al., 2019) but also lead to a decrease in teacher effectiveness, subsequently
impacting the productivity of the school. The productivity of a school, in turn, is demonstrated
through the societal contribution of the students it educates.

Given that teachers play a crucial role in shaping the future of society, the recognition of
teaching as a special profession is not coincidental. However, teachers cannot always
demonstrate high motivation while practicing their profession. In the modern educational
environment, teachers frequently encounter complexities and challenges that can affect their
well-being and career trajectories. In other words, career issues have become a widespread
problem among teachers, manifesting in various ways and significantly impacting their
commitment to the educational institutions they serve. This research aims to examine the
complex relationship between teachers' career anxiety and organizational commitment. It is
considered important to shed light on the factors that influence teachers' career anxiety and
organizational commitment, both for teachers and their educational institutions, and to highlight
the potential consequences. Understanding the interaction between career anxiety and
organizational commitment is crucial for education leaders, administrators, and policymakers.
This understanding can facilitate the development of strategies to reduce career anxiety and
improve teacher support systems. Ultimately, it can create an environment where the likelihood
of educators' success is higher, leading to an increase in the quality of education provided to
students.

Research Questions:

1. To what extent do teachers perceive their career anxiety?

2. Is there a significant difference in teachers' opinions on career anxiety concerning gender,
marital status, age, and educational status?

3. To what extent do teachers perceive their organizational commitment?

4.1s there a significant difference in teachers' opinions on organizational commitment
concerning gender, marital status, age, and educational status?

5. 1s there a significant relationship between teachers' opinions on career anxiety and
organizational commitment?

6. Do teachers' opinions on career anxiety significantly predict their organizational
commitment?

2. METHOD
2.1. Research Model

This study employs a cross-sectional correlational survey model as it aims to reveal the
relationship between the career anxiety and organizational commitment levels of teachers
working in public schools in Nigde province. Cross-sectional survey studies, with large-scale
and representative sampling, allow for taking snapshots of different samples, i.e., simultaneous
analysis, enable comparison of different groups, and are both retrospective and prospective
(Cohen et al., 2007). In this study, the data collection tools used addressed the career anxieties
and organizational commitment experienced by teachers in terms of different variables and
relationships based on data collected only once and made inferences about the future based on
their current situation. For these reasons, a cross-sectional correlational survey research design
was preferred in this study. Cross-sectional surveys are preferred in educational research due to
their quick implementation, ability to show an integrated pattern, and high participation rate
(Rose & Sullivan, 1993, p.184-188).
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2.2. Population and Sample

The study's population consists of 4,663 teachers serving in public schools in Nigde province
during the 2023-2024 academic year. The sample of the study comprises 384 teachers selected
through simple random sampling. Simple random sampling ensures that each unit has an equal
chance of being included in the sample, and the selection of one does not affect the chances of
others being chosen (Kogak & Arun, 2006), making it a preferred method for sample selection.
The calculation of the sample size was based on the random sampling size table recommended
by Cohen et al. (2021), determining that a sample size of 357 units is sufficient for an universe
size of 5000, with a 95% confidence level and a 5% margin of error in homogeneous conditions.
Thus, it can be stated that the sample size collected for the research is adequate. Demographic
characteristics of the research group are presented in Table 1.

Table 1. Demographic characteristics of the sample.

Variable Group n %
Female 272 70.8
Gender
Male 112 29.2
. Married 303 78.9
Marital Status -
Single 81 21.1
20-29 30 7.8
30-39 168 43.8
Age
40-49 144 375
50 and above 42 10.9
) Bachelor's Degree 257 66.9
Education Level Master's Degree 115 29.9
Doctorate 12 3.1

Note. n =384

As presented in Table 1, 272 (70.8%) of the participants are female and 112 (29.2%) are male.
In terms of marital status, 303 (78.9%) participants were married and 81 (21.1%) were single.
In terms of age variable, 30 (7.8%) of the participants are between the ages of 20-29, 168
(43.8%) are between the ages of 30-39, 144 (37.5%) are between the ages of 40-49 and 42
(10.9%) are 50 years and over. In terms of education level, there are 257 (66.9%) participants
with bachelor's degrees, 115 (29.9%) participants with master's degrees and 12 (3.1%)
participants with doctorate degrees.

2.3. Data Collection Tools

Within the scope of the research, Personal Information Form, Teachers' Career Anxiety Scale
and Organizational Commitment Scale were used as data collection tools.

2.3.1. Personal information form

The researchers created a personal information form to determine the participants' demographic
characteristics, including gender, education level, marital status, and age.

2.3.2. Teacher’s Career Anxiety Scale

To determine teachers' career anxiety, the Teachers' Career Anxiety Scale developed by Alag6z
et al. (2024) was used. It is a 5-point Likert-type scale, consisting of 18 items categorized into
four sub-dimensions: organizational-based, colleague-based, individual-based, and work-life
balance. The lowest possible score from the scale is 18, and the highest is 90. Higher scores
indicate higher career anxiety. The four sub-dimensions together explain 58.6% of the total
variance. The reliability of the scale, measured by Cronbach's Alpha coefficient, is 0.89 for the
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entire Teachers' Career Anxiety Scale, and for the sub-dimensions, it is 0.81 for organizational-
based, 0.87 for colleague-based, 0.78 for individual-based, and 0.66 for work-life balance. For
this study, reliability analysis yielded Cronbach's alpha values of 0.87 for the entire scale, 0.82
for the first dimension, 0.86 for the second dimension, 0.76 for the third dimension, and 0.61
for the fourth dimension. As it is not stated in the original form of scale, Table 2 provides the
necessary information for evaluating the total scores.

Table 2. Interpretation of scores for the teachers' career anxiety scale.

