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Ogretmenlerin is Doyum Diizeylerinin Orgiitsel Giiven Algilarini
Yordamasi: Regresyon Analizi Calismasi’

Prediction of Level of Job Satisfaction of Teachers on Perception of
Organizational Trust of Teachers: Study of Regression Analysis

Nurhayat CELEBI?, Ramazan Samil TATIK?
0z

Bu arastirmanin amaci, 6gretmenlerin ”is doyum dizeyleri” ile “Orgitsel given algilarn” arasindaki iliski-
yi bazi degiskenler agisindan (cinsiyet, yas, brans ve kidem) incelemektir. Arastirma, iliskisel tarama modelinde
yiritilmistir. Arastirmanin calisma grubu, istanbul’a bagli Avcilar ve Bakirkdy ilcelerindeki dokuz lisede calisan
198 6gretmenden olusmaktadir. Bu arastirmada, “Minnesota is Doyumu Olgegi” ile “Orgiitsel Giiven Olgegi” kul-
lanilmistir. Verilerin ¢6ziimlenmesinde Pearson Korelasyon Analizi, Basit Regresyon Analizi ve Coklu Regresyon An-
alizi yapilmistir.Regresyon analizi sonuclarina gore; i¢sel ve dissal is tatmini faktorlerinin 6gretmenlerin érgiitsel
giivenlerinin anlamli yordayicilari oldugu gorilmdistir. Diger taraftan cinsiyet, yas ve brans degiskenlerinin 6gret-
menlerin is doyumu puanlarini yordamalarinailiskin regresyon analizi sonuclari anlamsiz bulunmustur. Ancak kidem
is doyumunun yordayicisi olarak cok az bir etkiye sahiptir. Bunun yaninda cinsiyet, yas, brans ve kidem degiskenleri
bir arada; 6gretmenlerin 6rgutsel giiven puanlarini anlamli diizeyde yordamaktadir. Bu arastirmanin sonuglarina
gore, is doyumu ile drgitsel giiven arasinda pozitif ve oldukea yiiksek diizeyde anlamli bir iliski saptanmistir.

Anahtar Kelimeler: alg, is tatmini, 6rgltsel gliven.

Abstract

The purpose of this study is to analyze the correlation between “the level of job satisfaction” and “the percep-
tion of organizational trust” of teachers’ in terms of some variables (gender, age, branch and seniority). The relati-
onal survey method was used. The study group consists of 198 teachers working in nine high schools in Avcilar and
Bakirkdy districts connected to istanbul by random sampling. In this research, “Minnesota Job Satisfaction Scale”
and “Organizational Trust Scale” were used. Simple regression analysis, multiple regression analysis and correlation
analysis were carried out for data analysis. According to the results of regression analysis, it was seen that the fac-
tors of internal job satisfaction and external job satisfaction were significant predictors of the organizational trust
of teachers. On the other hand, the results of regression analysis of gender, age and branch variables for teachers’
job satisfaction scores were found to be insignificant. However, seniority has little effect as a predictor of job satis-
faction. Furthermore, gender, age, branch and seniority variables together predicted organizational trust scores of
teacher in a meaningful level. According to the results of this research, a meaningful, positive and quite high level
of correlation was determined between job satisfaction and organizational trust.
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Extended Abstract

Organizational trust and job satisfaction are the most discussed and researched issues in educational administration.
Because these two concepts are important factors that increase employee performance and organizational efficiency. Al-
though job satisfaction is often addressed in connection with motivation, it does not have the same meaning as motivation.
Motivation is related to the individual being willing and productive while job satisfaction is mostly related to attitudes and
internal situations (Akcamete, Kaner and Sucuoglu, 2001; Bokeoglu and Yilmaz, 2008; Cetinkanat, 2000; Davis, 1977; Din-
ham and Scott, 1996; Karakése and Kocabas, 2006; Mullins and Christy, 2010; Ozdayi, 1990; Robbins, 1986; Sancar, 1996).

Job dissatisfaction is explained by the tension and frustration created by the inability of the employee to find expec-
tations. Interpersonal (manager and colleague relations) and institutional factors (managerial policies) such as the incon-
venience of work conditions, weakness of social relations among workers, excess of work load and role behaviors create
tension in people and decrease in person’s morale. Organizational trust is explained as the feeling that workers are safe and
supported (Ozler and Yildinm, 2015). Research on job satisfaction and perception of organizational trust is a question that
maintains its importance in terms of both employees and organizations.

Purpose of the Study:The purpose of this study is to analyze the correlation between “the level of job satisfaction” and
“the perception of organizational trust” of teachers’ in terms of some variables (gender, age, branch and seniority). In order
to achieve this aim, the following questions were asked:

1) What is the relationship level between teachers’ job satisfaction and organizational trust?

