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Abstract

The purpose of this study is to determine the effect of gender on the organizational commitment of teachers. In
this respect, the levels of organizational commitment were also investigated with organizational commitment.
Fifteen master and doctorate theses done between 2005-2009 were analyzed using meta analysis. At the end of
the research study, the mean effect size was calculated as -0,07. It means that the effect of gender on the orga-
nizational commitment is on the favor of males. Particularly, it was found that the effect of gender is in the favor
of males at the levels of identification and internalization. Male teachers can adopt the norms and values of the
organization easier than females. On the other hand, female teachers have a tendency of organizational com-
mitment so as to carry on their acquisition.
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A human being who is a social creature spends his
most of lifetime in organizations. An organization
emerges in need of cooperation. People need coop-
eration in order to fulfill their purposes. While an
organization is a tool to accomplish one’s purpose,
an individual can be thought as a tool to succeed in
organizational purposes.

Organizational commitment is the promise and
pledge of any responsibility in the future (Zangaro,
2001, p. 14). Organizational commitment is a re-
sponsibility felt by an employee in order to identify
with the norms and purposes of the organization
(Buchanan, 1974, p. 533). Organizational commit-
ment can’t be thought as a simple loyalty. Organiza-
tional commitment has been defined as involving
an employee’s loyalty to the organization, willing-
ness to exert effort on behalf of the organization,
degree of goal and value congruency with the or-
ganization, and desire to maintain membership
(Cohen, 2007, p. 336).
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In the light of all these definitions, organizational
commitment is a definite desire to maintain or-
ganizational membership, identification with the
purposes, successes of organization, the loyalty of
an employee,and a willingness to exert consider-
able effort on the behalf of the organization.

There are various classification for organizational
commitment. In Turkey, the classification per-
formed by O’Reilly and Chatman (1986, p. 492)
with Allen and Meyer (1990, p. 2-5) was mostly
used. O’'Reilly and Chatman (1986, p. 492) implies
three levels for organizational commitment:

The Level of Accordance

The level of accordance defines a shallow organi-
zational loyalty (Balay, 2000, p. 68). The employees
feel the necessity of accordance in order to record
gains. Accordance is the first step of commitment.
It is possible to say that an individual feels the
necessity of accordance because of an award or a
penalty. An individual tries to accord with the oth-
ers for pay rise or promotion (Bursalioglu, 2005, p.
143).



AYDIN, SARIER, UYSAL / The Effect of Gender on Organizational Commitment of Teachers: A Meta Analytic Analysis

The Level of Identification

It is the second level of commitment. Identification
defines the influence between the individual and
the group. An individual feels himself as a part of
the group when he gets the opportunity to express
himself freely. When a person identifies with the
organization, his job satisfaction gets higher while
his tolerance with the ambiguity is low. If his level
of identification is high, he accepts the success of
the organization as his own (Basaran, 2000, p. 33).

The Level of Internalization

This is the last level of commitment. It defines the
accordance between the organizational and per-
sonal norms. An employee makes the organiza-
tional norms and values willingly not by forcing
(Bursalioglu, 2005, p. 144).

Allen and Meyer (1990) identify three types of
commitment; affective commitment, continuance
commitment and normative commitment.

Affective Commitment

Affective commitment is defined as the emotional
attachment, identification and involvement that an
employee has with organization and goals (Wiener,
1982, p. 427). Affective commitment of an em-
ployee is the identification of an employee with a
particular organization (Chen & Francesco, 2003,
p. 501). It is a belief that acceptance of the organiza-
tion’s goals and values, a willingness to focus effort
on helping organization achieve its goals and a de-
sire to maintain organizational membership.

Continuance Commitment

Continuance commitment is the willingness to re-
main in an organization because of the investment
that an employee has with ‘nontransferable’ invest-
ments like rank, retirement money (Obeng & Ug-
boro, 2003, p. 87). The main factor that influences
this kind of commitment is the maintenance in the
organization (Yalgin & Iplik, 2005, p. 395). Con-
tinuance commitment means that disadvantages
are when an employee will face when he leaves the
organization.

Normative Commitment

Normative commitment is the commitment that a
person believes that they have to the organization
or their feeling of obligation to their workplace

(Wasti, 2002, p. 536). It is a ‘generalized value of
loyalty and duty? It is a moral obligation to the or-
ganization (Giil, 2003, p. 45).

Schools are the fundamental organizations of edu-
cational systems. Schools fulfill the organization-
al, educational, and administrational purposes.
Teachers and administrators perform their tasks
using their own skills information and behaviors.
In order to accomplish all these implied duties we
need highly motivated and identified employees
(Balay, 2000, p. 3).