Dimension (’;:culrt';?ﬁg \Ii?):/)\// Low Moderate High \éféz
Organizational-based 7 7-12.5 12.6-18.1 18.2-23.7  23.8-29.3  29.4-35
Colleague-based 4 4-7.1 7.2-10.3 10.4-135 13.6-16.7 16.8-20
Individual-based 4 4-7.1 7.2-10.3 10.4-13.5 13.6-16.7  16.8-20
Work-Life Balance-based 3 3-5.3 5.4-7.7 7.8-10.1 10.2-12.5 12.6-15

Teachers' Career Anxiety
Scale

Note. The Teachers’ Career Anxiety Scale had four sub-scales (Organizational-based with 7 items, Colleague-based with 4
items, Individual-based with 4 items, Work-Life Balance-based with 3 items).

18  18-32.3 32.4-46.7 46.8-61.1 61.2-75.5  75.6-90

These score ranges help interpret the level of career anxiety for each dimension and the overall
scale. Participants can be categorized into different levels based on their total scores and scores
on each sub-dimension of the Teachers' Career Anxiety Scale.

2.3.3. Organizational Commitment Scale

In this research, the Organizational Commitment Scale, developed by Meyer et al. (1993), and
adapted into Turkish by Dagli et al. (2017), was employed. The scale encompasses three
dimensions: Emotional Commitment, Normative Commitment, and Continuance Commitment,
comprising a total of 18 items. It explains approximately 53% of the total variance.

Upon analyzing the reliability of the scale through Cronbach Alpha values, the following results
were obtained: .80 for the first dimension, .73 for the second dimension, .80 for the third
dimension, and .88 for the overall scale. For this study, the calculated Cronbach Alpha
coefficient was .89 for the entire scale, .82 for the first dimension, .72 for the second dimension,
and .81 for the third dimension. As it is not stated in the original form of scale, the necessary
information for the evaluation of total scores is detailed in Table 3. The values provided
represent the ranges for the evaluation of total scores in each dimension of the Organizational
Commitment Scale.

Table 3. Interpretation of scores for the organizational commitment scale.

Dimension c':lfulr:;tr)ﬁ; Very Low Low Moderate High \I-/lfgr?]/
Emotional Commitment 6 6-10.7 10.8-15.5 15.6-20.3 20.4-25.1 25.2-30
Normative Commitment 6 6-10.7 10.8-15.5 15.6-20.3 20.4-25.1 25.2-30
Continuance Commitment 6 6-10.7 10.8-155 15.6-20.3 20.4-25.1 25.2-30

Organizational
Commitment Scale

Note. The Organizational Commitment Scale had three sub-scales (Emotional Commitment with 6 items, Normative
Commitment with 6 items, Continuance Commitment with 6 items).

18 18-32.3 32.4-46.7 46.8-61.1 61.2-75.5 75.6-90

2.4. Data Collection

Permissions were obtained from the Mersin University Ethics Committee and the Nigde
Provincial Directorate of National Education to conduct the research. In the data collection
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process, a personal information form and scale items were transferred to an online form to reach
teachers working in districts and villages. The online form was configured to be answered only
once, with no unanswered items. The link to the online form was distributed to 4663 teachers
in 384 schools in Nigde through school principals. Of these teachers, 384 filled out the online
form. This process took approximately 15 days during the spring semester of the 2023-2024
academic year.

2.5. Data Analysis

SPSS 24 software was used for the analysis of research data. Initially, analyses were conducted
to detect missing data and outliers. While no missing data was found in the data to be analyzed,
Mahalanobis outlier distances were examined for outlier detection, and it was observed that the
data set did not contain outliers. Skewness-Kurtosis values were examined to assess the normal
distribution of the 384-unit data set. The results of normality distribution tests are presented in
Table 4 below.

Table 4. The skewness and kurtosis values of the variables.

Scales Skewness  Kurtosis
Organizational-based -1.039 1.374
Colleague-based 0.317 -0.930
Individual-based 0.403 -0.382
Work-Life Balance-based -0.137 -0.194
Career Anxiety Scale -0.100 0.375
Emotional Commitment -0.629 0.545
Continuance Commitment -0.171 -0.071
Normative Commitment 0.141 -0.137
Organizational Commitment -0.260 0.025

According to Table 4, the Skewness-Kurtosis values of the variables fall within the range of
+1.51t0-1.5 (Tabachnick & Fidell, 2013), assuming normal distribution of the data, the analysis
continued. Therefore, t-tests were conducted for gender and marital status variables, one-way
analysis of variance (ANOVA) for education level, age, and years of service at the school,
Pearson correlation analysis for determining the relationship between teachers' career anxiety
and organizational commitment, and multiple linear regression analysis to determine if teachers'
career anxiety predicts organizational commitment significantly. Cohen's d is a measure of
effect size that quantifies the difference between two means in terms of standard deviations. It
provides an indication of how large or small the difference between groups is (Cohen, 1988):
0.2< |d| <0.5: Small effect; 0.5< |d| <0.8: Medium effect; |d] >0.8: Large effect. When
calculating the effect size for correlation statistics, Kotrlik and Williams (2003) state that the
correlation coefficient itself is an effect size value. In the interpretation of effect sizes for
correlation coefficients (r), Hinkle, et al. (1979) emphasize that the relationship between 0-.30
is very low, between .30-.50 is low, between .50-.70 is medium, between .70-.90 is high and
between 0.90-1.00 is very high. For effect size calculations in regression analyses, the R? value,
which is the multiple regression coefficient, can be examined (Ozsoy & Ozsoy, 2013).
According to Cohen (1988), these effect size results (R?): 0.0196 can be interpreted as small;
0.1300 as medium; 0.2600 as large effect size. In this study, in tables that represent the analysis
the largest effect size has been interpreted.