2) Are job satisfaction levels of teachers a predictor of organizational trust levels?

3) Are gender, age, branch and seniority predictors of job satisfaction?

4) Are gender, age, branch and seniority predictors of organizational trust?

Method: The relational survey method was used. The study group consists of 198 teachers working in nine high schools
in Availar and Bakirkdy districts connected to istanbul by random sampling. In this research, “Minnesota Job Satisfaction
Scale” and “Organizational Trust Scale” were used. Minnesota Job Satisfaction Scale consists of 20 items and Organizational
Trust Scale consists of 21 items. Alpha reliability coefficient of Minnesota Job Satisfaction Scale is 0,89 and Alpha reliability
coefficient of Organizational Trust Scale is 0,94. Simple regression analysis and multiple regression analysis were carried out
for data analysis.

Findings: In the multiple regression analysis performed, internal job satisfaction and external job satisfaction are sig-
nificant predictors of the organizational trust of teachers (p <, 001). It can be stated that 17% of total variance related to
organizational trust is explained by internal job satisfaction and 33% by external job satisfaction.

The results of regression analysis of teachers’ gender, age, branch and seniority variables as predictors of job satisfaction
scores were found to be insignificant (R=,212, R2=,05, F= 2,267, p>,05). For this reason, the regression model is rejected.

In the simple regression analysis, it is seen that the teachers’ seniority status is a significant predictor of job satisfaction.
It can be stated that 2% (very little) of total variance related to job satisfaction explained with seniority (t=2,12, p<,05).

The results of regression analysis of teachers’ gender, age, branch and seniority variables as predictors of organizational
trust scores were found to be significant (R=,266, R2=,07, F= 3,668, p<,05). These four variables account for 7% of the total
variance. The job satisfaction prediction ability of the branch variable was found to be statistically significant at the level of
15% and p < 0.05 (t= 2,110, p=,036). The job satisfaction prediction ability of the seniority variable was found to be statisti-
cally significant at 22% and t= 2,229, p=,027.

Results and Conclusions: The results of this study, which examine the effects of teachers’ job satisfaction levels on orga-
nizational trust, show that job satisfaction has a positive effect on organizational trust. On the other hand, it was determined
that teachers ‘job satisfaction sub-dimensions predict teachers’ organizational trust sub-dimension significantly. According
to the results of the research; internal and external factors, which are important determinants of job satisfaction, are import-
ant predictors of organizational trust.

In other researches, positive linear relationships were observed between organizational trust and job satisfaction; it was
determined that job satisfaction affects organizational trust in some studies and organizational trust affects job satisfaction
in others (Gékalp, Kaya, Angay and Akgiin, 2015; iscan and Sayin,2010; Ko¢ and Yazicioglu, 2011; Tekingiindiiz, Aydin, Polat,
2014; Yazicioglu, 2009). Aslanakutlu (2002), in his study, stated that organizational trust enhances organizational perfor-
mance and that organizational trust should be established for providing efficiency and effectiveness. In the study of Yildiz
(2013), it was stated that the level of trust of the teachers in the principal and organization was moderate, and the trust in
the school was higher than the trust in principal in the study. As the teachers’ trust in the school principal increases, the job
satisfaction also increases and the positive communication between the school principal and the teachers affects teachers’
job satisfaction positively.

In this study, the results of regression analysis of teachers’ gender, age and branch variables as predictors of job satisfac-
tion scores were found to be insignificant. The seniority variable was found to be an important predictor of organizational
trust.

In other researches conducted according to teacher opinions, it was determined that the level of trust in colleagues
and principal was high and the level of trust in students and parents was moderate (Babaoglan 2016a; Babaoglan, 2016b;
Babaoglan 2016c). Bokeoglu and Yilmaz (2008) also found similar findings in the research conducted on teachers working
in primary schools. Teachers have more trust in their principals, then their colleagues. In the study conducted by Bas and
Sentiirk (2011), on the contrary, it was found that the teachers trusted in their colleagues most and then the principals.
Memduhoglu and Zengin (2011) found that teachers have a moderate level of trust in the principals in their school.
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1. Introduction

Job Satisfaction

In the twenty-first century, post-modern organizational paradigms are shaped around concepts such as governance,
cooperation, job satisfaction and competition. Organizational trust and job satisfaction are also the most discussed and
researched issues in educational administration. Because these two concepts are important factors that increase the
work performance and organizational productivity of employees (Akgamete, Kaner and Sucuoglu, 2001; Altunay and
Esen, 2017; Bokeoglu ve Yilmaz, 2008; Davis, 1977; iscan and Sayin, 2010; Karakdse and Kocabas, 2006; Omarov, 2009;
Robbins and Judge, 2017).