For Web, Metha and Jordan (1992, p. 538) the re-
sults of research studies show that effective schools
and their characteristics are closely related to or-
ganizational commitment. They added that the
schools with teachers having high organizational
commitment are effective schools.

It is obvious that we need effective practices to sup-
port the motivation and performances of teachers,
so organizational commitment and the factors af-
fecting commitment should be analyzed. However,
it is stated that job satisfaction of teachers depends
on not only good physical and economic factors
but also psychological satisfaction by teaching
(Celep, 2000, p. 146).

Particularly, the relationship between organiza-
tional commitment and gender has become the
subject of several research studies (Balay, 2000;
Karrasch, 2003; Simgek, 2002). The research-
ers who studied on the stated subject had differ-
ent results (Arbak & Kesken, 2005; Aven, Parker,
& McEnyoy, 1993; Simsek, 2002). According to
some, men have stronger and constant feeling of
organizational commitment than women because
of higher salaries and better occupational positions
(Arbak & Kesken, 2005, p. 82). According to oth-
ers, females have higher organizational commit-
ment (Kamer, 2001; Dixon, Turner, Cunningham,
Sagas, & Kent, 2005). For another group, gender
doesn’t affect the organizational commitment (Ba-
lay, 2000, p. 165).

There are various factors that affect organizational
commitment. Academicians and researchers put
these factors into different categories. Charles
Schwenk stated that these factors were previous
experiences, demographic features, organizational-
functional factors, and situational factors (Balay,
2000, p. 51).

The purpose of this study is to analyze the effect of
gender on the organizational commitment of teach-
ers. In accordance with this aim, the classification of
organizational commitment was also investigated.
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The fifteen theses between 2005-2009 were pre-
ferred. The research problem in this study is that
whether teachers’ gender affects the organizational
commitment of teachers, if there is, how great the
effect size is.

Method

Within the parallelism to the aim of the research,
meta-analysis was used as the research method
that combined the research findings of the master
and doctoral thesis produced in Turkey. In this
section, the procedures that were carried out for
data collection, coding of the studies in terms of
the principles determined, the definition of inde-
pendent and dependent variables and calculation
of effect sizes were explained.

The purpose of this research study is to analyze the
effect of gender on the organizational commitment
of teachers. The theses done between 2005-2009
were preferred. Firstly, fifteen theses including nec-
essary information for meta analysis were obtained
and coded. While coding, the author, date, name of
the research study and its type and the sample with
the place it was performed were included. These
were shown in appendix 1.

Standardized effect size was preferred because of the

varieties in sample sizes and scales. While interpret-
ing the size effects, the classifications developed by
Cohen and Thalheimer and Cook were used.

The criteria a research study must have are stated
as being consistent with limitations and including
the necessary statistical data. The criteria set for the
study are as follow:

1. The theses of MD or PhD between 2005-2009
2. The data about organizational commitment
3. The teachers ‘opinions

4. The values of arithmetic mean and standard de-
viation

The effect size is one of the most important units
used in meta-analysis. The effect size is said to be
the fundamental of meta-analysis and it was devel-
oped by Cohen (1988, p. 40). It was defined as the
frequency of factual occurrence in society. There
are two models used in meta analysis; fixed effects
model and random effects model (DeCoster, 2004;
Shelby & Vaske, 2008).

Group effect meta analysis was used in the analy-
sis of the data. With the formula of d=(X X 3)/SD
Cohen’s d was calculated. X and X express experi-
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mental and control groups successively while SD
tells the standard deviation ($ahin, 2005). In this
research study experimental group was females
whereas the control group is males. When effect size
value is positive, it is in favor of females and when
negative, it is in favor of males. MS Office Excel soft-
ware was used to write formulas. The doctorate the-
ses entitled “The effect of the gender of education
administrators and of education administrators
who participated in the service training to their
tasks: a meta-analysis’ which was written by Ozcan
(2008) was partly used.

Results

In this part, the meta-analytic findings of research
studies about the effect of gender on the job satis-
faction of teachers are stated. Firstly, the frequency
and percentage of each research study is calculated,
and then effect size values are calculated.

Fifteen research studies are included in this study.
As shown in Table 1, most of the research studies
(41%) were carried out in 2009. 60% of the stud-
ies are done in Istanbul. 88% of the theses are at
master’s degree. 10 of the research studies were car-
ried out by using the opinions of primary school
teachers while 8 of them were done by using the
opinions of secondary school teachers.

6 of the research studies are on the topic of organi-
zational commitment. Similarly, 6 research studies
are related to the different level of organizational
commitment.

