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 Abstract 

This study investigated the relationship between teachers' job 

satisfaction and professional engagement. Additionally, the 

study investigated whether the variables of gender, age, marital 

status, type of school, and professional seniority of teachers 

created statistically significant differences in both job satisfaction 

and professional engagement levels. In the study, relational 

survey design, one of the quantitative research methods, was 

adopted for the relevant purpose. The sample of the study 

consists of 354 teachers working in primary, secondary, and high 

schools in Sakarya province in the 2022/2023 academic year. 

"Personal Information Form", "Job Satisfaction Scale" and "Teachers’ 

Professional Engagement Scale" were used as data collection tools. 

According to the findings, both job satisfaction and professional 

engagement levels of teachers were found to be "high". The 

comparisons made within the scope of demographic variables 

showed that teachers' job satisfaction did not differ statistically 

significantly by gender, age, marital status, type of school, and 

professional seniority. On the other hand, while it was observed 

that teachers' professional engagement levels differed 

statistically significantly by gender and age, they did not differ 

statistically significantly by marital status, type of school, and 

professional seniority variables. It can be said that there is a 

statistically significant, moderate, and positive relationship 

between job satisfaction and professional engagement levels of 

teachers. According to the simple linear regression analysis, job 

satisfaction predicts professional engagement in a statistically 

significant way.  
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Introduction 

Education is a process to provide individuals with positive knowledge, skills, and attitudes. 

However, providing students with the desired qualities depends on the activities in the teaching-

learning process, the quality of students, and teachers who play an important role in providing 

learning activities (Kozikoğlu & Özcanlı, 2020). It is known that job satisfaction is of great 

importance for individuals in organizations (Dilekçi, 2022; Yildirim et al., 2024). The importance of 

job satisfaction stems directly from its effect on productivity. When job satisfaction is not at an 

adequate level, the individiuals cannot be satisfied in their work and become frustrated. In this 

case, productivity may decrease along with the decrease in motivation. In addition, frustrated 

individuals may exhibit behaviors such as reluctance, coldness, absenteeism and incomplete work 

against the organization (Dedebali, 2010). A teacher must recognize the importance of his/her 

profession and feel a sincere engagement in teaching. Teachers who believe that they will be 

permanent members of the profession must align their behavior with the values of the profession 

(Oğuzkan, 1971). To support teachers' productivity and effective work, it is important to know 

how engaged teachers are in their schools and the factors affecting their engagement. However, it 

is not correct to attribute the teaching profession only to the degree of satisfaction with physical 

and material conditions. It is necessary to create a suitable environment for teachers to achieve 

psychological satisfaction with their work and to perform their duties with pleasure (Celep, 2000). 

Thus, it is critical to reveal teachers’ satisfaction and engagement with the overall quality of the 

educational process. 

Job Satisfaction 

The concept of job satisfaction defines the feeling of satisfaction and fulfillment that an 

employee feels while performing the tasks in his/her job (Eğinli, 2009). Job satisfaction refers to the 

level of emotional satisfaction an employee receives from his/her job. It is considered as an 

emotional response to his/her work (Çetinkanat, 2000). 

Job satisfaction, which is defined as an individual's attitude towards his/her job, is realized 

at different levels depending on whether the attitude is positive or negative. In other words, the 

level of job satisfaction will be high in jobs that are approached with a positive attitude, while the 

level of job satisfaction will be low in jobs with a negative attitude (Özkalp, 2019). Job satisfaction 

refers to the fact that employees have a happy and peaceful life in the organization by meeting 

their spiritual needs as well as their income (Güney, 2011). Job satisfaction is a level of satisfaction 

determined as a result of the combination of factors such as the quality of the job, wage, 

coworkers, physical conditions of the working environment, and expectations from the employee 

(Çetin & Basım, 2011). 

For an organization to achieve its goals and be successful, the satisfaction levels of 

employees must be kept high. This satisfaction can be achieved through their commitment to their 

jobs, doing their jobs diligently and lovingly, in other words, having high job satisfaction. High job 

satisfaction positively affects the performance of both the organization and the employees and is 

therefore important for the continuity of the organization (Akbulut, 2015). A recent study showed 
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that higher levels of job satisfaction among teachers result in improved educational outcomes (Sale 

& Quirap, 2024). On the other hand, job satisfaction is associated with teacher well-being and 

professional development at the individual level and it is associated with turnover intention, 

organizational commitment, teacher performance, and school climate at the organizational level 

(Zhou et al., 2024). Drawing on these findings, it can be argued that teachers’ job satisfaction is of 

critical importance for schools.  

Professional Engagement 

Engagement to the profession refers to both the willingness to fulfill the requirements of 

the profession and the determination to do so in the most effective way (Eroglu, 2007). Professional 

engagement is the individual's awareness of his/her professional role through his/her professional 

skills and expertise. The skills and expertise gained by working in a specific field help an 

individual to understand the importance and place of his/her profession in his/her life (Karagöz, 

2007). For organizations, achieving high performance and increasing productivity are important to 

gain a competitive advantage. In this context, employees who show a high level of engagement to 

their profession create a competitive advantage for their organizations (Terlemez, 2012). 

Teachers' work styles can be influenced by a variety of factors, and among these factors is 

professional engagement. It is the state in which teachers work selflessly, dedicate themselves to 

their work, focus on their work, and voluntarily commit to the profession. Teachers' efforts 

towards the success and development of their students are an important factor in terms of 

professional engagement (Turhan, Demirli & Nazik, 2012). The teaching profession requires a 

committed and dedicated approach to the profession as well as to the students. This means 

adopting the principles of the profession, following the rules, and prioritizing the wants and needs 

of students. Dedicated teachers work using a variety of teaching methods following the learning 

needs of each student. They also use their free time to help the success of the school and its 

students and take opportunities to continuously improve themselves (Butucha, 2013). 