Although job satisfaction is often addressed in connection with motivation, it does not have the same meaning as
motivation. Motivation is related to the individual being willing and productive while job satisfaction is mostly related
to attitudes and internal situations. In other words, motivation involves the emotional adaptations that the employee
needs to fulfill the role that the job requires in the workplace. For example; sense of personal accomplishment and ap-
preciation is a concept that interests the job satisfaction. Therefore, the positive attitude of the individual towards his
work indicates his job satisfaction; whereas the negative attitude indicates his job dissatisfaction (Mullins and Christy,
2010; Vroom, 1964).

Locke (1976) describes job satisfaction as behaviors and reactions to one’s job or organizational goals related to the
job, and the satisfactory or positive emotions towards achieving these goals. Locke also emphasized the effects of the
way employees perceive these conditions, both external and internal, depending on the workplace conditions. Accor-
ding to this, workers who set difficult goals to reach have higher performance and effort than others.

On the other hand, in relation to job satisfaction, the theory developed by Frederick Herzberg (1959) assessed
job satisfaction and dissatisfaction factors in two different forms. He named these factors as motivator and hygiene
factors. According to Herzberg, hygiene factors do not provide job satisfaction, but they have a preventive structure
for job satisfaction and these factors include control. These include cases involving the conduct of work such as “ma-
nagement, supervision, working conditions, wages, manager-subordinate relations, company policy and management,
work safety”. Satisfaction need in hygiene factors prevents bad performance and dissatisfaction. Motivation factors are
motivators for individual such as “self-realization, success, recognition, work itself, responsibility and progress”, direct
job-related variables that reveal their performance and creativity. These lead to positive work attitudes to meet the
need for self-realization. Positive attitudes towards work have been observed to affect motivation. It has been reve-
aled in the studies that the level of performance of employees has a significant effect on job satisfaction (Herzberg,
Mausner and Snyderman, 2010; Luthans, 1992; Mullins and Christy, 2010:264-265; Stello, (t.y); Syptek, Marsland and
Ulmer, 1999). On the other hand, factors such as organizational climate, organizational trust and organizational culture
are seen as important determinants of job satisfaction. The negative perception of these factors leads to the feeling
of dissatisfaction with the work and to negative feelings such as boredom, unwillingness, withdrawal from work, work
transfer, escape from work (Vangel, 2011).

Job dissatisfaction is explained by the tension and frustration created by the inability of the employee to find ex-
pectations. Interpersonal (manager and colleague relations) and institutional factors (managerial policies) such as the
inconvenience of work conditions, weakness of social relations among workers, excess of work load and role behavi-
ors create tension in people and decrease in person’s morale. As a result, there are disadvantages such as decline in
production, deterioration in quality, increase in complaints, absenteeism, increase in labor transfer, misuse of time,
disciplinary relaxation, increased tendency to leave work and deterioration in industrial relations (Asunakutlu, 2002:3;
Batiglin and Sahin, 2006: 33; Cumming 1968; Telman, 1988:101-102; Tett and Meyer, 1993:259-293).

Internal factors are “activity, freedom, change, social status, conscience, authority, ability, responsibility, creativity,
appreciation and success”. External factors are “manager-person, manager-technical work, social assistance, manage-
ment policy, payments, promotion, working conditions, cooperation”. The internal factors are the motivating individual
factors that lead to job satisfaction. The external factors are hygiene factors as Herzbeg expresses.

Many studies have been conducted in the public and private sectors regarding job satisfaction in our country. Stu-
dies carried out in the field of education are mostly studies in which the job satisfaction of teachers and administra-
tors is examined according to various variables. Most of the researches on job satisfaction are studies examining the
relationship between job satisfaction and organizational stress, burnout, commitment to work, organizational climate,
organizational citizenship. In addition, in many of these studies, the effects of various variables such as the quality of
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the job, the salary system, the way in which the awards are given, promotion opportunities, work safety, working con-
ditions, relationships among colleagues, supervision and management style, nature of work, social rights, communica-
tion, personality traits of employees, gender, duration of work, which are known as determinants of job satisfaction,
were investigated (Akcamete, Kaner and Sucuoglu, 2001; Balci, 1985; Currivan, 1999:495-524; Cetinkanat, 2000; Eginli,
2009; Karakdse and Kocabas, 2006; Ozdayi, 1990; Yavuz and Karadeniz, 2009; Yilmaz, Karahan, 2009).

