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ABSTRACT

When a review of literature was made on the factors affecting organizational commitment, many different elements were seen to affect

organizational commitment. One of these factors is the salary of the employees. This study aimed to measure the impact of Higher

Education Personnel Law No. 2914 which has provided an increase in academics’ salary on organizational commitment of academics.

The first part of the study focused on the concept of organizational commitment, whereas the second part focused on the organizational
commitment questionnaire survey evaluation of faculty members working in Turkey. As a result, it was observed that academics had
organizational commitment before the increase in salary and their organizational commitment to their institution stepped up after the

increase.
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0z

Orgiitsel baglihig etkileyen faktorlerle ilgili literatiir caligmasi yapildiginda ok farkli unsurun érgiitsel baglilig: etkiledigi gériilmektedir.

Bu faktorlerden biri de ¢alisanin almig oldugu ticrettir. Bu galisma; 2914 sayili Yitksekogretim Personel Kanunu'nda Degisiklik Yapilmasina

Dair Kanun'da yer alan ve akademisyenlerin maaglarinin iyilestirilmesini saglayan bu degisikligin akademisyenlerin 6rgiitsel baghiliklarina

etkisini 6lgmek amaciyla hazirlanmigtir. Calismanin ilk bolimiinde 6rgiitsel baghlik kavrami tizerinde durulmakta, ikinci boliimde ise

Tiurkiye'de ¢alismakta olan 6gretim elemanlarina uygulanan 6rgiitsel baglilik anketinin degerlendirme sonuglarina yer verilmektedir.

Sonug olarak yapilan ¢alismada 6gretim elemanlarinin almig olduklar1 akademik zamdan 6nce orgiitsel baghiliklarinin oldugu ve akademik

zamdan sonra da olumlu bir sekilde kurumlarina karg1 6rgiitsel baghliklarinin arttig: tespit edilmistir.
Anahtar Sézciikler: Orgiitsel davrans, Orgiitsel baglilik, Maas, Akademik

INTRODUCTION

Organizational commitment is one of the major research topics
of today’s world. In the literature, numerous studies on this topic
can be found. When a brief literature review is made, salary will
be seen as one of the most important factors that affect orga-
nizational commitment. Salary factor affects the employees’
organizational commitment in many ways. This study focuses on
the size of the fee, which is one of the factors affecting orga-
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nizational commitment. Since the improvement on the salaries
of academicians is commonly called “academic salary increase”,
this improvement is analyzed under the name of “academic
salary increase”. A total of 237 questionnaires were analyzed in
this study. Factor analysis was used to determine the results of
the survey. We have two hypotheses about the organizational
commitment. The findings are presented along with the results
discussed in the literature.
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ORGANIZATIONAL COMMITMENT
What is Organizational Commitment?

The number of studies on organizational commitment
increased with the work called “Organization Man” by William
Whyte. In his work, Whyte pointed out the dangers of exces-
sive commitment and he defined organization man as a person
who not only works for his organisation but also belongs to it.
Whyte believes that employees are the source of creativity in
groups and the individuals’ sense of belonging is the ultimate
need (Randall, 1987). In literature, it is possible to find out
various definitions of the term, “commitment”. Sengil Dogan
(2013), described the term commitment as an emotional ten-
dency towards the organization, awareness of the cost after
leaving the organization, and moral obligation that helps an
individual to stay in the organization. According to Cetin Olgiim,
organizational commitment refers to psychological commit-
ment of an individual to organization including attendance to
work, loyalty, and faithfulness in organizational values (Cetin
Olciim, 2004). In his study, Bayram (2005), defined the term
organizational commitment as employees’ loyal attitude to the
organization, and interest that they have regarding the success
of their organizations that they work for. According to Bayram,
organizational changes like individual variants such as age
and seniority in the organization, job design, and leadership
qualifications of the administrator play important role in the
commitment to an organization (Bayram, 2005). According to
Meyer and Allen, the common point of different definitions of
organizational commitment is a psychological condition that,

a) describes the relationship of the employee towards the
organization,

b) indicates the decision of the organization regarding wheth-
er to remain as a member (Meyer & Allen, 1997; Sengiil
Dogan, 2013).

Porter, Steers, Mowday, & Boulian (1974) defined organiza-
tional commitment as a person»s identification and ability to
participate in a particular organization. According to this defini-
tion, there are three basic elements of organizational commit-
ment:

1. Acceptance of an individual’s values and goals of the orga-

nization with strong faith,

Individual’s more important efforts for the organization,

3. Individual’s decisive desire to protect their membership in
an organization.

N

According to Ayyildiz, Yuksel & Hancer (2007), organizational
commitment refers to an individual’s psychological commit-
ment that includes elements such as joining to an organization,
loyalty, and faith in organizational values. Besides, Ayyildiz et al.
(2007), describes organizational commitment as a three-stage
process. These stages are as follows (Ayyildiz et al., 2007):

1. Compliance Stage: At this stage, the individual acknowl-
edges to be affected by other individuals after getting
something.