The slightest change in teacher quality will directly affect the educational outcomes. In this 

context, all the factors that teachers face from their training to their appointment and retirement 

should be investigated. Teachers' adoption of the goals, principles, and values of their 

organization, in direct proportion to a high level of engagement, enables them to be productive 

and efficient (Güner, 2006). Engaged teachers experience positive, satisfying, and job-related 

mental states while performing their tasks, which can contribute to their overall well-being 

(Angelini et al., 2024) 

Teachers' low level of engagement causes them to act indifferently to their profession and 

may lead them to feel worthless. Those who are moderately engaged do not make efforts for 

innovation and change because they think that they fulfill their profession adequately. However, 

highly engaged teachers do their best to improve student achievement, continuously monitor their 

professional development, and are open to innovation (Artun, 2008). Karakış (2021) found that 

teachers’ professional engagement is statistically significantly associated with their career 

aspirations and teaching motivation. In another study, it was revealed that when teachers have 
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high levels of engagement, they have lower burnout (Li et al., 2025). Dilekçi et al. (2025) showed 

that engagement positively contributed to teachers’ job performance.  

Significance of the Research 

Unveiling the association between teachers' job satisfaction and professional engagement is 

essential for improving both individual teacher well-being and overall educational outcomes. 

Teachers who experience high job satisfaction are more likely to be motivated, committed, and 

actively engaged in their professional responsibilities and this can positively contribute to student 

learning and organizational effectiveness. This study contributes to the existing literature by 

providing up-to-date empirical evidence on how job satisfaction influences professional 

engagement, offering insights for policymakers, school administrators, and educators seeking to 

enhance teacher retention and performance. By identifying key factors that foster a supportive and 

fulfilling work environment, this research can help develop strategies to improve job satisfaction, 

ultimately leading to a more engaged and effective teaching workforce. 

Aim of the Research 

This study aims to investigate the association between teachers' job satisfaction and 

professional engagement. In addition, it investigates whether teachers' job satisfaction and 

professional engagement differ significantly by demographic characteristics. To this end, the study 

sought answers to the following questions: 

1. What is the level of teachers' job satisfaction? 

2. What is the level of teachers’ professional engagement? 

3. Do teachers' job satisfaction and professional engagement levels differ statistically significantly based 

on variables such as gender, age, marital status, type of school they work in, and years of experience in 

the profession? 

4. Is there a significant relationship between teachers' job satisfaction and their professional engagement 

levels? 

5. Is teachers' job satisfaction a statistically significant predictor of their professional engagement levels? 

Method 

Research Model 

In this study, the relationship between teachers’ job satisfaction levels and professional 

engagement levels was investigated. In addition, it was examined whether the demographic 

characteristics of teachers such as gender, age, marital status, type of school they work in, and their 

experience create a statistically significant difference in both their job satisfaction and professional 

engagement levels. The correlational survey model, one of the quantitative research methods, was 

utilized in the study. 
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Population and Sample 

The population of the study consists of 15.489 teachers working in primary, secondary, and 

high schools in Sakarya province in the 2022-2023 academic year (Sakarya National Education 

Directorate, Accessed April 10, 2023). The sample consists of 354 teachers who were reached by 

convenient sampling method from this population. Various demographic variables of the teachers 

participating in the study were statistically analyzed. Table 1 presents demographic information 

about the sample. 

 

Table 1. Demographic Information of the Sample 

As Table 1 shows, 57.3% (f=203) of the teachers participating in the study were female and 

42.7% (f=151) were male. Of the teachers 8.8% (f=31) were between the ages of 20-30, 35.3% (f=125) 

were between the ages of 31-40, 38.1% (f=135) were between the ages of 41-50, 17.8% (f=63) were 51 

and over. 84.5% (f=299) were married and 15.5% (f=55) were single. 11.3% (f=45) work in primary 

schools, 19.4% (f=77) in middle schools, 17.4% (f=69) in high schools. Of the teachers 6.8% (f=24) 

had 0-5 years of experience, 26.0% (f=92) had 6-10 years of experience, 15.0% (f=53) had 11-15 years 

of experience and 11.3% (f=40) had 16-20 years of experience and lastly 41.0% (f=145) had 21 years 

or more of experience. 

Data Collection Tools 

"Job Satisfaction Scale" adapted by Keser and Bilir (2019) and "Engagement to Teaching 

Profession Scale" developed by Kozikoğlu and Senemoğlu (2018) were used to collect the data of 

this study. In addition to these scales, a Personal Information Form consisting of 5 questions was 

Variable Group n % 

Gender 
Female 203 57,3 

Male 151 42,7 

Age 

20-30 31 8,8 

31-40 125 35,3 

41-50 135 38,1 

51  and above 63 17,8 

Marital status  
Married 299 84,5 

Single 55 15,5 

School level 

Primary School 45 11,3 

Middle School 77 19,4 

High School 69 17,4 

Experience 

0-5  years 24 6,8 

6-10  years 92 26,0 

11-15  years 53 15,0 

16-20  years 40 11,3 

21  years and above 145 41,0 

 Total 354 100 
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used to determine the participants' gender, age, marital status, type of school, and experience in 

the profession. 

Personal Information Form: It is a questionnaire prepared to reveal the demographic 

characteristics of the teachers who participated in the study. There were questions about teachers' 

gender, age, marital status, type of school, and length of service in the profession. 

Job Satisfaction Scale: The job satisfaction scale was adapted into Turkish by Keser and Bilir 

(2019). The scale is unidimensional and has 5 items. The 3rd and 5th items on the scale are reverse-

coded. It is a 5-point Likert-type scale with response options of "Strongly Disagree (1)", "Disagree 

(2)", "Neither Agree nor Disagree No Opinion (3)", "Agree (4)", "Strongly Agree (5)" options. A 

Cronbach's Alpha coefficient above .60, which is used to evaluate the internal consistency of the 

scale, is considered sufficient in the literature (Kalaycı, 2007). This cut-off point was taken as a 

criterion in the current study. Table 2 presents the internal consistency coefficients of the scale in 

the context of both the research in which the adaptation study was conducted and the current 

research. 