This study is limited to nine high schools in Bakirkdy and Avcilar districts in istanbul with 198 teachers working and
Minnesota Job Satisfaction Scale and Organizational Trust Scale were used to collect data.

Organizational Trust

Today’s organizations are looking for ways to enhance their own effectiveness to better analyze their environment
and protect their competitive advantage. According to Mishra (1996), organizational trust depends on the belief that
other individuals and groups or organizations are talented, open, honest, and credible, depending on organizational
culture and other relationships (akt. Polat, 2009:10). Organizational trust is also explained as the feeling that workers
are safe and supported (Ozler and Yildirim, 2015). It is suggested that the concepts of trust and mistrust in the literature
are used as the opposite of each other, but it is suggested that there are different dimensions from less to more. From
a traditional point of view, distrust represents good, and insecurity represents bad, the two opposite groups. Trust is a
concept that also includes optimist expectations in spite of risk taking, uncertainty and possibility of damage. And dist-
rust is expressed as “with the reason that organization’s employees cannot establish positive relationships with other
employees, the effect of this situation on physical and mental health personally”(Omedei and McLennan, 2000). When
the level of trust is high, the workers have an expectation that they will be treated positively. They are willing to remain
vulnerable because of this trust. In cases where the level of distrust is high; There is a reason why the workers expect
to be treated negatively, and therefore the person has to be alert and cautious (Polat, 2009:50-51).

Shockley-Zalabak, Ellis and Winograd (2000) define organizational trust as a whole of positive expectations and
beliefs, depending on the behaviors and intentions of individuals (staff, management) according to organizational role
distributions, organizational relationships, expectations, and organizational dependencies. Wech (2002) states that
organizational trust is an important element that plays a role in the implementation process of organizational systems.
When employees feel that the right decisions are made in the organization, they are more responsive to the decisions
taken by the organization. In this way, the trust in the organization affects the organizational commitment and beliefs
of people, depending on mutual communication in organizations (Wech, 2002:354). The relationship between organi-
zational trust and organizational climate has a partial mediation role in job satisfaction. Studies show that the high level
of workers is closely related to job satisfaction and has an important effect on the formation of organizational climate.
The perception of organizational trust and the work environment play an important role in increasing the trunt of emp-
loyees in the organization (Avram, lonescu and Mincu, 2015). Tan and Tan (2000: 241) have found that organizational
trust increases organizational commitment, trust in the manager affects employee satisfaction, and motivation to exhi-
bit innovative behavior. In the literature studies, Tanner (2007: 63) stated that there was a strong positive relationship
between organizational trust and job satisfaction, and that job satisfaction levels increased as the level of employees’
organizational commitment and organizational trust increased, in particular there is strong interaction between orga-
nizational trust and job satisfaction and organizational commitment.

Research on job satisfaction and perception of organizational trust is a question that maintains its importance in ter-
ms of both employees and organizations. It is increasingly important to assume that in the traditional structure of Tur-
key, the assumption that the trust of teachers in their principals is an important determinant is becoming increasingly
important in explaining teachers’ commitment to their schools and their satisfaction with their job. In this context,
the aim of the research is to examine the relationship between job satisfaction and organizational trust according to
various variables (gender, age, branch and seniority). In order to achieve this aim, the following questions were asked:

1) What is the relationship level between teachers’ job satisfaction and organizational trust?
2) Are job satisfaction levels of teachers a predictor of organizational trust levels?
3) Are gender, age, branch and seniority predictors of job satisfaction?

4) Are gender, age, branch and seniority predictors of organizational trust?
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2. Method

Research Model

This research is a descriptive study in the relational survey method. In the research, the relationship between job
satisfaction levels of teachers and organizational trust levels was examined. The relational survey method is a research
method aimed at determining the presence or degree of covariance between two or more variables (Creswell, 2017;
Karasar, 1999).

Study Group

The study group of this research consists of 198 teachers in 9 high schools in Avcilar and Bakirkdy districts in Istanbul
affiliated to the Ministry of National Education in the academic year 2014-2015.

When analyzed according to the demographic variables of the participants, 123 (62.1%) were female and 75 (37.9%)
were male. According to age, there are 100 (50.5%) in the age range of 20-30 years, 69 (34.8%) in the age range of 31-40
years and 29 (14.6%) in the age range of over 41 years. According to professional experience, the teachers who worked
for 1-10 years are 128 (64.6%), 61 (30.8%) in the range of 11-20 years and 9 (4.5%) in the range of over 21 years. Accor-
ding to the branch status, 86 (43.4%) of the teachers were classroom teachers, 34 (12.2%) were social studies-Turkish
teachers, 19 (9.6%) were science and mathematics teachers and 59 (29.8%) were teachers of other branches.