Using the fixed effect size model, the mean effect
size was calculated as -0,07 between the lower limit
of 0,36 and the upper limit of 0,44 with 95% con-
fidence interval. It means that the effect of gender
on the job satisfaction is in the favor of males. Ac-
cording to Cohen, Welkowitz and Ewen (2000) it
can be interpreted as low effect. For the classifica-
tion of Thalheimer and Cook, (2002) it is possible
to say that it has negligible effect. According to the
classification by Allen and Meyer (1990), the mean
effect size for effective commitment was low, it was
calculated as negligible for continuance and nor-
mative commitment. For females, the mean effect
size for continuance and normative commitment
increased. For the classification of O’Reilly and
Chatman (1986) the mean effect sizes were differ-
ent. For the level of accordance, it was calculated as
0.004 that was interpreted as negligible according to
the classification of Thalheimer and Cook (2002).
For the level of identification and internalization, it
was found out low according to the classification of
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Thalheimer and Cook (2002). For all these studies
mentioned above, according to Cohen et al. (2000)
the mean effect size was calculated as low and in fa-
vor of males.

For the fixed effects model, the effect size in popula-
tion is assumed to be the same for all studies includ-
ed in a meta-analysis. Therefore, the test of homo-
geneity (Q) was used. For all levels of organizational
commitment, except accordance and continuance
levels, the Q value was calculated greater than chi
square value of 11, 07. It means that the calculations
done by the fixed effects model is heterogeneous, so
the random effects model was used. The calculation
done by the random effects model shows that the
Q value is not greater than the chi square value. It
means that this study is homogeneous.

Discussion

In this research study, fifteen theses which include
the necessary data according to coding principles
were chosen. Most of the research studies were car-
ried out in 2007 and following years (93%).

According to the fixed effects model, the mean ef-
fect size was calculated as -0, 07. It means that the
effect of gender on the job satisfaction is in the fa-
vor of males. According to Cohen et al. (2000) it
can be interpreted as low effect. For the classifica-
tion of Thalheimer and Cook (2002), it is possible
to say that it has negligible effect. It can be interpret-
ed that male employees show slightly greater or-
ganizational commitment than females. For Allen
and Meyer (1990), the mean effect size for affective
commitment was low, and it was calculated as negli-
gible for continuance and normative commitment.
For females, the mean effect size for continuance
and normative commitment increased. For the clas-
sification of O’Reilly and Chatman (1986) the mean
effect sizes were different. For the level of accord-
ance, it was calculated as 0.004 which was interpret-
ed as negligible according to the classification of
Thalheimer and Cook (2002). For the level of iden-
tification and internalization, it was found out low
according to the classification of Thalheimer and
Cook (2002). It is possible to say that female teach-
ers have the organizational commitment in order to
maintain and save their gains with the feeling of the
necessity. Hrebiniak and Alutto (1972) stated that
females leave their organizations less than males.

This result implies that males have stronger organi-
zational commitment than females. This situation
is interpreted as (Aven et al. 1993; Eren, 2004):
Females think that the source of their commit-

ment and identity is their family roles. In other
words, being a mother is more important than
work. However, for males work is the first choice.
In addition, females quit an employment or stay
away from office more often. Similarly, some re-
search studies asserted that females have low level
of commitment too (Arbak & Kesken, 2005; Dixon
et al,, 2005; Yal¢in & Iplik, 2005). Alvi and Ahmed
(1987) stated that females have higher level of com-
mitment than males. Mowday, Steers and Porter
(1979) found that there was a coherent relationship
between organizational commitment and gender.
They added that females have higher level of com-
mitment than males, because they tried to do a lot
for their job status.

For the levels identification and internalization it
was calculated in the favor of males. It means that
males make the values and norms of organization
as their own. In this research study, it was found out
that there were differences between males and fe-
males in terms of organizational commitment and
its levels. For the levels of accordance and continu-
ance were found in favor of females while for the
levels of identification and internalization it was
on the favor of males. In addition, according to the
fixed effects model it is generally heterogeneous
while for the random effects model, it is homog-
enous.

Suggestions for the researchers and practitioners;

1. Educational administrators could help indi-
viduals in organizations to improve their com-
mitment by taking into consideration the request,
need, and expectation of different genders.

2. In this research study, it has been found that
the effect of gender is in favor of males. In other
words females have lower level of commitment than
males. We need more research studies to analyze the
reasons. In this context, educational policymakers
could evolve policies related to organizational com-
mitment of teachers.

3. In the light of the study results, female teach-
ers have commitment to maintain their advantages
they gained. Some required policies could be made
to increase the levels of identification and internali-
zation.

4. In this research study the effect of gender on
organizational commitment was analyzed. Re-
searchers could investigate the effects of other inde-
pendent variables on organizational commitment.
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