 

Table 2. Cronbach's Alpha Coefficients for Job Satisfaction 

  This study Keser and Bilir (2019) 

 Items Α α 

Job Satisfaction Scale 5 ,89 ,85 

As Table 2 suggests, the Cronbach's Alpha coefficient of the job satisfaction scale reported 

by Keser and Bilir (2019) was .85. On the other hand, in current research, the Cronbach's Alpha 

coefficient was .89. Based on this finding, it can be concluded the job satisfaction scale is highly 

reliable. 

Engagement to Teaching Profession Scale: The scale was developed by Kozikoğlu and Senemoğlu 

(2018). It consists of 3 dimensions and 20 items. There are 8 items on the dimension of engagement 

to the profession (items 1–8), 8 items on the dimension of engagement to students (items 13–20), 

and 4 items on the dimension of dedicated effort (items 9–12). The scale items are responded to on 

5-point Likert-type options which correspond to "Strongly disagree (1)", "Disagree (2)", 

"Undecided (3)", "Agree (4)" and "Strongly agree (5)". Table 3 below presents the Cronbach's Alpha 

coefficients for the engagement scale.  

 

Table 3. Cronbach's Alpha Coefficients for Commitment to Teaching Profession Scale  

  This study Kozikoğlu& Senemoğlu (2018) 

Scale/ Dimension Items α α 

Engagement to the teaching profession 20 ,92 ,90 

Engagement to profession 8 ,92 ,92 

Engagement to students 8 ,88 ,86 

Dedicated effort 4 ,76 ,70 

As Table 3 shows the Cronbach’s Alpha coefficients calculated in this study are above .60 

which suggests that the reliability criteria were satisfied.  
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Data Collection 

The data were collected with the permission of the Sakarya University Ethics Committee 

dated 11.05.2023 and numbered E-61923333-050.99-244788. In addition, permission was obtained 

from the researchers via e-mail for the "Job Satisfaction Scale" and "Engagement to Teaching 

Profession Scale" used in data collection. Data were collected online through Google Forms. The 

researcher prepared an online form that included all the data collection tools. The link was shared 

with teachers and school administrators who sent it to the participants through WhatsApp.  

Data Analysis 

Data analysis was carried out using the SPSS program. Normality analysis was performed 

to examine whether the distribution of the data was normal. The findings suggested that data were 

normally distributed and therefore parametric tests were used (Cevahir, 2020). Reliability analysis, 

t-test, ANOVA test, correlation analysis, and simple linear regression analysis were conducted. 

 

Table 4. Skewness and Kurtosis Coefficients 

Scale/ Dimension n Min. Max. x̄ SD Skewness Kurtosis 

Job Satisfaction 354 1.00 5.00 3.61 .87 -.660 .006 

Engagement to the teaching profession 354 2.20 5.00 3.94 .58 -.304 -.255 

Engagement to the profession 354 1.25 5.00 3.81 .86 -.468 -.418 

Engagement to students 354 2.25 5.00 4.12 .56 -.334 .199 

Dedicated effort 354 1.25 5.00 3.87 .70 -.466 .280 

Skewness and kurtosis coefficients were evaluated to check the distribution of the data The 

findings in Table 4 indicated that the data displayed a normal distribution since the coefficients 

ranged between -2.0 and +2.0 (George & Mallery, 2010). 

The correlation coefficient ranges between (+1.00) and (-1.00). +1 correlation coefficient 

indicates a perfect relationship, while 0 indicates no relationship. If the correlation coefficient is 

less than .30, it can be said that there is a weak relationship, if it is between .30-and .70, it can be 

said that there is a moderate relationship, and if it is greater than 0.70, it can be said that there is a 

high level of relationship (Köklü, Büyüköztürk, & Çokluk, 2007; Büyüköztürk et al., 2012). 

In this study, a 5-point Likert-type was used to collect data. Assuming that the response 

options of the 5-point Likert-type scales are in equal ranges, the score ranges taken as reference in 

the evaluation of arithmetic means are as follows; the values of 1.00-1.79 are considered at the 

"Very Low" level, in the range of 1.80-2.59 are accepted at the "Low" level, between 2.60-3.59 are 

considered to be at the "Medium" level, between 3.60-4.19 are as "High", while scores between 4.20-

5.00 are considered "Very High". 
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Findings 

Table 5. Descriptive Statistics 

Scale/Dimension n Min. Max. x̄ SD 

Job Satisfaction 354 1.00 5.00 3.61 ,87 

Engagement to teaching profession 354 2.20 5.00 3.94 .58 

Engagement to profession 354 1.25 5.00 3.81 .86 

Engagement to students 354 1.25 5.00 4.12 .56 

Dedicated effort 354 1.25 5.00 3.87 .70 

As Table 5 shows, the arithmetic mean of the teachers on the job satisfaction scale was (x̄ 

=3.61) indicating that teachers' job satisfaction levels were relatively "high". It was (x̄ =3.94; SD=.58) 

on the engagement to teaching profession scale which shows a high engagement to teaching. 

Among the dimensions of the scale of engagement to teaching profession, the highest mean was (x̄ 

= 4.12; SD = .56), indicating dedication to students, followed by dedicated effort with a mean score 

of (x̄ =3.87;SD=.70), and lastly, by engagement to the profession with a mean of (x̄ =3.81;SD=.86). 

All the engagement dimensions were high.  