Data Collection Tools

Two scales were used in this study. “Minnesota Job Satisfaction Scale” from these scales is the short form of the
Minnesota Satisfaction Questionnaire (MSQ). Dawis, Weiss, England and Lofquist (1967) combined the items related
to satisfaction consisting of internal and external factors from Minnesota Satisfaction Questionnaire’s long form (100
items), making it a 20-item scale. The scale has two dimensions. Internal factors are “activity, freedom, change, social
status, conscience, authority, ability, responsibility, creativity, appreciation and success”. External factors are “mana-
ger-person, manager-technical work, social assistance, management policy, payments, promotion, working conditions,
cooperation”. As you can see, the internal factors are the motivating individual factors that lead to job satisfaction. The
external factors are hygiene factors as Herzbeg expresses.

The validity studies of the Minnesota Satisfaction Questionnaire were carried out by Baycan (1985) and the relia-
bility studies by Ozdayi (1990). In the study of Ozdayi (1990), the reliability coefficient of the scale was 0.87; and the
reliability coefficient of the scale in this study was found to be 0.89. The lowest score that can be taken from the scale
items is 20, and the highest score is 100. One of the issues discussed on job satisfaction is whether job satisfaction is
one-dimensional or multi-dimensional (Asan and Ozyer, 2008: 138). In this study, Minnesota Job Satisfaction Scale was
accepted as multi-dimensional.

The 21 item “Organizational Trust Scale” developed by Daboval, Comish and Swindle and Gaster (1994) was adapted
to Turkish and used by Kamer (2001). Both job satisfaction and trust scale score values are as follows. Both scales are
in the 5-Likert type and are ranked from 1 (I absolutely do not agree) to 5 (I totally agree). The average score values of
this scale are; 5.00-4.20 “| totally agree”, 4.20-3.41 “| agree”, 3.40-2.61 “| partially agree”, 2.60-1.81 “I do not agree”
and 1.80-1.00- “l absolutely do not agree”. The lowest and highest scores that can be taken from the scales are 21-105.

In Kamer’s (2001) study, the reliability of the Organizational Trust Scale Cronbach’s Alpha was 0,96; and in this study
it was 0.94. In the factor analysis conducted by Kamer (2001), since the factor load of any item did not fall below 0.45,
all items on the test scale were taken to the original scale. As a result of the application of Polat (2007), Cronbach’s
Alpha coefficient of the trust scale of the study was 0.96. In the factor analysis, all the items were collected in one factor
and all the items were taken into consideration since the factor loads were higher than 0.45. Factor analysis was not
used again in this study. The factor structure of Polat’s (2007) research was preserved, and the scale was treated as a
one-factor structure.

Questionnaire forms consisting of the sets of questions including the demographic characteristics of the partici-
pants together with the Job Satisfaction Scale and the Organizational Trust Scale were conducted by the researchers
themselves in the determined schools. While some of the scales could be collected on the day of the application, some
scales could be collected on the following days. Since 9 of the 207 questionnaires that arrived from 207 participants
had incomplete marked items, these 9 questionnaires were not included in the analysis and the analysis was carried
out through 198 questionnaires.
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Analysis of Data

The data obtained from the questionnaires were analyzed by the researchers using the SPSS program. To conduct
the regression analysis, it was checked whether variables showed normal distribution and the relation between the
variables was linear. Independent variables were gender, age, branch and seniority; dependent variables were job sa-
tisfaction and organizational trust. Simple Regression Analysis and Multiple Regression Analysis were used to determi-
ne the independent variables’ level of predicting the dependent variables. In interpreting the regression analyzes, the
standardized Beta coefficients and the t-test for their significance and one-way ANOVA results were taken into account.

3. Findings
Averages and Standard Deviations of the Job Satisfaction Scale

The averages and standard deviations of the subscales related to the analysis of the teachers’ job satisfaction levels
and the correlation coefficients are given in Table 1.

Table 1. Average and Standard Deviations and Correlation Coefficients of Teachers Related to Job Satisfaction and
Organizational Trust Factor Dimensions

X s.S External Job Satisfaction Organizational Trust
Internal Job Satisfaction 3,71 0,63 ,665(**) ,407(**)
External Job Satisfaction 3,12 0,71 ,571(**)
Organizational Trust 3,77 0,82

*%p<0,001, * p<0,05

As shown in Table 1, the average of “Internal Job Satisfaction” dimension of the Job Satisfaction Scale (=3,71) shows
the option of “l agree” and the average of “External Job Satisfaction” dimension of Job Satisfaction Scale (=3,12) shows
the option of “I partially agree”. These averages show that internal job satisfaction level that affects teachers’ job satis-
faction is at a fairly good level, but external satisfaction level is low. The average of the organizational trust scale also
shows on the option of “I agree” (=3,77). This result shows that teachers trust in the school where they work.