3. RESULTS

The findings obtained in the study are presented under this heading. The results of the
descriptive statistics, independent samples of t-test, one-way of ANOVA, Pearson correlation
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and multiple linear regression analysis were presented in order. For all analyses the results
related to teachers’ career anxiety were given first and the results related to teachers’
organizational commitment were given later.

First of all, descriptive statistical analysis was conducted to determine teachers' perceptions of
career anxiety and organizational commitment. In descriptive statistics, minimum score,
maximum score, total score, standard deviation and level information are calculated. The
Findings of the descriptive statistical analysis are presented in Table 5.

Table 5. Findings of descriptive statistical analysis.

Scales n Min. Max. M SD Level
Organizational-based 384 7 35 2831 494  Moderate
Colleague-based 384 4 20 11.97 4.23  Moderate
Individual-based 384 4 20 1177 3.52  Moderate
Work-Life Balance-based 384 3 15 9.91 2.55  Moderate
Career Anxiety Scale 384 24 90 6197 1147 High
Emotional Commitment 384 6 30 20.73 5.10 High
Normative Commitment 384 6 30 1645 5.03  Moderate
Continuance Commitment 384 6 30 18.96 4.76  Moderate
Organizational Commitment 384 19 83 5246  11.93 Moderate

Note. Interpretation of scores stated as levels in Table 5 were presented in Table 2 for the teachers’ career anxiety scale and in
Table 3 for the organizational commitment scale.

The findings of the descriptive statistical analysis for the variables are presented in Table 5.
The data set consists of 384 units, and the minimum (Min.) and maximum (Max.) values, mean
(Mean), standard deviation (SD), and assessment level (Level) are reported for each variable.
The assessment level indicates the categorization based on the mean score, representing the
level of each variable (e.g., High, Moderate).

According to Table 5, the lowest score obtained for the organizational-based dimension is 7,
and the highest score is 35. Teachers’ average score for the organizational-based dimension is
M = 28.31, with a standard deviation of 4.94. Therefore, it is determined that teachers strongly
agree with the statements in the organizational-based dimension. For the colleague-based
dimension, the lowest score is 4, and the highest score is 20. Teachers’ average score for the
dimension is M = 11.97, with a standard deviation of 4.23. Thus, teachers moderately agree
with the statements in the colleague-based dimension. The individual-based dimension has a
minimum score of 4 and a maximum score of 20. The average score for the dimension is M =
11.77, with a standard deviation of 3.52. Accordingly, teachers moderately agree with the
statements in the individual-based dimension. The total score for the Teacher Career Anxiety
Scale ranges from 24 to 90. The average score for the entire scale is M = 61.97, with a standard
deviation of 11.47. Hence, teachers exhibit a high level of agreement with statements related to
career anxiety. In light of these findings, it can be said that teachers experience career anxiety,
and organizational career anxiety is relatively more prominent than other types of anxiety.
When examining teachers’ views on organizational commitment in Table 5, the emotional
commitment dimension has a minimum score of 6 and a maximum score of 30. The average
score for the dimension is M = 20.73, with a standard deviation of 5.10. Thus, teachers strongly
agree with the statements in the emotional commitment dimension. For the normative
commitment dimension, the lowest score is 6, and the highest score is 30. The average score
for the dimension is M = 16.45, with a standard deviation of 5.03. Therefore, teachers’
participation in statements in the normative commitment dimension is at a moderate level. In
the continuance commitment dimension, the lowest score is 6, and the highest score is 30. The
average score for the dimension is M = 18.96, with a standard deviation of 4.76. Hence,
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teachers’ level of participation in statements in the continuance commitment dimension is at a
moderate level. for the Organizational Commitment Scale total, the lowest score is 19, and the
highest score is 83. The average score for the entire scale is M = 52.46, with a standard deviation
of 11.93. Accordingly, teachers exhibit a moderate level of agreement with statements related
to organizational commitment.

Table 6. t-test results for gender variable.

Scales Gender n M SD df t p Cohen’sd
Organizational-based I;/ngle ii; gsg; jg; 382 3144  .002° 0.37
Colleague-based :;T;T:Ie iz Eig j;i 382 -0.077 .938
Individual-based I;/ngle ﬁ; Eii 223 382 -1.320 188
\é\éggg"-'fe Balance- ';;g:'e ﬂ; 18:415 ;32 382 2465 014" 028
Career Anxiety Scale I;/T;::Ie ﬁ; 62262 Egi 382 1454 147
Emotional Commitment ';/T;T:'e ﬁ; ;2?3 géé 382 -1139 255
Normative Commitment I;:g:le i; ﬁgi giz 382 -1.474 141
o ek T 8%4 y o
. R R

"p<.05

To determine whether teachers’ career anxiety and organizational commitment perceptions
meaningfully differ according to gender and marital status variables, we conducted an
independent samples t-test. Table 6 presents the t-test results for gender variable. As presented
in Table 6, as a result of the independent sample t-test on whether teachers' career anxiety views
differ according to gender; it is seen that there is a significant difference in favor of female
teachers for the sub-dimensions of the scale in terms of organization (t (382)=- 3.144, p<.05)
and work-life balance (t (256)= 2.465, p<.05). The largest effect sizes are observed for
organizational-based (d = 0.37) and work-life balance-based (d = 0.28), both of which are small
but meaningful. These suggest that females show slightly higher levels in these areas compared
to males. There is no significant difference between the whole and other sub-dimensions of the
Teachers' Career Anxiety Scale. According to the results in Table 6, teachers' views on
organizational commitment do not differ according to gender variable in terms of both the
whole scale and sub-dimensions.

As presented in Table 7, as a result of the independent sample t-test on whether teachers' career
anxiety views differ according to marital status; the sub-dimensions of the scale are
organizational-based (t(382)= 2.244, p<.05), colleague (t(382)=2.890, p<.05), work-life
balance (t(382)=3.802, p<.05) and the whole scale (t(382)=2.907, p<.05) significantly differed
in favor of married teachers.

