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Abstract 

The study aimed to determine the relationship between organizational commitment and job 
satisfaction of individuals working in the sports sector. The sample of the study consisted of a 
total of 496 people (375 males and 121 females), who were working in a private company 
operating in the sports sector in Istanbul, and selected by easy sampling method. In addition 
to the personal information form, the “Organizational Commitment Scale” developed by 
Meyer and Allen (1984, 1997) and adapted to Turkish by Boylu et al. (2007), and the 
Minnesota Job Satisfaction Scale, developed by Weiss et al. (1967) and adapted into Turkish 
by Baycan (1985) were used as data collection tools. Analyzes were analyzed using SPSS 
22.0 package program. Independent t-test, ANOVA and Pearson Correlation analyses were 
performed to analyse the data. In addition, the analyzes were performed at a 95% confidence 
interval. Analysis results showed that there was a significant difference in the continuance 
commitment sub-dimension of individuals according to the gender variable. It was 
determined that there was a significant difference in both the job satisfaction levels and the 
affective and normative commitment levels of the individuals according to their welfare 
status. Moreover, it was determined that there was a significant difference in all 
sub-dimensions of the job satisfaction scale and in all sub-dimensions of the organizational 
commitment scale according to the educational status of the participants. As a result, it was 
determined that there was a positive and moderate relationship between “Affective 
Commitment” and “Continuance Commitment” and “Internal Satisfaction” and “External 
Satisfaction”. Another result, it was determined that the organizational commitment and job 
satisfaction levels of the individuals differed according to their socio-demographic 
characteristics, and as the affective and continuance commitment of the individuals increased, 
their job satisfaction increased. 
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1. Introduction 

Today, the increasing interest in the concepts of organizational commitment and job 
satisfaction has brought many studies on this subject. Both the interaction of these concepts 
with each other and their interactions with other organizational factors diversifies 
researchers’ studies and the results of studies on these concepts in different sectors (Yenihan, 
2014). In this context, organizational commitment concept is the psychological integration of 
the employee with the organization they work for, the assimilation of the goals and objectives 
of the organization, and the desire of the person to stay in the organization in this direction 
(Gül et al., 2008: Çarıkçı & Çelikkol, 2009). Organizational commitment is defined in 
different ways like an attitude that associates the identity of the employee with the 
organization, a process in which the goals of the organization are in harmony with the goals 
of the employee, the behaviour displayed as a result of the perception of the benefits of 
absorbing to the goals of the organization and the costs of leaving the organization, the 
situation created by the normative pressure to absorb the goals of the organization (Meyer & 
Allen, 1997; Efeoğlu & Özgen, 2007). 

Organizational commitment also means complying with the aims and objectives of the 
organization, organizational principles, rules and norms and volunteering for their survival. 
Employees exhibit two types of behaviour against organizational rules, one of them is 
“compliance” behaviour and the other is “attachment” behaviour. While employees’ 
fulfilment of organizational rules without adopting them is a “compliance behaviour”, their 
voluntary adoption of organizational rules, goals and objectives, all organizational interests 
and doing what is necessary is “attachment behaviour” (Tutar, 2007). In other words, there 
are two important concepts on the basis of organizational commitment. One of them is 
loyalty and the other one is the tendency to stay organized. Loyalty means identifying with an 
organization and feeling affective responsibility, based on a sense of duty and responsibility. 
It emerges as an important variable in the relationship between the values and expectations of 
the employee and the decision to stay or leave the organization. Accordingly, while loyalty 
decreases with leaving the organization, it increases in a positive and rewarding environment. 
The tendency to stay in the organization can be explained as an affective intimacy and the 
employee’s intention to remain a member of the organization. The individual decides to stay 
or leave the organization by calculating the perceived benefit of staying in the organization 
(Uygur, 2007). Organizational commitment has three dimensions. These are, respectively, 
affective commitment, continuance commitment and normative commitment. Affective 
Commitment occurs as a result of the harmony between individual and organizational values 
that make employees happy for being a member of the organization. Continuance 
Commitment is about the employee’s perception of the costs associated with leaving the 
organization. Work-related costs such as time and effort spent, and non-job costs such as 
relocation costs are issues that the employee takes into account in getting attached to the 
organization. Affective commitment means the employee’s affective attachment to the 
organization, identification with the organization and voluntary participation in the 
organization (Karcıoğlu & Çelik, 2012). Normative commitment is a moral duty as well as a 
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positive emotional commitment. Therefore, individuals with high commitment want to 
continue working in their jobs, while those with strong and normative commitment think it is 
right to stay at work. (Wieselsberger, 2004: Altınöz et al., 2011). The common idea of 
numerous studies on organizational commitment is that it attracts attention as a situation that 
leads to attitudes and behaviours that have positive results for both the organization and the 
individual (Koç, 2009). 