2. ldentity Discovery Stage: In this stage, the individual
acknowledges the influence of others in order to be proud
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of belonging to the organization and create a satisfactory
relationship.

3. Internalization Stage: In this stage, people discover that
the values of the organization are appropriate for their
individual values and the values of the organization itself
provide intrinsic rewards.

The Importance of Organizational Commitment

In today’s world, the effective use of resources poses a major
challenge for organizations. Because of this, organizations usu-
ally intend to reduce the high cost caused by employee turn-
over rate and try to increase the commitment of employees
to ensure continuity. It is believed that faithful employees will
work harder and make more self-sacrifices in order to reach
the organizational goals. Researches studies show that com-
mitment reduces the cost caused by high employee turnover
rate (Meyer & Allen, 2004).

According to Sengil Dogan (2013), understanding the organi-
zational commitment better not only makes employees hap-
pier and productive, but also makes the information obtained
while studying the forms of commitment to be spread to other
areas. On the other hand, the level of ties of the individuals
to their organization that they belong to affects the society in
general (Sengiil Dogan, 2013: 70). In their studies, Mathieu and
Zajac (1990) announced the factors that reveal organizational
commitment as follows (Mathieu & Zajac, 1990):

* Personal characteristics (age, gender, education, skills, sal-
ary, status)

* Role status (role ambiguity, role conflict, role overload)

* Job characteristics (skills, autonomy, scope of work)

* Group/leader relationship (group cohesion, solidarity mis-
sion, a leading authority structure, the dignity of the leader,
the leader-group relations, participatory leadership)

* Organizational characteristics (size and degree of central-
ization of the organization)

In this study, a survey was conducted regarding the salaries of
the personal characteristics that influence organizational com-
mitment.

A Research on the Effect of Salary on Academicians’ Levels of
Organizational Commitment

Method of Study

The aim of this research was to find out the effect of salary
increase on academicians’ organizational behaviour. 327 aca-
demicians participated in this survey. The questionnaire used
in the study consisted of two parts. In the first part, there
were demographic factors, and in the second part, there were
guestions to measure the organizational commitment. The
scale used for organizational commitment was pretested and
adapted by a study conducted by Allen and Meyer (1990),
and asked properly in accordance with the objectives of the
research. In the reliability analysis of the survey, the questions
numbered 11 and 18 were excluded from the survey because
they were considered to lower the reliability of the survey.
Reliability analysis results are as follows:
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Cronbach’s Alpha reliability of the survey rose by 0.739.
Demographic Research Results

A total of 237 people participated in the study. 43.5% of the
participants were women and 56.5% were men.

The ages of the participants in the study were as follows.
7.6% between 18-25 years old, 26-35 years old 70.5%, 13.5%
between 36-45 years, and 46-55 over the age of 56 years and
older was 6.3 and 2.1%. It was observed that the age of the
participants of this study was between 35 and 26 wt.

When we looked at the departments of the respondents, 55.7%
of the respondents are working in faculty, 5.5% are working at

Table 1: Gender

research institute, 14.8% and 24.1% worked in higher educa-
tion in vocational colleges.

When we look at the period of time they work, the percentage
of the participants who worked for less than a year was 8.4%.
The percentage of those who worked between 1-5 years was
54.9%. 18.6% of the participants worked between 6-10 years,
the percentage of the attendants who worked between 11-15
years is 10.5%, and the percentage of the employees working
for 15+ years was 7.6%.

The titles of the participants in this study showed the distribu-
tion as follows. 3.8% of them were doctors; the doctor lectur-
ers were at 4.2%, 32.5% were teaching assistants, 46.4% of
them were research assistants.

Woman 43,5 43.5 43.5
Valid Man 134 56.5 56.5 100.0
Total 237 100.0 100.0
Table 2: Age
18-25
26-35 167 70.5 70.5 78.1
36-45 32 135 135 91.6
Valid
46-55 15 6.3 6.3 97.9
56+ 5 2.1 2.1 100.0
Total 237 100.0 100.0
Table 3: Unit

Faculty
Institute 13
Valid College 35
Vocational School 57
Total 237

55.7 55.7 55.7
5.5 5.5 61.2
14.8 14.8 75.9
24.1 24.1 100.0
100.0 100.0

Table 4: Working Time

Less than 1 year
1--5 130 54.9 54.9 63.3
6-10 44 18.6 18.6 81.9
Valid
11-15 25 10.5 10.5 92.4
15+ 18 7.6 7.6 100.0
Total 237 100.0 100.0
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Table 5: Title

Valid

Research assistant

Training Instructor

Dr
Lec. Dr.