Positive significant relationships were found between teachers’ job satisfaction sub-dimensions and organizational
trust p<,001 level). The relationship at the highest level is the relationship between “internal job satisfaction” and “ex-
ternal job satisfaction”(r=,665; p<,001). “The relationship between external job satisfaction and organizational trust
was calculated as (r=,571; p<,001). The lowest level of relationship was found between “internal job satisfaction” and
“organizational trust”(r=,407; p<,001).

Table 2. Results of multiple Linear Regression Analysis on the Predictions of “Organizational Trust” of Sub-Dimensi-
ons of “Internal Job Satisfaction” and “External Job Satisfaction” for the “Job Satisfaction Scale”

Variables

Constant) ] ] R R? F Beta t P
nternal Job Satisfaction ,407 ,17 38,877 9 ,407 6,235 ,000
External Job Satisfaction 571 33 94,736 1,621 571 9,733 000

According to Table 2, in the multiple regression analysis performed, internal job satisfaction and external job sa-
tisfaction are significant predictors of the organizational trust of teachers (p<,001). It can be stated that 17% of total
variance related to organizational trust is explained by internal job satisfaction and 33% by external job satisfaction.

Table 3. Results of Multiple Regression Analysis on the Prediction of Job Satisfaction (Enter Method)

Predictive Variables B Beta t P
Constant 65,886 - 19,840 ,000
Gender -1,199 -,049 -,696 ,487
Age -1,865  -119  -1,214 226
Branch ,998 ,109 1,521 ,130
Seniority 4,441 ,223 2,255 ,025
R=,212 R2=,05

F=2,267 p=,063

According to Table 3, the results of regression analysis of teachers’ gender, age, branch and seniority variables
(dummy variables) as predictors of job satisfaction scores were found to be insignificant (R=,212, R2=,05, F= 2,267,
p> ,05). For this reason, the regression model is rejected. Here, since the “seniority” variable is the predictor of job
satisfaction alone, the result of simple regression analysis is presented below.
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Table 4. Results of Simple Linear Regression Analysis on Teachers’ Seniority Related to Job Satisfaction Prediction

Variables
(Constant) R R? F B Beta t P
Seniority ,150 ,02 4,504 2,978 ,150 2,122 ,035

According to Table 4; in the simple regression analysis, it is seen that the teachers’ seniority status is a significant
predictor of job satisfaction. It can be stated that 2% (very little) of total variance related to job satisfaction explained
with seniority (t=2,12, p<,05).

Table 5. Results of Multiple Regression Analysis on Organizational Trust Prediction

Predictive Variables B Beta t P

Constant 64,850 - 14,547 ,000
Gender 1,172 ,035 ,507 ,613
Age -,835 -,039  -,405 ,686
Branch 1,857 ,149 2,110 ,036
Seniority 5,893 ,218 2,229 ,027

R= 0,266 R?>=,07
F= 3,668 p=,007

According to Table 5; the results of regression analysis of teachers’ gender, age, branch and seniority variables as
predictiors of organizational trust scores were found to be significant (R=,266, R2=,07, F= 3,668, p< ,05). These four
variables account for 7% of the total variance. The organizational trust prediction ability of the branch variable was
found to be statistically significant at the level of 15% and p < 0.05 (t= 2,110, p=,036). The job trust prediction ability
of the seniority variable was found to be statistically significant at 22% and t= 2,229, p=,027).

4. Results, Conclusions and Suggestions

The results of this study, which examine the effects of teachers’ job satisfaction levels on organizational trust, show
that job satisfaction has a positive effect on organizational trust. On the other hand, it was determined that teachers
‘job satisfaction sub-dimensions predict teachers’ organizational trust sub-dimension significantly. According to the re-
sults of the research; internal and external factors, which are important determinants of job satisfaction, are important
predictors of organizational trust.

In some researches, it was seen that positive linear relationships were observed between organizational trust and
job satisfaction (Boyaci, Karacabey and Bozkus, 2018; Gokalp, Kaya, Angay and Akgiin, 2015; iscan and Sayin, 2010;
Ko¢ and Yazicioglu, 2011; Shocley-Zalabak, Ellis and Wigrad, 2000; Tekingiindiiz, Aydin, Polat, 2014; Yazicioglu, 2009).
Aslanakutlu (2002), in his study, stated that organizational trust enhances organizational performance and that organi-
zational trust should be established for providing efficiency and effectiveness. In the study of Yildiz (2013), it was stated
that the level of trust of the teachers in the principal and organization was moderate, and the trust in the school was
higher than the trust in principal in the study. As the teachers’ trust in the school principal increases, the job satisfacti-
on also increases and the positive communication between the school principal and the teachers affects teachers’ job
satisfaction positively.