 

Table 6. Comparison of Teachers' Job Satisfaction and Engagement to Profession by Gender 

Scale Gender n x ̄ SD t p 

Job Satisfaction 
Female 203 3.62 .82 

.268 .79 
Male 151 3.59 .92 

Professional Engagement  
Female  203 4.01 .50 

2.763 .00 
Male 151 3.85 .66 

Table 6 compares teachers’ job satisfaction and engagement to teaching profession levels by 

gender. As the table shows, female teachers ’ job satisfaction level was (x̄ =3.62; SD=.82) and it was 

(x̄ =3.59; SD=.92) for males. t-test findings suggested that there was not a statistically significant 

difference between the mean scores of females and males (t(352)=.268; p=.79). On the other hand, 

female teachers’ professional engagement level was (x̄ = 4.01; SD = .50) and male teachers’ was (x̄ 

=3.85; SD=.66). t-test findings showed that the difference between the mean scores of female and 

male teachers was statistically significant (t(352)=2.763; p=.001). Based on these findings, it can be 

concluded that gender was not influential on teachers’ job satisfaction, but it was on their 

professional engagement. Females had a statistically significantly higher professional engagement 

compared to their male counterparts.  
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Table 7. Comparison of Teachers' Job Satisfaction Engagement to Profession Levels by Age 

Scale Age n x̄ SD F p 

Job Satisfaction 

20-30 31 3.62 .75 

2.350 .07 
31-40 125 3.45 .82 

41-50 135 3.69 .85 

51 and above 63 3.74 .99 

Professional Engagement  

20-30 31 3.95 .52 

3.579 .01 
31-40 125 3.83 .58 

41-50 135 3.97 .54 

51 and over 63 4.11 .63 

Table 7 compares teachers’ job satisfaction and professional engagement levels by age. 

ANOVA findings suggested that age did not create a statistically significant difference in teachers’ 

job satisfaction level (F(3,350)=2.350; p=.07). However, the mean scores of professional engagement 

differed statistically significantly by age (F(3,350)=3.579; p=.01). To determine between which groups 

the difference was, Scheffe test was conducted. The finding suggested that mean scores of teachers 

aged 51 and over (x̄ =4.11; SD=.63) were statistically significantly higher than that of teachers aged 

between 31-40 years old (x̄ =3.83; SD=.58).  

 

Table 8. Comparison of Teachers' Job Satisfaction and Professional Engagement Levels by Marital Status 

Scale Marital Status n x ̄ SD t p 

Job Satisfaction 
Married 299 3.62 .86 

.524 .60 
Single 55 3.55 .92 

Professional Engagement 
Married 299 3.94 .57 

.482 .63 
Single 55 3.98 .59 

Table 8 compares teachers’ job satisfaction and engagement to teaching profession levels by 

marital status. As the table displays, married teachers' mean score of job satisfaction was (x̄ =3.62; 

SD=.86) and it was (x̄ =3.55; SD=.92) for single teachers. t-test findings suggested that there was not 

a statistically significant difference between the mean scores of married and single teachers 

(t(352)=.524; p=.60). The table also shows the comparison of professional engagement level by marital 

status. Married teachers’ mean score of engagement to teaching profession was (x̄ =3.94; SD=.57)  

and it was (x̄ =3.98; SD=.59) for single teachers. t-test findings suggested that married and single 

teachers' engagement to their profession did not differ statistically significantly (t(352)=.482; p=.63). 

Based on these findings, it can be concluded that marital status is not an influential factor in 

teachers’ job satisfaction and professional engagement.  
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Table 9. Comparison of Teachers' Job Satisfaction and Professional Engagement Levels by School Level 

Scale School n x̄ SS F p 

 Primary School 70 3.64 .82   

Job Satisfaction Middle School 100 3.57 .87 .167 .85 

 High School 184 3.61 .88   

Professional 

Engagement 

Primary School 70 4.06 .57   

Middle School 100 3.90 .54 1.778 .17 

 High School 184 3.92 .59   

Table 9 compares teachers’ job satisfaction and professional engagement by school level. 

ANOVA findings suggested that school level did not create a statistically significant difference in 

teachers’ job satisfaction (F(2,350)=.167; p=.85) and professional engagement levels (F(2,350)=1.778; 

p=.17). Based on these findings, it can be argued that working in primary, middle or high schools 

do not influence teachers’ job satisfaction and professional engagement.  

 

Table 10. Comparison of Teachers' Job Satisfaction and Professional Engagement Levels by Experience 

Scale Experience n x̄ SS F p 

Job Satisfaction 

0-5 years 24 3.66 .66 

.773 .54 

6-10 years 92 3.52 .84 

11-15 years 53 3.52 .84 

16-20 years 40 3.59 .84 

21 years and above 145 3.69 .93 

Professional Engagement 

0-5 years 24 3.99 .47 

2.357 .053 

6-10 years 92 3.85 .56 

11-15 years 53 3.84 .59 

16-20 years 40 3.89 .61 

21 years and above 145 4.05 .58 

Table 10 compares teachers’ job satisfaction and professional engagement by experience. 

ANOVA findings suggested that experience did not create a statistically significant difference in 

teachers’ job satisfaction (F(4,349)=.773; p=.54) and professional engagement levels (F(4,349)=2.357; 

p=.053). Based on these findings, it can be argued that experience does not influence teachers’ job 

satisfaction and professional engagement.  

 

Table 11. Correlation between job satisfaction and engagement to teaching profession 

Scale/Dimension 
 Engagement to 

profession 

Engagement 

to students 

Dedicated 

effort 

Professional 

engagement 

Job satisfaction 

r .59 .23 .24 .59 

p .00 .00 .00 .00 

n 354 354 354 354 

Table 11 presents the associations between job satisfaction and teachers’ professional 

engagement levels. As the table shows, all the associations between variables are positive and 

statistically significant. There is a statistically significant positive correlation between teachers’ job 
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satisfaction and engagement to the profession (r=.59; p<.001; moderate level), engagement to 

students (r=.23; p<.001; weak), dedicated effort (r=.24; p<.001; weak). Lastly, teachers’ job 

satisfaction is statistically significantly and positively associated with teachers’ professional 

engagement (r=.59; p<.001; moderate), Drawing on these findings, it can be concluded that 

teachers’ job satisfaction has weak and moderate levels of statistically significant positive 

associations with teachers’ professional engagement and its dimensions.  