The concept of job satisfaction plays a decisive role in the employee’s attitude towards the 
job. Job satisfaction is the employee’s achievement of job expectations or achieving good job 
results. In other words, it is how the individual feels towards the job. The individual may 
show a positive or negative attitude towards the job. While job satisfaction is evaluated as a 
positive attitude, job dissatisfaction is evaluated as a negative attitude (Vroom, 1978; Demirel 
& Özçınar, 2009). In other words, job satisfaction is a personal evaluation of the job 
conditions or the results obtained from the job. Job satisfaction consists of internal reactions 
that an individual develops against perceptions of the processed job and job conditions by 
passing through the system of norms, values and expectations (Kitapçı et al., 2013). The most 
important feature of job satisfaction is that it is an affective concept rather than a mental one. 
Since it is personal, the most important thing the manager can do is to help the employees to 
reach an optimum level of satisfaction (Karcıoğlu et al., 2009). Job satisfaction is divided into 
two as internal and external job satisfaction (Landy & Conte, 2010). Internal job satisfaction 
is related to the central or internal aspects of the work that individuals do. Usage of skills, 
responsibility, creativity, helping others, freedom and success can be given as examples. 
External job satisfaction, on the other hand, is related to the external aspects of work-related 
tasks. As examples of external job satisfaction, promotion opportunities, wages, corporate 
policy and practices, working conditions, management approach and job guarantee can be 
given (Biçkes et al., 2014). Job satisfaction has a more holistic structure that includes 
satisfaction with many factors such as job, wage, career opportunity, working conditions, 
organizational practices. Job satisfaction is more passive; organizational commitment has a 
more active and behavioural meaning. In various studies on the relationship between job 
satisfaction and organizational commitment, it was concluded that there was a positive 
relationship between these two attitudes (Stroh et al., 2002, Aktay, 2010; Hoş & Oksay, 
2015). In this context, the study aimed to examine the relationship between organizational 
commitment and job satisfaction of individuals working in the sports sector.  

2. Method 

2.1 Research Method 

The relational model, one of the survey models, was used in the research. In the relational 
screening method, the degree of change between two or more variables is tried to be 
determined (Creswell, 2017). 

2.2 Research Group 

The sample of the study consisted of 496 people, 375 males (Meanage = 38.18±7.71) and 121 
females (Meanage = 33.61±7.26), who worked for a private company operating in the sports 
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sector and were selected by easy sampling method. The easy sampling method can be defined 
as the easiest way to reach the people in the sample (Patton, 2005). 

2.3 Data Collection Tools 

2.3.1 Personal Information Form 

The “Personal Information Form” prepared by the researcher was used to determine the 
gender, age, marital status, welfare status, workplace conditions and working hours of the 
participants. 

2.3.2 Organizational Commitment Scale 

The “Organizational Commitment Scale” developed by Meyer and Allen (1984, 1997) and 
adapted into Turkish by Boylu et al. (2007) was used to determine the organizational 
commitment of the employees. The scale consisted of 18 items and 3 sub-dimensions. 
Sub-dimensions, respectively; Continuance Commitment (6 Items), Affective Commitment 
(6 Items) and Normative Commitment (6 Items). The scale was 5-Likert type and answered 
as (1 = Strongly Disagree; 5 = Strongly Agree). The validity and reliability tests of this scale 
were also carried out within the scope of this study. The Cronbach Alpha coefficient 
calculated for the overall scale is 0.86. The coefficients calculated for the sub-dimensions are 
0.81, 0.75 and 0.82, respectively. 