Al-Abr row, Ardakani, Harooni and Moghaddam pour et al. (2013) found that organizational trust affects organizati-
onal justice, and organizational trust plays an important role as a mediating variable in job commitment, and there was
also a significant relationship between the trust in principal and organizational trust. It is therefore often seen that lack
of trust in organizations has negative effects on organizational performance. Aftab and Idrees (2012), Platis, Reklitis ve
Zimeras (2015) found a positive relationship between job performance and job satisfaction. The research findings are
that the teachers’ personal performance is important factor affecting job quality and job satisfaction, that the creative
climate of the working environment and the management understanding of the principal increase the individual work
performance and that teachers who are satisfied with their work are more productive for the organization.

In this study, the results of regression analysis of teachers’ gender, age and branch variables as predictors of job
satisfaction scores were found to be insignificant. The seniority variable was found to be an important predictor of or-
ganizational trust. However, in some studies, there was no significant relationship with the trust dimension of seniority.
(Altunay, 2017; Bokeoglu and Yilmaz, 2008; Omarov, 2009; Yilmaz, 2005). In some studies, it was determined that the
effects of different effects (such as professionalism) have a positive effect on the feeling of trust when age increases
with seniority (iscan and Sayin, 2010; Polat and Celep, 2008; Stepanova, 2013). Different results have been obtained in
the studies conducted with variables such as age, seniority, marital status, gender, organizational training, type of work
related to job satisfaction. Akcamete et all. (2001), Boyaci et all (2018); Dinham and Scott (1996), Eginli (2009), Ergin
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(1997), Gilmer (1966), Kalleberg and Loscocco (1983), Khan (1991); Lee and Wilbur (1985); Omarov (2009); Ozdayi
(1990); Robbins and Judge (2013); Surada (2015); Sahin (2013); Tunacan and Cetin (2009); Timkaya (1986); Yiicel and
Demirel (2013) in this research was found that age had no significant effect on job satisfaction; However, as the pro-
fessional experience increases, it is seen that the factors such as participation of the employees in the decision-making
process and feeling comfortable in the workplace are effective as a result of the increase in the income level of the em-
ployees and the increase in the income level, thus increasing the satisfaction of the employees. In some studies, there
are also discrepancies between job satisfaction and gender variable According to the situation; in some cases women
have more job satisfaction while in some cases men seem to have job satisfaction (Can, Can and Dalaman, 2010; Eginli,
2009; Karakose and Kocabas, 2006; Kumas and Deniz, 2010; Sancar, 1996; Surada, 2015; Tunacan and Cetin, 2017).

In other researches conducted according to teacher opinions, it was determined that the level of trust in collea-
gues and principal was high and the level of trust in students and parents was moderate (Babaoglan 2016a; Babaog-
lan, 2016b; Babaoglan 2016c). Bokeoglu and Yilmaz (2008) also found similar findings in the research conducted on
teachers working in primary schools. Teachers have more trust in their principals, then their colleagues. In the study
conducted by Bas and Sentiirk (2011), on the contrary, it was found that the teachers trusted in their colleagues most
and then the principals. Memduhoglu and Zengin (2011) found that teachers have a moderate level of trust in the
principals in their school.

In the study of Cemaloglu and Kiling (2012), it was stated that as the school directos’ ethical behaviors were fulfilled,
the organizational trust levels of the teachers increased, the mobbing behaviors of the principals decreased and the
academic quality increased. In the research conducted by Altas and Kuzu (2013) and Eren and Hayatoglu (2011), it was
determined that ethical climate has a positive effect on teachers’ trust in principals and organization and business per-
formance. That is, as the trust of preschool teachers in the principals increases, individual job performance increases.
However, no significant findings were found on the effect of trust in the organization on individual job performance.