The largest effect sizes are observed for work-life balance-based (d =0.48), colleague-based
(d=0.36), career anxiety scale (d=36) and organizational-based (d = 0.28), all of which are small
but meaningful. These suggest that married participants show slightly higher career anxiety
levels in these areas compared to single participants. Variables such as emotional commitment,
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normative commitment, continuance commitment, and the overall organizational commitment
scale exhibit negligible differences between married and single participants. In other words, the
analysis revealed no statistically significant differences in the individual-based sub-dimension
of the scale according to marital status.

Table 7. t-test results for marital status variable.

Scales g{l[:{:]tsal n M SD df t p Cohen’sd
Organizational-based g/iligli:d 32? ;322 ggé 382 2244 025" 0.28
Colleague-based g’:i;’:d 32? igij j:ég 382 2890 .004" 0.36
Individual-based g’:?;‘:d 32? ﬁ;i gig 382 0094 925
ﬁﬁigﬁ'“fe Balance- g/:zg,'eed 32? 12:;3 ;gi 382 3802 .000" 0.48
Career Anxiety Scale g:;rl':d 32? gégi ii? 382 2907 .004" 0.36
Commiment“Sngle 81 08 o1 %2 028 8%
Commitment“Segle ——ar 1314 sar 2 136 164
T = TN
gggrr?rmizt?:eonqaécale g?:;fd 32? ggig ﬁ:g 382 -0625 533

"p<.05

The results presented in Table 7 indicate that the marital status variable does not exert a notable
influence on teachers' perceptions of organizational commitment, as observed across the entire
scale and its constituent sub-dimensions.

To determine whether teachers’ career anxiety and organizational commitment perceptions
meaningfully differ according to age and educational variables, we conducted one-way
ANOVA. The ANOVA results for age variable is presented in Table 8. As depicted in Table 8,
as a result of a one-way analysis of variance on whether teachers’ views on career anxiety differ
significantly according to age variable; no significant difference was found for the whole scale,
organization-based, colleagues-based and work-life balance-based sub-dimensions, while a
significant difference was found for individual-based (F(: 383= 4.682, p<.05). It is seen that this
difference is in favor of teachers between the ages of 30-39 (B), 40-49 (C) and 50 and over (D)
for teachers between the ages of 30-39 (B).

Again according to Table 8, when the teachers' views on organizational commitment are
analyzed in terms of age variable, it is seen that in the emotional commitment sub-dimension
(F@: 383= 4.125, p<.05) there is a significant difference between teachers aged 30-39 (B) and
teachers aged 50 and above (D) in favor of teachers aged 50 and above (D). While there is a
significant difference for normative commitment sub-dimension (Fa; 383= 3.070, p<.05)
according to the age variable, there is a significant difference for continuance commitment (F
@3:383)= 5.302, p<.05) and the whole Organizational Commitment Scale (F (3;383)= 5.236, p<.05)
between teachers aged 30-39 (B) and those aged 40-49 (C) in favor of those aged 40-49 (C) and
between teachers aged 30-39 (B) and those aged 50 and over (D) in favor of those aged 50 and
over (D).
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Table 8. ANOVA results for the age variable.

Scales Age n M SD df F p Cohen’sd S&?#gfﬁg;
n 20-29 30 27.80  5.99
5_ _30-39 168  29.05  4.49 3
88 4049 144 2780 521 3803 2359 .071
'% o 83
> 50 and above 42 27.42 4.70
(@)
5 20-29 30 1196 4.8
g 30-39 168 1211 432 3
(<5}
2 40-49 144 1161 425 380 .748  .524
g 383
g 50 and above 42 12.64 3.83
3 20-29 30 1236  3.38
(2]
8 30-39 168 1240  3.73 3 B>C
E 2049 144 1122 31g 380 4682 .003 0.50 BoD
g 383
'1:2 50 and above 42 10.69 3.36
5 2029 30 906  2.63
HG_J 1%}
=8 30-39 168 10.17 251 3
o 380 2208 .087
=2 40-49 144 993 259
85 383
&  50and above 42 9.42 2.33
2 20-29 30 6120 12.39
X 4 30-39 168  63.75 11.08 3
<% 380 2451 .063
53 4049 144 6059 1173  3g3
8 50andabove 42  60.19 1081
~  20-29 30 2156  4.24
_
g2 3
SE 3039 168 1971  5.66 )
22 380 4125 007"  -0.38 D>B
SE 4049 144 2144 446 353
“'S  50andabove 42 2178 476
~  20-29 30 1803  5.64
@ c
> 2 3
2 £ 30-39 168 1576 501 )
= 380 3.070 .028 0.44 A>D
EE 4049 144 1654 463 393
<3 50and above 42 1778 555
o 2029 30 2016  4.29
[&]
SE  30-39 168 1791  4.82 3 ) A>B
2 2 380 5302 .001 0.47 D>B
g c 40-49 144 1954 452  3g3 CoB
OGS  50andabove 42 2028 492
Fx 2029 30 5580 10.83
S £ o 3039 168  49.90 1255 3 ) A>B
SE% 380 5236 .001 0.48 D>B
SEP 40-49 144 5374 1083  3g3 g
58 s0andabove 42 5590 1202

*p < .05. The groups of the participants according to age variable were abbreviated from A to D to represent the significant
difference among groups. A= 20-29 age; B= 30-39 age; C= 40-49 age; D= more than 50.
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Also, Cohen's d effect size calculations for the scales and age groups reveal several interesting
trends. The individual-based scale showed more variation, with small-to-moderate differences,
the largest being between the 20-29 and 50+ groups (d = 0.50). The work-life balance-based
scale revealed negative effects, with the largest difference (d = -0.44) between the 20-29 and
30-39 groups, suggesting younger individuals perceive worse balance. For the career anxiety
scale, small positive effects were noted, the most significant being between the 30-39 and 50+
groups (d=0.32). In emotional commitment, moderate effects appeared, such as a negative
effect (d =-0.38) between the 30-39 and 50+ groups. The normative commitment scale showed
the largest effect (d=0.44) between the 20-29 and 30-39 groups, while for continuance
commitment, the most substantial difference (d = 0.47) was also between these groups. Lastly,
the organizational commitment scale had a small-to-moderate effect (d = 0.48) between the 20-
29 and 30-39 groups. Overall, age-related differences were more pronounced in scales like
individual-based and normative commitment, highlighting nuanced shifts in perceptions across
age groups.