 

Table 12. The effect of teachers’ job satisfaction on their professional engagement 

Independent 

variable 
Dependent variable r r2 B β p F t 

Job satisfaction 

PES .59 .34 .39 .59 .00 183.13 13.53 

ETP .733 .537 .729 .733 .00 408.647 20.21 

ETS .234 .055 .150 .234 .00 20.337 4.51 

DE .235 .055 .189 .235 .00 20.621 4.54 

Note: PES=Professional engagement scale; ETP=Engagement to profession; ETS= Engagement to students; 

DE=Dedicated effort 

 

Table 12 displays the findings regarding the regression analysis. The findings showed that 

teachers’ job satisfaction was a significant predictor of their professional engagement 

(F(1,352)=183.131; p<.05). Job satisfaction explained the 34% variance in teachers’ professional 

engagement. On the other hand, teachers’ job satisfaction was a significant predictor of 

engagement to the profession (F(1,352)=408.647; p<.05). Teachers’ job satisfaction explained the 54% 

of the variance on the engagement to profession dimension. Additionally, teachers’ job satisfaction 

was a significant predictor of engagement with students (F(1,352)=20.337; p<.05) and it explained 

5.5% of the variance in engagement to students. Lastly, teachers’ job satisfaction was a significant 

predictor of dedicated effort (F(1,352)=20.621; p<.05). Teachers’ job satisfaction explained 5% of the 

variance in dedicated effort.  

CONCLUSION, DISCUSSION AND RECOMMENDATIONS 

The study investigated teachers’ job satisfaction levels by analyzing their responses to a job 

satisfaction scale. Statistical analysis revealed that teachers generally exhibit high levels of job 

satisfaction, a finding consistent with previous research (Arı, 2021; Deveci, 2021; Gezgin Kuşadalı, 

2022; Göksu, 2020; Limon et al., 2021; Ölçüm, 2015). However, some studies have reported lower 

levels of teacher job satisfaction (Ağırdaş, 2014; Tipi, 2022; Erkan, 2009), indicating variability in 

findings across contexts.  

The study also examined the influence of demographics on job satisfaction. No statistically 

significant differences emerged based on gender, age, marital status, type of school, or years of 

professional experience. While certain trends were observed—such as higher job satisfaction 

among female teachers, married teachers, and those aged 51 and over—these differences were not 

statistically significant. This aligns with findings from Sarıkaya (2019), Arı (2021), and Gezgin 
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Kuşadalı (2022), who also reported no significant differences based on these variables. These 

findings imply that other factors beyond demographics, such as organizational conditions, 

leadership, or intrinsic motivation, could have a more critical role in shaping job satisfaction. 

The study further explored teachers' professional engagement level, finding an average 

score of 3.94, indicating a high level of engagement. This result is consistent with prior research 

(Dilekçi & Limon, 2020; Gül, 2021; Karagöz, 2008; Kozikoğlu & Senemoğlu, 2018; Kandemir, 2019; 

Özdemir & Orhan, 2020). 

Analysis of demographic variables revealed significant differences in professional 

engagement based on gender and age. Female teachers exhibited higher levels of professional 

engagement than their male counterparts, and teachers aged 51 and over showed higher 

engagement levels compared to younger age groups. However, no significant differences were 

found based on marital status, type of school, or years of professional experience. This finding can 

be attributed to the fact that teachers, regardless of their marital status or years of experience, 

encounter similar professional demands and opportunities that contribute to a relatively uniform 

level of engagement across these groups. These findings partially align with Turhan, Demirli, and 

Nazik (2012), who also found age to be a significant factor but reported no gender-based 

differences. On the other hand, Luna et al. (2025) reported that male and female teachers had 

similar levels of engagement which is not consistent with this study. In this study, female teachers 

reported higher professional engagement. However, a study conducted by  Chen et al. (2025) in 

China displayed that male teachers had higher level of engagement. This inconsistency can be 

attributed to different cultural contexts in which the studies were conducted.  

The study identified a significant, positive, and moderate relationship between job 

satisfaction and professional engagement. As teachers' job satisfaction increases, so does their level 

of professional engagement. This finding aligns with Zöğ (2007), who also reported a positive 

correlation between the two variables. 

Regression analysis revealed that job satisfaction is a significant predictor of professional 

engagement, explaining 34.2% of the variance. Specifically, job satisfaction was a strong predictor 

of the first sub-dimension of professional engagement (53.7% variance explained) but had a 

weaker influence on the sub-dimensions of dedication to students and selfless work (5.5% variance 

explained for each). 

In conclusion, this study found that teachers generally report high levels of job satisfaction, 

consistent with prior research, though some variability exists across different contexts. 

Demographic factors, including gender, age, marital status, and experience, had minimal impact 

on job satisfaction, aligning with previous studies. Teachers also displayed high levels of 

professional engagement, with female teachers and those aged 51 and above showing slightly 

higher engagement. The study found a significant, positive relationship between job satisfaction 

and professional engagement, indicating that as job satisfaction increases, so does professional 

engagement. Job satisfaction was a strong predictor of engagement, particularly in emotional 

commitment to teaching. These findings highlight the importance of improving teachers’ job 

satisfaction to enhance their professional engagement, with potential benefits for teaching 

effectiveness and overall school performance. Further research is needed to explore additional 

factors influencing these variables. 
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Recommendations 

Based on the findings, the following recommendations are proposed to maintain and 

enhance teachers' job satisfaction and professional engagement: 

1. Teachers should be provided ongoing professional development opportunities, access to 

training resources should be facilitated and support and feedback mechanisms should be 

established.  

2. Professional meetings, seminars, and workshops to foster collaboration and sharing among 

teachers should be organized. Teachers' achievements through award programs or 

ceremonies should be recognized and awarded. 