Lec.

Specialist

Total

10
77
110
26

237

4.2
325
46.4
11.0

2.1

100.0

4.2
32.5
46.4
11.0

2.1

100.0

8.0
40.5
86.9
97.9

100.0

m Valid Percent Cumulative Percent
9 3.8 3.8 3.8

Table 6: KMO and Bartlett’s Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy

Bartlett’s Test of Sphericity

Approx. Chi-Square

df
Sig.

.864
2294.686
190
.000

Table 7: Total Variance Explained

Variance Variance % Variance %
1 6.288 31.438 31.438 6.288 31.438 31.438 4.699 23.493 23.493
2 3.238 16.192 47.630 3.238 16.192 47.630 3.220 16.098 39.591
3 1.601 8.007 55.637 1.601 8.007 55.637 2.608 13.039 52.630
4 1.296 6.480 62.117 1.296 6.480 62.117 1.897 9.487 62.117
5 .847 4.235 66.352
6 .769 3.846 70.198
7 747 3.735 73.933
8 .710 3.550 77.483
9 .638 3.191 80.674
10 .558 2.789 83.464
11 .519 2.596 86.059
12 476 2.382 88.441
13 437 2.186 90.627
14 .383 1.913 92.540
15 321 1.607 94.147
16 .297 1.483 95.630
17 .284 1.419 97.049
18 224 1.120 98.168
19 .195 .975 99.143
20 171 .857 100.000

Extraction Method: Principal Component Analysis.
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As for the region they live in, 26.6% of respondents surveyed
were in Central Anatolia, 14.7% of them were in Black Sea,
1.8% were in Aegean, 4.6%, were in Marmara, 19.7% were in
Eastern Anatolia, 12.2% and 7.6% were in South-Eastern Ana-
tolia and in Mediterranean region.

FINDINGS

Factor analysis performed in accordance with the qualification
coefficient of 0.864 was found KMO results, is expected to be
KMO coefficient of 0.5 and above, the variables are understood
to be compatible factors. According to Bartlett hypothesis test
p = 0.000 factor analysis was suitable even for these variables.
4 factors, according to survey study illustrated the cumulative
variance table and tray consisted of 62.117% cumulative study.
Also variance coefficients for each factor are shown below.

According to factor analysis, four factors emerged from the
data. It is important to study two of the four factors. As seen
in Table 1, Factors 1.7, 8, 9, 10, 11, 18, and 19 described the
31.438% of the survey questions. 2. In the factors 2, 3, 4, 5, and
6, 20% of survey questions illustrated the 16.192’s.

The hypotheses generated by the research results of the factor
analysis are as follows.

HO: There is no organizational commitment amongst academi-
cians before academic salary increase.

H1: Academicians have organizational commitment before
academic salary increase.

1. These two hypotheses by factor analysis were analysed in
the set. The results showed that there was a positive correla-
tion I. cluster. Accordingly, the hypothesis “Academicians have
organizational commitment before academic salary increase.”
was accepted.

Another hypothesis is as follows:

HO: There is no organizational commitment amongst the aca-
demicians after academic salary increase.

H1: Academicians have organizational commitment after aca-
demic salary increase.

According to the hypothesis, these two factors were analysed
by cluster analysis 2. According to the results Il, there is a posi-
tive correlation in the set. Accordingly, the hypothesis, “H1:
Academicians have organizational commitment after academic
salary increase.” was accepted.

CONCLUSION

The results of this study which aimed to find out whether the
salary factor —one of the factors that affect organizational
commitment— affects organizational commitment or not
showed that the academicians had organizational commitment
before salary increase, and this increase in their salary affected
the academicians’ organizational commitment towards their
institution positively. This study had a limitation. The evalua-
tion of organizational commitment in terms of only academic
salary increase was the limitation of this study. This study can
be widened by adding other factors that affect organizational
commitment.

Table 8: Rotated Component Matrix (a)

N
I U R S T

S10 .83 144 .170 -.035
S9 .78 114 .169 -.127
S19 .75 .198 -.041 -.003
S11 -72 -.026 .159 -.124
S18 -.68 -.183 .209 -.013
S7 .67 .298 -.037 -.007
S8 .62 275 311 -.239
S1 .56 .348 .243 -.150
S3 .286 .82 .018 -.128
S4 .315 .81 -.046 -.115
S5 232 .81 -.029 -.130
S2 .036 -.57 .201 -.128
S6 -.297 -.45 244 .039
S20 424 .45 -.361 .029
S15 .190 -.116 .82 .075
S14 -.161 -.205 74 .205
S17 201 -.115 .69 .193
S13 -.209 .041 .51 .370
S16 -3.06E-005 -.036 .265 .87

S12 -.022 -.114 217 .85

Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.
a: Rotation converged in 7 iterations.
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