According to Table 9, when teachers' views on career anxiety are examined in terms of
educational level, there is a significant difference between bachelor's (A) and master's (B)
graduates in favor of master's graduates (B); between bachelor's (A) and doctorate (C) graduates
in favor of doctorate graduates (C); between master's (B) and doctorate (C) graduates in favor
of doctorate graduates in the individual-based dimension of the scale (F; 383)= 12.126, p<.05).
In the whole Career Anxiety Scale of Teachers (F; 383)= 4.148, p<.05), there is a significant
difference between bachelor (A) and doctorate (C) graduates in favor of doctorate graduates
(©).

As depicted in Table 9 in terms of teachers' organizational commitment, for the emotional
commitment sub-dimension (F; 383)= 10.769, p<.05), there is a significant difference between
bachelor's (A) and doctorate (C) graduates in favor of bachelor's (A) graduates, and between
master's (B) and doctorate (C) graduates in favor of master's (B) graduates. In the normative
commitment dimension of organizational commitment (F; 383)= 8.669, p<.05), there is a
significant difference between bachelor's (A) and doctorate (C) graduates in favor of bachelor's
(A) graduates.

For the third sub-dimension of the organizational commitment scale, continuance commitment
(F: 383)= 4.723, p<.05), there is a significant difference between bachelor's (A) and doctorate
(C) graduates in favor of bachelor's (A) graduates. In the whole Organizational Commitment
Scale (F(; 383= 10.228, p<.05), it is concluded that there is a significant difference between
bachelor's (A) and doctorate (C) graduates in favor of bachelor's (A) graduates.

Moreover, Cohen’s d calculations reveal significant differences in several scales between
education levels (BA, MA, and PhD). PhD holders scored substantially higher in individual-
based (d = -1.31) and work-life balance (d = -0.68) scales, indicating stronger individual-based
perceptions and better work-life balance compared to BA holders. However, BA holders
showed much greater emotional (d = 1.36), normative (d = 0.99), continuance (d = 0.78), and
organizational commitment (d = 1.21), reflecting their stronger connections and obligations to
their organizations. Career anxiety was also notably higher for PhD holders compared to BA
holders (d = -0.85). Comparisons between MA and PhD holders generally showed moderate
differences, while BA vs. PhD comparisons exhibited large effect sizes, highlighting significant
contrasts in perceptions and commitments across education levels. These findings underscore
the nuanced relationship between education level and various organizational and personal
scales.
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Table 9. ANOVA results for the variable of education level.

Scales E‘j/‘é‘l’at'on n M SD df F D Cohen’sd Sc;?f?g':r?get
Tg BA(A) 257 2810 4.86 ,
S -
IS MA (B) 115 2848 522 381 2318  .100
g 383
g PhD (C) 12 3116 291
& BA (A) 257 1213 4.09 ,
ie)
§’§ MA (B) 115 1157 451 381 0758  .469
S < 383
o PhD (C) 12 1241 446
o BA (A) 257 1129 3.28
So 2 131 SA
23 MA (B) 115 1244 375 381 12126  .000 3 ¢
=8 -0.85 C>B
= 383
= PhD (C) 12 1558 3.08
o2 BA (A) 257 9735  2.49
32 2
x 3 MA (B) 115 1016 266 381 3.305 .038" -0.68 C>A
$S 383
s PhD ( C) 12 1141 2.108
g BA (A) 257  61.26 11.03
x 2
co
<3 MA (B) 115 6266 1219 381 4148 017" -0.85 C>A
g 383
3 PhD (C) 12 7058 10.66
e é BA (A) 257 2125 459 ,
£ . 1.36 A>C
2 MA (B) 115 2019 538 381 10.769  .000
S E 383 0.96 B>C
o
WS PhD (C) 12 1475 8.19
o E BA (A) 257 17.08 4.82
2 £ 2
= MA (B) 115 1548 505 381 8.669  .000 0.99 A>C
= 383
<8 PhD (C) 12 1225 6.09
8 E BA (A) 257 19.38 454
= 2
2E MA (B) 115 1833 507 381 4723  .009" 0.78 A>C
g E 383
o8 PhD (C) 12 1583 4.72
gE BA (A) 257 5393 10.94
=9 2 A>C
g = MA (B) 115 5041 1261 381 10.228  .000 1.21
8 E 383
gs PhD (C) 12 4041 16.42

Note. "p <0.05. The groups of the participants according to education level variable were abbreviated as from A to C to represent
the significant difference among groups. A= BA refers to Bachelor of Arts; B= MA refers to Master of Arts; C= PhD refers ro
Doctor of Philosophy degrees.
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Correlation analysis was performed to determine whether there was a significant relationship
between teachers' perceptions of career anxiety and organizational commitment. The results of
the correlation analysis are presented in Table 10. As presented in Table 10, there is a negative
and low level significant relationship between teachers' views on career anxiety and affective
commitment (r=-.204, p<.01); normative commitment (r=-.161, p<.01); continuance
commitment (r=-.131, p<.01) and organizational commitment (r=-.197, p<0.01). There is a
negative and low level significant relationship between the organizational-based dimension of
the Career Anxiety Scale and affective commitment (r=-.171, p<.01), normative commitment
(r=-.185, p<.01) and organizational commitment (r=-.181, p<.01). There is a medium level
negative relationship between the individual-based sub-dimension of the Career Anxiety Scale
and affective commitment (r=-.309, p<.01), a low level negative relationship between
normative commitment (r=-.243, p<.01) and continuance commitment (r=-.225, p<.01). Itis
concluded that there is a significant negative relationship between the individual-based sub-
dimension and the whole Organizational Commitment Scale (r=-.301, p<.01). Furthermore, in
the light of the explanations made in the data analysis section, the correlation coefficient values
were interpreted with reference to Hinkle et al. (1979) to represent the effect size for correlation
statistics.