3. Teachers aged 31-40 exhibited the lowest levels of job satisfaction and professional 

engagement. Qualitative research should explore the reasons for this trend, and targeted 

interventions should be developed to address their needs. 

Further Research 

1. Future studies should include larger and more diverse samples, encompassing teachers 

from different regions and school types to enhance the generalizability of findings. 

2. They should investigate other factors influencing job satisfaction and professional 

commitment, such as working conditions, leadership styles, and workplace mobbing. 

3. Researchers should share their findings with stakeholders and provide evidence-based 

recommendations to inform educational policies and practices. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Muhammed Baki Minaz &  Erhan Cankurt 

 

14 

 

 

REFERENCES 

Ağırdaş, Y. (2014). Resmi liselerde dağıtımcı liderlik ile iş doyumu arasındaki ilişkinin öğretmen 

görüşlerine dayalı olarak incelenmesi (Çorum ili örneği) (Tez No: 366734). Yüksek lisans tezi, 

Okan Üniversitesi. Erişim: Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Akbulut, B. (2015). Ortaöğretim kurumlarında görev yapan öğretmenlerin örgütsel imaj algıları ile iş 

doyumu düzeyleri arasındaki ilişki (Tez No: 394814). Doktora tezi, Hacettepe Üniversitesi. 

Erişim: Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Angelini, G., Mamprin, C., Borrelli, I., Santoro, P.E., Gualano, M.R., Moscato, U., & Fiorilli, C. 

(2024). Engaged teachers and well-being: the mediating role of burnout dimensions. Health 

Psychology and Behavioral Medicine, 12(1), 1-22. https://doi.org/10.1080/21642850.2024.2404507.  

Arı, G. (2021). Özel eğitim meslek okulu öğretmenlerinin örgütsel bağlılık ve iş doyumu düzeyleri 

arasındaki ilişki (Tez No: 663161). Yüksek lisans tezi, Gazi Üniversitesi. Erişim: Yükseköğretim 

Kurulu Ulusal Tez Merkezi. 

Artun, B. (2008). Anadolu lisesi öğretmenlerinin örgütsel adanmışlık düzeylerinin örgütsel değişmeye 

ilişkin tutumlarına etkisi (Sakarya ili örneği) (Tez No: 234797). Yüksek lisans tezi, Yeditepe 

Üniversitesi. Erişim: Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Aşan, A. Y. (2022). Covid-19 pandemisinde uzaktan çalışmanın mesleki izolasyon, iş tatmini ve örgütsel 

bağlılık açısından değerlendirilmesi: Akademisyenlerle yapılan bir çalışma (Tez No: 753469). Yüksek 

lisans tezi, Ankara Üniversitesi. Erişim: Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Butucha, K. G. (2013). Teachers’ perceived commitment as measured by age, gender and school 

type. Greener Journal of Educational Research, 3(8), 363-372. 

https://doi.org/10.15580/GJER.2013.8.080913830 

Büyüköztürk, Ş., Çakmak-Kılıç, E., Akgün, Ö.E., Karadeniz, Ş., & Demirel, F. (2012). Bilimsel 

araştırma yöntemleri. Ankara: Pegem Akademi. 

Chen, W.S., Huang, Z., Peng, B., Li, L., & Chen, J.S. (2025). Teacher competency and work 

engagement among secondary school physical education teachers: the multiple mediating 

roles of occupational stress, emotional exhaustion, and professional achievement. Frontiers in 

Psychiatry, 16, https://doi.org/10.3389/fpsyt.2025.1530413 

Celep, C. (2000). Eğitimde örgütsel adanma ve öğretmenler. Ankara: Anı Yayıncılık. 

Cevahir, E. (2020). SPSS ile nicel veri analizi rehberi. İstanbul: Kibele Yayınları.  

Çetin, F., & Basım, N. (2011). Psikolojik dayanıklılığın iş tatmini ve örgütsel bağlılık 

tutumlarındaki rolü. İş, Güç Endüstri İlişkileri ve İnsan Kaynakları Dergisi, 13(3), 79-94. 

Çetinkanat, C. (2000). Örgütlerde güdülenme ve iş doyumu. Ankara: Anı. 

Çokluk, O., Şekercioğlu, G., & Büyüköztürk, Ş. (2012). Sosyal bilimler için çok değişkenli SPSS ve 

LİSREL uygulamaları. Ankara: Pegem Yayıncılık. 

https://doi.org/10.1080/21642850.2024.2404507
https://doi.org/10.15580/GJER.2013.8.080913830
https://doi.org/10.3389/fpsyt.2025.1530413


Political Economy and Management of Education 

 

15 

 

 

 

Dedebali, K. (2010). Hizmetiçi eğitimin emniyet teşkilatında görevli personelin iş doyumu ve 

performanslarına etkileri. İstanbul ili örneği (Tez No: 261325). Yüksek lisans tezi, Kırıkkale 

Üniversitesi. Erişim: Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Deveci, Ş. (2021). Lise öğretmenlerinin iş yaşam kalitesi ve iş doyumu düzeyleri arasındaki ilişki (Tez No: 

674226). Yüksek lisans tezi, Fırat Üniversitesi. Erişim: Yükseköğretim Kurulu Ulusal Tez 

Merkezi. 

Dilekçi, Ü. (2022). Teacher autonomy as a predictor of job satisfaction. Bartın University Journal of 

Faculty of Education, 11(2), 328-337. https://doi.org/10.14686/buefad.1020340 

Dilekçi, Ü., & Limon, İ. (2020). The mediator role of teachers’ subjective well-being in the 

relationship between principals’ instructional leadership and teachers’ professional 

engagement. Educational Administration: Theory and Practice, 26(4), 743-798, 

https://doi.org/10.14527/kuey.2020.017 

Dilekçi, Ü., Limon, İ., Manap, A., Alkhulayf, A. M. A., & Yıldırım, M. (2025). The association 

between teachers' positive instructional emotions and job performance: Work engagement as 

a mediator. Acta Psychologica, 254:104880, 1-9. https://doi.org/10.1016/j.actpsy.2025.104880  

Eğinli, A. (2009). Çalışanlarda iş doyumu: Kamu ve özel sektör çalışanlarının iş doyumuna yönelik 

bir araştırma. Atatürk Üniversitesi, İktisadi ve İdari Bilimler Fakültesi Dergisi, 23(3), 35-52. 