2.3.3 Minnesota Job Satisfaction Scale 

The Minnesota Job Satisfaction Scale, developed by Weiss et al. (1967) and adapted into 
Turkish by Baycan (1985), was used in the study. The scale consisted of 20 items and 2 
sub-dimensions. The sub-dimensions were Internal Satisfaction (12 items) and External 
Satisfaction (8 items). The scale was 5-Likert type and answered as 1 = Not Pleased; 5 = 
Very Pleased. The Cronbach Alpha reliability coefficient calculated for this scale in general 
was calculated as 0.81. In the sub-dimensions, it was calculated as 0.80 for internal 
satisfaction and 0.83 for external satisfaction.  

2.4 Data Analysis 

The research was analyzed in the SPSS package program. The tests to be used in the analysis 
of the research data were decided according to the skewness and kurtosis values. As seen in 
Table 2, the data is in the range of -2 to +2. According to George and Mallery (2010), 
skewness and kurtosis values between +2 and -2 are sufficient for the normal distribution of 
the data. Therefore, assuming that the research data showed a normal distribution, the 
research data were analyzed with t test, ANOVA and Pearson Correlation test for 
independent samples. The data were evaluated at a significance level of 0.05 with a 95% 
confidence interval. 
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3. Findings 

 

Table 1. Distribution of personal information of participants 

Variables  F % 

Gender 

Female 121 24.4 

Male 375 75.6 

Total 496 100 

Marital Status 

Married 395 79.6 

Single 101 20.4 

Total 496 100 

Welfare Status 

Low  49 9.9 

Normal 390 78.6 

High 57 11.5 

Total 496 100 

Educational Status 

Highschool 149 30.0 

University 320 64.5 

Postgraduate 27 5.4 

Total 496 100 

Working Periods 

Less than 1 year 39 7.9 

1-3 Years 83 67 

4-6 Years 67 13.5 

7 years and more 307 61.9 

Total 496 100 

Working Conditions  

Sufficient 270 54.4 

Partially 194 39.1 

Insufficient 32 6.5 

Total 496 100 

 

The distribution of the personal information of the participants given in Table 1. According to 
the analysis results, it was determined that 75.6% of the participants were “Male”, 79.6% 
“Married”, 78.6% of them was “Normal” regarding welfare status, 64.5% “University” 
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graduates. While 61.9% was working for “7 years and more” in this workplace, 54.4% of 
them had “Sufficient” working conditions at the workplace.  

 

Table 2. Distribution of scale scores 

Sub-Dimensions Items n Mean Sd. Skewness Kurtosis

Organizational  

Commitment Scale 

Affective Commitment 6 496 1.72 0.72 1.39 1.01 

Normative Commitment 6 496 3.13 0.68 0.55 0.36 

Continuance Commitment 6 496 2.39 0.60 0.51 1.18 

Job Satisfaction Scale 
Internal Satisfaction 12 496 2.07 0.62 1.08 1.69 

External Satisfaction 8 496 2.46 0.76 0.62 0.48 

 

Table 2 showed the mean scores of the participants, from their scale scores. According to the 
analysis results, it was determined that the highest mean was in the “Normative 
Commitment” (3.13) sub-dimension, and the lowest mean was in the “Affective 
Commitment” (1.72) sub-dimension at the sub-dimensions level of organizational 
commitment scale. When the level of the sub-dimensions of the job satisfaction scale was 
examined, it was determined that the highest mean was in the “External Satisfaction” (2.46) 
sub-dimension and the lowest mean was in the “Internal Satisfaction” (2.07) sub-dimension. 