Table 10. Correlation analysis on the relationship between career anxiety and organizational
commitment of teachers.

S

= g S

= = o |

m =) < c

n m 2 ¢ g8 £ £ 8
(@]

o ) a2 S & =z & o M D
OB 1 28.31 4.94
CB 451" 1 1197  4.23
IB 358" 309" 1 11.77 352
WLBB 495 479" 384" 1 991 255
CAS 818™ 765 6617 731" 1 61.97 11.47
Emotional -171"  -080 -.308™ -.025 -.204™ 1 20.73  5.10
Normative -.185™ 009 -243" -046 -.161" .600™ 1 16.45 5.03
Continuance  -.097  .005 -225 -100 -.131° .496™ .629™ 1 18.96  4.76
OCs -181™  -027 -301™ -073 -197" 801" .887™ .845™ 1 5246 11.93

Note. “p<.05, "p<.01. OB=Organizational-based; CB=Colleague-based; IB=Individual-based; WLBB=Work-life Balance-
based; CAS=Career Anxiety Scale; OCS=0rganizational Commitment Scale

In order to determine whether teachers' opinions on career anxiety significantly predict their
organizational commitment levels, multiple linear regression was utilized. Also, for the effect
size calculations in regression analyses, the R? value is examined. Table 11 shows the results
regarding the prediction of organizational commitment by teachers' career anxiety. According
to Table 11, teachers' views on career anxiety significantly predicted their organizational
commitment (R=.335, R®=.112, p<.05). Teachers' views on career anxiety explained
approximately 11% of the variance of their views on organizational commitment. The order of
importance of the predictor variables is individual (f=-.306), organization (f=-.153), colleagues
(6=.102), work-life balance (5=.071). However, only the organizational (t=-2.600, p<.05) and
individual (t=-5.670, p<.05) dimensions of teachers' career anxiety are significant predictors of
organizational commitment.



Alagéz, Inandi & Giindiiz Int. J. Assess. Tools Educ., Vol. 12, No. 2, (2025) pp. 198-221

Table 11. Multiple linear regression analysis results regarding the prediction of organizational
commitment by teachers' career anxiety.

Scale Variable B SE p t p
Constant 68.361 3.491 19.580 .000
o Organizational-based -0.370 0.142 -.153 -2.600 .010"
8;%?%‘;‘;?””?' Colleague-based 0.288  0.163 102 1771 077
Individual-based -1.035 0.183 -.306 -5.670 .000"
Work-life balance-based 0.334 0.282 071 1.181 .238
R=335 R?= 112 F(4,379)=11.940 p=.000
"p<0.05

According to Table 12, teachers' views on career anxiety significantly predicted their views on
the affective commitment dimension of organizational commitment (R=.345, R? =.119, p<.05).
Teachers' views on career anxiety explained approximately 12% of the variance related to
affective commitment. The order of importance of the predictor variables is individual (f5=-
.306), work-life balance ($=.167), organization (= -.139) and colleagues (5=.002). In addition,
among the dimensions of teachers' career anxiety, the organizational -based dimension (t=-
2.365, p<.05), individual-based dimension (t=-6.029, p<.05) and work-life balance-based
dimension (t=-2.776, p<.05) are significant predictors of emotional commitment.

Table 12. Multiple linear regression analysis results regarding the prediction of emotional commitment
dimension of organizational commitment by teachers' career anxiety.

Scale Variable B SE s t p
Constant 26.966 1.487 18.140 .000
Organizational-based -0.143 0.061 -.139 -2.365 019"

Emotional

- Colleague-based 0.003 0.069 .002 0.038 .970
commitment
Individual-based -0.469 0.078 -.324 -6.029 .000"
Work-life balance-based 0.334 0.120 167 2.776 .006"
R=345 R?=.119 F(4,379)=12.820 p=.000
*p<0.05

According to Table 13, teachers' views on career anxiety are a significant predictor of their
views on the normative commitment dimension of organizational commitment (R=.306, R?
=.093, p<.05). Teachers' views on career anxiety explain approximately 10% of the variance of
normative commitment. The order of importance of the predictor variables is individual (8= -
.244), organization (f=-.198), colleagues (5=.135) and work-life balance (5=.081). In addition,
among the dimensions of teachers' career anxiety, organizational -based dimension (t=-3.328,
p<.05), colleague-based dimension (t=2.310, p<.05) and individual-based dimension (t=-4.491,
p<.05) are significant predictors of normative commitment.

Table 13. Multiple linear regression analysis results regarding the prediction of normative commitment
dimension of organizational commitment by teachers' career anxiety.