Erkan, Z. N. (2009). İlköğretimde görevli öğretmenlerin sınıf yönetimi anlayışları ile iş doyumları 

arasındaki ilişki (Tez No: 250433). Yüksek lisans tezi, Maltepe Üniversitesi. Erişim: 

Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Eroğlu, S. (2007). Toplam kalite yönetimi uygulanan ortaöğretim kurumlarında öğretmenlerin örgütsel 

adanmışlık ve motivasyon düzeyleri (Tez No: 206544). Yüksek lisans tezi, Yeditepe 

Üniversitesi. Erişim: Yükseköğretim Kurulu Ulusal Tez Merkezi. 

George, D., & Mallery, M. (2010). SPSS for windows step by step: A simple guide and reference, 17.0 

update. Boston: Pearson. 

Gezgin Kuşadalı, F. (2022). Ortaöğretimde görevli İngilizce öğretmenlerinin örgütsel bağlılıkları ile iş 

doyumu algıları arasındaki ilişki ve bu ilişkiyi etkileyen etmenler (Tez No: 760865). Yüksek lisans 

tezi, Maltepe Üniversitesi. Erişim: Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Göksu, Z. (2020). Okul öncesi öğretmenlerinin genel öz yeterlilik algıları ile iş doyumu düzeyleri arasındaki 

ilişkinin incelenmesi (Tez No: 628207). Yüksek lisans tezi, Tekirdağ Namık Kemal Üniversitesi. 

Erişim: Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Gül, C. (2021). Okul öncesi öğretmenlerinin öğretmenlik mesleğine adanmışlık düzeyleri ile uyguladıkları 

aile katılım stratejileri arasındaki ilişkinin incelenmesi (Tez No: 680475). Yüksek lisans tezi. 

Ondokuz Mayıs Üniversitesi. Erişim: Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Güner, H. (2006). Öğretmenlerin adanmışlık sorunu: İstanbul ili örneğinde bir çalışma (Tez No: 231849). 

Yüksek lisans tezi, Marmara Üniversitesi. Erişim: Yükseköğretim Kurulu Ulusal 

Tez Merkezi. 

https://doi.org/10.14686/buefad.1020340
https://doi.org/10.14527/kuey.2020.017
https://www.sciencedirect.com/journal/acta-psychologica
https://doi.org/10.1016/j.actpsy.2025.104880


Muhammed Baki Minaz &  Erhan Cankurt 

 

16 

 

 

Güney, S. (2011). Örgütsel davranış. Nobel. 

Judge, T., Heller, D., & Mount, M. (2002). Five-factor model of personality and job satisfaction: A 

meta-analysis. Journal of Applied Psychology, 87(3), 530-541. https://doi.org/10.1037//0021-

9010.87.3.530 

Kalaycı, Ş. (2007). SPSS uygulamalı çok değişkenli istatistik teknikleri. Ankara: Asil Yayın Dağıtım. 

Kandemir, M. (2019). Öğretmenlerin teknolojik pedagojik alan bilgileri, mesleğe adanmışlıkları ve teknoloji 

kullanım düzeyleri arasındaki ilişki (Tez No: 593028). Yüksek lisans tezi, Van Yüzüncü Yıl 

Üniversitesi. Erişim: Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Karagöz, A. (2008). İlk ve ortaöğretim okulu yöneticilerinin öğretmenler tarafından algılanan etik liderlik 

rolleri ile öğretmenlerin örgütsel adanmışlıkları arasındaki ilişki (Bursa ili örneği) (Tez No: 226280). 

Yüksek lisans tezi, Yeditepe Üniversitesi. Erişim: Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Karagöz, L. (2007). İlköğretim okulu öğretmenlerinin görüşlerine göre örgütsel adanma ile örgütsel 

yurttaşlık davranışları arasındaki ilişki (Tez No: 241920). Yüksek lisans tezi, Yeditepe 

Üniversitesi. Erişim: Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Karakış, Ö. (2021). Relationship between professional engagement, career development aspirations 

and motivation towards the teaching profession of prospective teachers. Participatory 

Educational Research, 8(2), 308-329. https://doi.org/10.17275/per.21.41.8.2 

Keser, A., & Bilir, B. Ö. (2019). İş Tatmini Ölçeğinin Türkçe güvenilirlik ve geçerlilik çalışması. 

Kırklareli Üniversitesi Sosyal Bilimler Dergisi, 3(3), 229-239. 

Kozikoğlu, İ., & Senemoğlu, N. (2018). Öğretmenlik mesleğine adanmışlık ölçeğinin geliştirilmesi: 

geçerlik ve güvenirlik çalışması. Journal of Human Sciences, 15(4), 2614-2625. 

https://doi.org/10.14687/jhs.v15i4.5389 

Kozikoğlu, İ., & Özcanlı, N. (2020). Öğretmenlerin 21. yüzyıl öğreten becerileri ile mesleğe 

adanmışlıkları arasındaki ilişki. Cumhuriyet Uluslararası Eğitim Dergisi, 9(1), 270-290. 

Köklü, N. Büyüköztürk, N., & Çokluk, Ö. (2007). Sosyal bilimler için istatistik. Ankara: Pegem 

Akademi Yayınları. 

Li, X. W., Xu, L. Y., Sun, C. K., & Sun, B. H. (2025). The relationship between professional identity 

and job burnout among Chinese teachers: Mediating roles of career satisfaction and work 

engagement. Psychology in the Schools, Early Access, https://doi.org/10.1002/pits.23432.  