 

Table 3. Independent t-test results of scale scores according to the gender variable  

Gender n Mean±Sd. t p 

Affective Commitment 
Female 121 1.80±0.80 

1.370 .171 
Male 375 1.70±0.70 

Normative Commitment 
Female 121 3.23±0.67 

1.819 .070 
Male 375 3.10±0.68 

Continuance Commitment 
Female  121 2.52±0.67 

2.689 .007* 
Male 375 2.35±0.58 

Internal Satisfaction 
Female 121 2.14±0.75 

1.478 .140 
Male 375 2.04±0.58 

External Satisfaction 
Female  121 2.53±0.79 

1.174 .241 
Male 375 2.44±0.75 
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Table 3 shows the t-test results of the research. According to the analysis results, it was found 
that there was a significant difference only in the “Continuance Commitment” sub-dimension 
of the organizational commitment scale (p < 0.05). Females’ continuance commitment levels 
were higher than males. It was determined that there was no significant difference between 
the job satisfaction of the individuals according to the gender variable (p > 0.05). 

 

Table 4. Independent t-test results on scale scores according to the welfare status variable 

Welfare Status n Mean±Sd. f p 

Affective Commitment 

Low 49 1.78±0.98 

5.775 .003* Normal 390 2.06±0.66 

High 57 1.71±0.79 

Normative Commitment 

Low 49 2.91±0.69 

3.886 .021* Normal 390 3.31±0.67 

High 57 3.28±0.72 

Continuance Commitment 

Low 49 2.47±0.77 

.826 .438 Normal 390 2.39±0.56 

High 57 2.32 ±0.69 

Internal Satisfaction 

Low 49 2.47±0.85 

12.267 .000* Normal 390 2.03±0.53 

High 57 1.94±0.83 

External Satisfaction 

Low 49 3.13±0.79 

22.958 .000* Normal 390 2.41±0.70 

High 57 2.27±0.90 

 

In Table 4, the results of ANOVA analysis regarding the scale scores according to the welfare 
status of the individuals participating in the research were given. According to the analysis 
results, it was determined that there was a significant difference in the “Affective 
Commitment” and “Normative Commitment” sub-dimensions of the organizational 
commitment scale of the participants (p < 0.05). The mean scores of the participants with 
normal welfare status were higher than the scores of other individuals. Moreover, it was 
found that individuals with low well-being had higher levels of satisfaction in both internal 
and external satisfaction levels according to the high well-being of the participants (p < 0.05). 
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Table 5. Independent t-test results on scale scores according to the educational status variable  

Educational Status n Mean±Sd. F p 

Affective Commitment 

Highschool 149 1.56±0.63 

6.028 .003* University 320 1.78±0.73 

Postgraduate 27 1.94±0.92 

Normative Commitment 

Highschool 149 3.04±0.69 

3.524 .003* University 320 3.15±0.68 

Postgraduate 27 3.40±0.62 

Continuance Commitment 

Highschool 149 2.24±0.62 

8.061 .000* University 320 2.44±0.58 

Postgraduate 27 2.63±0.64 

Internal Satisfaction 

Highschool 149 1.92±0.60 

5.609 .004* University 320 2.13±0.63 

Postgraduate 27 2.23±0.69 

External Satisfaction 

Highschool 149 2.26±0.77 

7.976 .000* University 320 2.53±0.70 

Postgraduate 27 2.72±0.88 

 

In Table 5, the results of ANOVA analysis regarding the scale scores according to the 
educational status of the participants were given. According to the analysis results, it was 
determined that there was a statistically significant difference in all sub-dimensions of the 
organizational commitment scale of the participants (p < 0.05). The mean scores of 
individuals who continue their graduate education or postgraduate were higher than other 
individuals. Again, according to the educational status of the participants, it was determined 
that the scores of the individuals who continue or complete their graduate education were 
higher in both internal and external satisfaction levels (p < 0.05). 
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Table 6. Correlation analysis results between organizational commitment scale and job 
satisfaction scores 

 F1 F2 F3 F4 F5 

Affective Commitment 1     

Normative Commitment .096* 1    

Continuance Commitment .615* .335* 1   

Internal Satisfaction .604* .001 .444* 1  

External Satisfaction .484* .043 .401* .790** 1 

 

In Table 6, Pearson correlation analysis was performed to determine the relationship between 
the sub-dimensions of the organizational commitment scale and the sub-dimensions of the job 
satisfaction scales. According to the analysis results, it was determined that there was a 
positive and moderate relationship between “Affective Commitment” and “Continuance 
Commitment”, and “Internal Satisfaction” and “External Satisfaction” of the organizational 
commitment scale. 