Scale Variable B SE i t p

Constant 22.768 1.487 15,311 .000

N . Organizational-based -0.202 0.061 -.198 -3.328 .001"

ormative =) o que-based 0.160  0.069 135 2310 020

commitment — -
Individual-based -0.349 0.078 -.244 -4.491 .000

Work-life balance-based 0.160 0.120 .081 1.333 183

R=306 R?=.093 F(4,379)=9.758 p=.000
“p<.05
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According to Table 14, teachers' views on career anxiety are a significant predictor of their
views on the continuance commitment dimension of organizational commitment (R=.246, R?
=.061, p<.05). Teachers' views on career anxiety explain approximately 6% of the variance
related to continuance commitment. The order of importance of the predictor variables is
individual-based (8= -.227), colleague-based ($=.118), work-life balance-based (=-.047) and
organizational -based (f=-.046). In addition, among the dimensions of teachers' career anxiety,
colleague-based dimension (t=1.986, p<.05) and individual-based dimension (t=-4.098, p<.05)
are significant predictors of continuance commitment.

Table 14. Multiple linear regression analysis results regarding the prediction of continuance
commitment dimension of organizational commitment by teachers' career anxiety.

Scale Variable B SE S t p
Constant 23.092 1.432 16.120 .000
. Organizational-based -0.044 0.058 -.046 -0.751 453
Continuance =
. Colleague-based 0.133 0.067 118 1.986 .048
commitment — -
Individual-based -0.307 0.075 -0227 -4.098 .000
Work-life balance-based -0.087 0.116 -.047 -0.751 453
R=246 R?= .061 F(4,379)=6.127 p=.000
“p<.05

4. DISCUSSION and CONCLUSION

The findings of this study indicate that teachers experience career anxiety, particularly as a
result of organizational factors such as limited opportunities for professional development,
obstacles to academic engagement, and uncertainty created by administrators (Amil, 2015;
Inand1, 2009; Késtek, 2007; Swanson & Tokar, 1991). This is consistent with existing research
on career barriers, although Giinduz (2010) posited that these anxieties are relatively
uncommon. Female teachers reported higher levels of anxiety related to organizational issues
and work-life balance than males, which may be attributed to societal expectations and the
fulfilment of multiple roles (Inand1 et al., 2009; King et al., 2013; Yang et al., 2009;).
Furthermore, married teachers, particularly women, are more likely to experience career
anxiety due to the limitations imposed by family responsibilities (Halagli, 2018; Inand1 & Tung,
2012; Stikun, 2022).

The age of the teacher also has an impact on levels of anxiety, with those aged between 30 and
39 experiencing the highest levels of anxiety, potentially due to their career stage and the
uncertainties that they face about the future. This is at odds with the findings of some literature,
which suggests that younger individuals prioritize career development (Marinakou &
Giousmpasoglou, 2019), while other studies have found that younger teachers experience less
stress (Akyiiz Unlii, 2014; Yang et al., 2009). A correlation has been identified between higher
education levels and increased anxiety. Doctoral graduates are found to experience greater
anxiety than those with a bachelor's degree. This is thought to be due to heightened competition
and limited opportunities in academia (Aktan, 2020; Alabas et al., 2012; Basaran, 2020; Kdse
& Ince, 2022). It is of particular importance to note that this study has identified a negative
correlation between career anxiety and organizational commitment. When teachers feel that
they are not being adequately supported in pursuing their career aspirations, their commitment
to the organization in question is likely to diminish. This is influenced by a number of factors
at both the individual and organizational levels (Coyle-Shapiro & Morrow, 2006; Weng et al.,
2010).

Job stress is another critical factor that interacts with organizational commitment. Studies have
shown a negative relationship between organizational commitment and job stress, indicating
that higher stress levels can reduce a teacher's commitment to their organization (Taran & Fathi,
2017). This relationship is further complicated by job satisfaction, which can mediate the effects
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of job stress on organizational commitment. Teachers who experience job satisfaction despite
stress may maintain higher levels of commitment (Wang et.al, 2020). Additionally, factors such
as inadequate professional development, low job satisfaction and excessive workload have been
identified as contributors to this anxiety and reduced commitment (Giizeller & Celikel, 2020).

This highlights the necessity for educational institutions to establish supportive environments
that recognize the value of teachers, facilitate professional growth, and encourage a healthy
work-life balance. In summary, teachers' career anxieties are complex and shaped by a range of
factors, including organizational dynamics, gender, marital status, age and educational
attainment. The development of comprehensive strategies to cultivate a supportive and
fulfilling environment is essential to address these anxieties, with the ultimate objective of
benefiting both teachers and the quality of education.

The findings of this study indicate that teachers generally exhibit high levels of affective
commitment to their organizations, but only moderate levels of normative and continuance
commitment. This indicates that although teachers exhibit a strong sense of belonging and
identification with their schools, they may lack awareness of the potential consequences of
leaving their position and a corresponding sense of obligation to remain in their role. This
finding is consistent with the results of other studies in the field (Aksanaklu & Inandi, 2018;
Canpolat, 2011; Demir & Inand1, 2022; Dogan & Celik, 2019; Hamidi, 2023; Ozyavuz, 2021;
Sezgin, 2010).

Furthermore, the study revealed that there were no significant differences in organizational
commitment based on gender or marital status. However, age was identified as a significant
factor, with teachers in the 30-39 age group exhibiting lower levels of commitment than their
older counterparts. This may be attributed to the fact that older teachers exhibit a stronger sense
of loyalty to their institution, potentially due to their longer tenure, greater integration with the
organizational culture, and increased likelihood of occupying leadership roles. Additionally,
they may be more focused on retirement planning and subsequent career stages, which may
make them less likely to leave their current position (Cengiz, 2001; Cakir, 2001; Memisoglu &
Kaya, 2017; Onder, 2023).

It is noteworthy that teachers with a Bachelor's degree exhibited higher levels of organizational
commitment than those with a postgraduate degree. This is consistent with previous research
indicating a negative correlation between educational level and organizational commitment
(Cakir, 2001; Dagh & Gengdal, 2018; Giirbiiz, 2012; Steers, 1977). This may be attributed to
the fact that teachers with higher levels of education tend to have more ambitious career
aspirations and expectations that may not be fulfilled by their current organization, which in
turn makes them more receptive to alternative job opportunities.