Limon, İ., Dilekçi, Ü., & Sipahioğlu, M. (2021). The relationship between change fatigue and job 

satisfaction of teachers: gender and experience as moderators. Inquiry in Education, 13, 1–23. 

Luna, J. M., Diaz, S., Sanchez, F., & Santos-Garcia, D. (2025). Teachers’ engagement: Self-efficacy, 

emotional intelligence, and subjective happiness in physical education. Retos-Nuevas 

Tendencias En Educacion Fisica Deporte Y Recreacion, Retos (62), 16-25. 

https://doi.org/10.47197/retos.v62.110306 

Oğuzkan, F. (1971). Öğretmenliğin üç yönü. Ankara: Milli Eğitim Basımevi. 

https://doi.org/10.1037/0021-9010.87.3.530
https://doi.org/10.1037/0021-9010.87.3.530
https://doi.org/10.17275/per.21.41.8.2
https://doi.org/10.14687/jhs.v15i4.5389
https://doi.org/10.1002/pits.23432
https://doi.org/10.47197/retos.v62.110306


Political Economy and Management of Education 

 

17 

 

 

 

Ölçüm, D. (2015). Okul yöneticilerinin karar verme stillerinin öğretmenlerin iş doyumuna etkisi (Sakarya 

ili örneği) (Tez No: 385888). Yüksek Lisans tezi, Sakarya Üniversitesi. Erişim: Yükseköğretim 

Kurulu Ulusal Tez Merkezi. 

Önder, S. (2007). Kara havacı pilotların iş doyum düzeyleri ve algılanan liderlik stillerinin iş doyum 

düzeylerine etkileri (Tez No: 190968). Yüksek lisans tezi. Gazi Üniversitesi. Erişim: 

Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Özdemir, T. Y., & Orhan, M. (2020). İlkokul ve ortaokul öğretmenlerinin mesleki imaj algıları ile 

örgütsel adanmışlık davranışları arasındaki ilişki. Çağdaş Yönetim Bilimleri Dergisi, 7(2), 132-

147. 

Özkalp, E. (2019). Örgütsel davranış. Eskişehir: Anadolu Üniversitesi Yayınları. 

Sakarya Milli Eğitim Müdürlüğü. https://sakarya.meb.gov.tr/ 10/04/2023 tarihinde erişilmiştir. 

Sale, L. S., & Quirap, E. A. (2024). Teachers’ work satisfaction and service execution. International 

Journal of Multidisciplinary Research and Analysis, 7(9), 4535-4545. 

https://doi.org/10.47191/ijmra/v7-i09-48. 

Sarıkaya, Ş. (2019). Öğretmenlerin iş doyumunun yordayıcısı olarak örgütsel güven ve örgütsel destek 

algısı (Tez No: 530246). Yüksek lisans tezi, İstanbul Sabahattin Zaim Üniversitesi. Erişim: 

Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Taşdemir, S. (2013). Motivasyon kavramına genel bir bakış, motivasyon araçları ve bilgi teknolojileri ve 

iletişim kurumu ölçeğinde bir model önerisi. İdari Uzmanlık Tezi. Ankara: Bilgi Teknolojileri ve 

İletişim Kurumu. 

Terlemez, A. (2012). İşveren markasının, işe adanmışlık ve işten ayrılma niyeti ile ilişkisinde örgütsel 

çekiciliğin rolü: Türk Hava Yolları örneği (Tez No: 365479). Yüksek lisans tezi. Harp 

Akademileri Komutanlığı Stratejik Araştırmalar Enstitüsü. Erişim: Yükseköğretim Kurulu 

Ulusal Tez Merkezi. 

Tipi, B. (2022). Öğretmenlerde iş stresinin iş doyumu ve işe yabancılaşma üzerine etkisi (Ankara 

Yenimahalle ilçesi örneği) (Tez No: 722427). Yüksek lisans tezi, Gazi Üniversitesi. Erişim: 

Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Turhan, M., Demirli, C., & Nazik, G. (2012). Sınıf öğretmenlerinin mesleğe adanmışlıklarına etki 

eden faktörler: Elazığ örneği. İstanbul Ticaret Üniversitesi Sosyal Bilimler Dergisi, 11(21), 179-

192. 

Türk Dil Kurumu Sözlükleri. Erişim: https://sozluk.gov.tr ,  20/05/2023 . 

Yazıcı, A. (2021). Öğretmenlerin mesleğe adanmışlık düzeylerinin incelenmesi (Tez No: 679140). Yüksek 

lisans tezi, Atatürk Üniversitesi. Erişim: Yükseköğretim Kurulu Ulusal Tez Merkezi. 

Yildirim, M., Dilekçi, Ü., & Manap, A. (2024). Mediating roles of meaning in life and psychological 

flexibility in the relationships between occupational stress and job satisfaction, job 

performance, and psychological distress in teachers. Frontiers in Psychology, 15:1349726. 

https://doi.org/10.3389/fpsyg.2024.1349726 

https://sakarya.meb.gov.tr/
https://doi.org/10.47191/ijmra/v7-i09-48
https://sozluk.gov.tr/
https://doi.org/10.3389/fpsyg.2024.1349726


Muhammed Baki Minaz &  Erhan Cankurt 

 

18 

 

 

Zhou, Y., Zakaria, A.B., Jafri, R.B., & Ahmad, S.B.S. (2024). Antecedents and outcomes of teacher 

job satisfaction: A systematic literature review. International Journal of Research and Innovation 

in Social Science, 8(10), 674-690. https://dx.doi.org/10.47772/IJRISS.2024.8100057. 

Zöğ, H. (2007). İstanbul ili Kağıthane ilçesinde görev yapan ilköğretim okulu öğretmenlerinin örgütsel 

adanmışlıkları ile işdoyumları arasındaki ilişki (Tez No: 219318). Yüksek lisans tezi, Yıldız Teknik 

Üniversitesi. Erişim: Yükseköğretim Kurulu Ulusal Tez Merkezi. 

 

 

 