Bilge, Akman and Kelecioglu (2007) found that age and seniority increased the job satisfaction of adacemicians as
the title increased. In the study conducted by Sentirk (2011), it was seen that the perceptions of organizational trust
did not differ according to the gender and educational status of the teachers, but they differed according to seniority.
1-5-year teachers have the lowest perception of organizational trust. There was a significant difference in total scores
between the trust in principal, stakeholders, and organization. However, organizational trust did not have a signifi-
cant effect on the individual performance of the teachers statistically on the level of trust in their colleagues (Bite,
2011:171). These results are in parallel with the studies on job satisfaction of teachers and principals (Cetinkanat, 2000;
Esen, 2001; Heller, Clay and Perkins, 1993). Luthans and Thomas (1987) found that older people did not want change
because they could not easily adapt to the changes in technology compared to younger teachers, leading to a reducti-
on in job satisfaction. (Luthans and Thomas 1987: 23-26). Ozdayi (1990) did not find a significant relationship between
age groups and job satisfaction. In other dimensions of job satisfaction, gender differences were not significant but fe-
male teachers’ job satisfaction related to social relations was slightly higher than male workers. iscan and Sayin, 2010;
Tekinglindiiz, Aydin and Polat, (2014) found no significant difference in job satisfaction and trust among the age groups.
However, as the level of education increased, teachers’ job satisfaction and trust increased. Again, in Yazicioglu’s (2009)
research, it was found that organizational trust, job satisfaction level and intention to leave job were not significantly
different in terms of gender, but there was a significant difference in terms of education, age and seniority year.

The average of internal factors related to job satisfaction in this study is higher than the average of external factors.
In other words, this dimension is related to “conscience, responsibility, success, recognition, appreciation, creativity”
which brings teachers’ motivation to the top level. If an organization is pursuing self fulfillment policies for its teachers,
the productivity of its teachers is also increasing. This shows that the motivation of teachers has an unusually large inf-
luence on job satisfaction. In this study, it was determined that the averages related to external motivation were lower
than those of internal motivation. This shows that the items related to Herzberg’s hygiene factors (such as working
conditions, promotion, salary, vocational assurance, management involvement) were not at the desired level. Kavili,
Bulut, Dogan and Tekinbas (2013), in their study, found that the most striking consequence for job satisfaction in the
public sector was the general dissatisfaction with the salary. In Ozday'’s study on teachers working in public and private
high schools in 1990, it is noteworthy that the fact that the reasons for the insufficiency of salaries and the working
conditions are the most stressful situation and led to the dissatisfaction hasn’t changed despite the years. Again, Kavili,
Bulut, Dogan and Tekinbas (2013) reported that there was a general dissatisfaction in the promotion system with the
increase of obstacles related to the promotion.

It has been proven through the research that the presence of the feeling of trust affects teachers ‘ work behaviors
and their attitudes towards work (Driscoll,1978; Lagace, 1991; Pillai et al., 1999). Tamer (2012) revealed in a study
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on teachers that the organizational trust consists of components such as fulfilling the promises, being honest and not
exhibiting opportunistic behavior, and that the components in question were influenced by cognitive, emotional and
behavioral processes (Tamer, 2012:344). Karapinar (2015) stated that teachers with a secure attachment and obsessive
attachment style had more emotional trust in their principals. On the other hand, the four attachment styles (trust,
obsessive preoccupation, dismission and fearful attachment) of the teachers towards the principals were not found
to affect cognitive trust. However, a moderate relationship was found between these four styles and the trust in the
principal.

In conclusion, the establishment of trust-based relationships in organizations, the trust of teachers as a whole in
their principals are related to the belief that the decisions taken are fair, and the high levels of satisfaction. Here, teac-
hers’ job satisfaction can be increased by understanding the causes that reveal these positive feelings by the principals.
Because whether or not the relationships established by teachers in the organization are based on trust is an element
that affects their job satisfaction (iscan ve Sayin, 2010). Teachers’ trust in their work, their level of satisfaction with the
work and personal talents and skills are also positively affected. The individual’s trust in the organization, the senior
management and even his colleagues ensures that he has an appropriate natural effort for a goal, he has an interest in
his job, he has a high commitment to his job, and a high morale.

Trust of teachers in themselves and others and the job satisfaction cause organizations to perform better and raise
success rates. It is closely related to the job satisfaction of the organization teachers that organizations should look
safely to the future. In this respect, principals should take precautions to increase the working capacity of the organi-
zation by organizing the work environments in a way to raise the motivation, to be fair in the distribution of the tasks
for the teachers, to support individual developments of the teachers. Teachers should have more trust in the principals
if the principal’s expertise, merit and personality characteristics are taken into account for the principal appointments.

Researchers can interview with teachers to get detailed data about organizational trust and job satisfaction. They
can develop new and up-to-date scales after analyzing interview data and collect more data from teachers from diffe-
rent cities or countries and compare the findings and results. The correlation between job satisfaction and organizati-
onal commitment can also be analyzed. New studies should be conducted to identify different variables affecting job
satisfaction and job security of teachers.
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