The study revealed a statistically significant negative correlation between teachers' career
anxiety and organizational commitment. Individual and organizational career anxieties were
identified as robust predictors of this commitment. This finding is consistent with the results of
previous studies by Weng et al. (2010) and Coyle-Shapiro and Morrow (2006), which
emphasize the influence of individual and organizational factors on career development and
organizational commitment. In other words, career success, both subjective and objective, is
closely linked to organizational commitment. Teachers who perceive themselves as successful
in their careers tend to exhibit higher levels of commitment. Factors such as career commitment,
professional commitment, and perceived organizational support significantly contribute to
teachers' subjective career success, which in turn can enhance their organizational commitment
(Ingarianti et al., 2022). This suggests that fostering a supportive environment that
acknowledges and rewards career success can mitigate career anxiety and bolster commitment.
On the other hand, in the event that teachers' expectations from their organization are not met,
they may experience career anxiety and a subsequent reduction in their organizational
commitment. In other words, teachers' career anxieties have the potential to negatively impact
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their organizational commitment, which may in turn give rise to a range of adverse outcomes.
Teachers experiencing elevated levels of career anxiety may demonstrate diminished job
satisfaction, motivation, fulfilment, and performance, which are all beneficial outcomes of
organizational commitment (Soysal & Selvi, 2023). This can result in a reduction in interest
and enthusiasm for the teaching profession, which may ultimately lead to a decline in
productivity. Furthermore, career anxiety can increase the likelihood of teachers engaging in
negative behaviors, including seeking alternative employment, leaving their current roles and
absenteeism (Akgul, 2020). When teachers experience feelings of uncertainty, insecurity, or
lack of support in relation to their career progression, their commitment to their current roles
may diminish, prompting them to consider alternative opportunities. It is therefore incumbent
upon educational institutions to prioritize the reduction of teachers' career anxieties and the
enhancement of their organizational commitment. It is incumbent upon school administrators
to play a pivotal role in mitigating career anxiety and fostering organizational commitment.
This may be achieved by providing professional development opportunities, offering guidance
on career paths and creating a supportive work environment. This will consequently result in
enhanced job satisfaction, motivation, and performance among teachers, which will in turn have
a beneficial impact on the quality of education provided to students. Conversely, career anxiety
resulting from factors such as inadequate job descriptions, excessive workload, lack of support,
or professional uncertainties can lead to a reduction in organizational commitment and an
increased willingness to leave the organization if alternative opportunities arise. Such anxieties
may impede teachers' ability to integrate and feel a sense of belonging within the organization
(Glzeller & Celikel, 2020; Perveen et al., 2023). Furthermore, uncertainty regarding career
progression, job descriptions, and evolving educational policies can also contribute to anxiety
and erode teachers' commitment. Teachers who feel their anxieties are not adequately addressed
or who lack opportunities for professional development may question their loyalty to the
organization (Guzeller & Celikel, 2020). This emphasizes the significance of fostering a
supportive school environment that offers transparent career pathways, professional growth
opportunities, and a sense of worth for teachers. The fulfilment of these requirements has the
potential to alleviate career-related anxiety and cultivate a stronger sense of organizational
commitment, which in turn can yield benefits for both teachers and the educational system.

4.1. Limitations of the Study

This study is not without limitations, but it offers valuable insights that should inform future
research. One limitation of the present study is that a cross-sectional correlational model was
employed to examine the relationship between teachers' organizational commitment and career
anxiety. With the attributions of different variables advanced, statistical analysis can be
conducted. Another limitation of this study is its limited geographical scope, as it was conducted
in only one province. By expanding the study to include teachers from various cities, the
generalizability of the findings can be ensured.

4.2. Implications for Future Research

In order to address the concerns of teachers with regard to their career development and to foster
a sense of belonging within their schools, a number of recommendations can be implemented.
It is recommended that schools implement structured professional development programmes
that enhance teachers' skills and knowledge, thereby facilitating their career advancement.
Moreover, it is of the utmost importance to provide guidance and support regarding career paths
and opportunities, potentially through tailored career counselling or mentorship programmes.
It is of the utmost importance to establish transparent communication channels through which
teachers can freely express their concerns and suggestions. It is incumbent upon school
administrators to maintain open and regular communication with teachers, providing clear and
transparent information regarding career advancement policies, performance evaluations, and
decision-making processes.
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It is equally important to create a supportive environment, which can be achieved through the
establishment of peer support networks, mentoring programmes and the fostering of a positive
organizational climate in which teachers feel valued and appreciated. Such measures can be
further reinforced through the implementation of policies that support a healthy work-life
balance, recognize teacher achievements, and promote a positive school environment. It is also
imperative to address the underlying causes of teachers' career-related anxieties, such as the
avoidance of overload and the setting of realistic goals. It would be prudent for educational
institutions to be mindful of the distinctive challenges faced by female teachers and to consider
implementing measures such as flexible work arrangements or childcare provisions. The
enhancement of teachers' organizational commitment can be facilitated by their involvement in
decision-making processes and the provision of a voice in the shaping of the school's future.

Further research is required to gain a deeper understanding of the factors influencing teachers'
career anxieties and organizational commitment. It is further recommended that interventions,
such as professional development programmes or support groups, be developed with the
specific aim of alleviating career anxieties and boosting organizational commitment. Finally,
the implementation of policies that address these anxieties, including flexible work
arrangements and childcare provisions, can contribute to the creation of a more supportive and
fulfilling work environment for teachers. By taking these steps, it is possible to create a more
positive and productive environment for teachers, which will lead to increased job satisfaction,
motivation, and ultimately, an improved quality of education for students.
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