4. Discussion 

When the job satisfaction levels of the individuals were examined according to their gender, 
the job satisfaction levels of the participants did not differ according to their gender. Studies 
on job satisfaction performed to determine whether the level of job satisfaction varied by 
gender. In this context, in the study by Koç and Yazıcıoğlu (2011), Doğan and Akandere 
(2019), Dumangöz (2021), which examined the relationship in job satisfaction, it was 
determined that the job satisfaction levels of individuals according to the gender variable did 
not differ. When the organizational commitment levels of females and males were examined, 
a significant difference was found in the “Continuance Commitment” sub-dimension. In other 
words, female continuance commitment sub-dimension scores were higher than male’s scores. 
In the study conducted by Bozkurt and Yurt (2013) to determine the organizational 
commitment levels of academicians, it was determined that there was no statistically 
significant difference according to the gender variable. In the study examining the 
relationship between perceived organizational commitment and organizational cynicism by 
Altınöz et al. (2011), it was determined that there was no significant difference in the 
organizational commitment levels of the participants according to their gender.  

When the organizational commitment levels of the participants were examined according to 
their welfare status, it was determined that there was a statistically significant difference in 
the sub-dimensions of “Affective Commitment” and “Normative Commitment”. In other 
words, individuals with normal welfare status had higher affective and normative 
commitment levels compared to other individuals. It was determined that there was a 
statistically significant difference between the job satisfaction levels of individuals according 
to their welfare status. In other words, it was determined that there was a significant 
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difference in both internal and external satisfaction levels according to the welfare of the 
participants. 

A statistically significant difference was found in both internal and external satisfaction levels 
of individuals according to their educational status. In other words, individuals who continue 
or complete their postgraduate education had higher levels of both internal and external 
satisfaction compared to other individuals. When the studies in the literature were examined, 
the results of the study conducted by Koç and Yazıcıoğlu (2011) did not match with the 
results of this study. When the organizational commitment levels of the participants were 
examined according to their educational status, it was determined that there was a statistically 
significant difference. In other words, it was determined that the organizational commitment 
levels of the individuals studying at postgraduate were higher. In the study conducted by 
Taşkın and Dilek (2010) on organizational trust and organizational commitment, it was 
determined that there was a statistically significant difference between Affective commitment 
and continuance commitment. In the study examining the relationship between perceived 
organizational commitment and organizational cynicism by Altınöz et al. (2011), it has been 
determined that organizational commitment differs according to educational status. 

5. Conclusion 

As a result of the Pearson correlation analysis performed to determine the relationship 
between the organizational commitment scale and the job satisfaction scale, it was found that 
the organizational commitment scale had a positive and moderate relationship between 
“Affective Commitment” and “Continuance Commitment” and “Internal Satisfaction” and 
“External Satisfaction”. Thus, in a study by Hoş and Oksay (2015) examining nurses’ 
organizational commitment and job satisfaction, a moderate and positive relationship was 
found between organizational commitment and job satisfaction. Moreover, in the studies 
conducted by May et al. (2002); Testa (2001); Gade et al. (2003); Rowden (2000); Finegan 
(2000), and Örücü (2010), It was found that there is a positive and significant relationship 
between job satisfaction and organizational commitment. 

As a result, it was determined that there was no difference between the job satisfaction levels 
of the participants according to gender, but the continuance commitment scores of the female 
were higher. It was observed that the participants with normal well-being status had higher 
scores of normative commitment, affective commitment, inner satisfaction, and external 
satisfaction. Moreover, it was determined that individuals who continue or complete their 
postgraduate education had higher levels of both organizational commitment and job 
satisfaction. It was determined that there was a positive and moderate relationship between 
“Affective Commitment” and “Continuance Commitment” and “Internal Satisfaction” and 
“External Satisfaction” of the organizational commitment scale. 
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