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Abstract: “Early childhood” is the most critical period in the development of a person. Supplying the children
with good education and positive environmental conditions plays a vital role in their physical, mental,
emotional and social development. Of course, preschool teachers are the main actors in this learning and
development process. The purpose of this study is to examine the effects of organizational assurance, affective
commitment and job satisfaction on individual job performances of preschool teachers. The study covers the
preschool education institutions in the province of Sakarya. The data were collected from 135 preschool
teachers in 19 institutions. After the exploratory factor analysis, data were analyzed by correlation analysis and
separate regression models. It was found that the positive effect of job satisfaction on individual job
performance is stronger than other variables. Assurance to the manager also increases the individual job
performance. On the other hand, a meaningful relation between organizational assurance and individual job
performance could not be found..
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I.  Introduction

The rise of competition in recent years due to globalization is also influencing the early childhood
education institutions in Turkey. “Early childhood” is a critical stage that is essential to laying the foundations
for a child’s development of personality and growing up as a healthy individual. When a child starts to school,
he has completed a major part of his development. Education is a process that starts with birth and continues
throughout the life. The foundations of a lifelong learning are laid during the first six years, “early childhood”.
Giving children a good education and supplying a positive environment plays a key role in supporting a child’s
physical, mental, emotional and social development. Undoubtedly the preschool teachers are the key component
to this process. For that reason, important duties are bestowed upon the business executives for maintaining the
organizational climate that either exists or requested to exist. The organizational climate and the purposes of the
organization that the business has are in a key position in creating harmonious attitude and behavior. Upon
establishing this harmony the positive effects on variables like the employees’ organizational commitment,
organizational citizenship behavior, organizational loyalty, job satisfaction, organizational assurance,
organizational sense of justice, work and organizational performance etc. These positive effects will ensure the
firm laying of educational foundations for the children who are our future. For those reasons the subject of the
research consists of affective commitment, job satisfaction, organizational confidence and individual work
performance relationships. The lack of research on affective commitment, job satisfaction, organizational
assurance and individual work performance relationships in preschool educational organizations in Sakarya is
the reason for his research. This research is based on the analysis of the data collected from the teachers who
work in preschool education organizations in Sakarya.

I1. Theoretical Framework

11.1. Job Satisfaction and Affective Commitment

Job satisfaction is generally the result of the perception of the individual over his/herneeds, the job itself
and what they get from the workplace conditions (Francies and Milbourn, 1980). Due to these perceptions, the
individual gives an emotional reaction to his/herorganization. This reaction is a sense of justice or equality the
individual gets from comparing his/herjob and what he/she gets out of it to his/herexpectations, desires and
needs. Thanks to the comparison the perception of justice leads to job satisfaction. (Lambert, Barton and Hogan,
1999). Job satisfaction is a personal assessment of the job conditions (job itself, attitude of the management) or
the results they get out of the job (wage, job security). Job satisfaction is a result of the individual’s internal
reactions towards the job and the perception of job conditions that is processed through the system of the
individual’s norms, values and expectations (Schneider and Snyder, 1975: 31). In that sense, job satisfaction is
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the employees’ perception of job and the benefits of it and also an emotional response to that perception
(Luthans, 1994: 114). Job satisfaction is usually considered a positive effect of the workplace experiences of the
employee. If the individual receives the necessary satisfaction from the job,he/shewill have a positive attitude
towards the job and the workplace (Erdogan, 1991: 376).

Organizational commitment is the psychological commitment the individuals feel towards the
organization. Commitment is a result or the interest in the job, loyalty and the strong faith in the organizational
values (O’reilly, C.,1995). Organizational commitment is defined in varying ways. The definition of
organizational commitment by Porter and his friends who are the most widely accepted in organizational
commitment literature emphasizes the existence of three distinct traits of organizational commitment (Porter,
Steers, MowdayandBoulian, 1974: 656):

i.  Strong beliefs about the acceptance of goal and values of the organization,
ii. Making an effort for succeeding the goals of the organization,
iii. Strong desire to continue membership to the organization.

On the issue of organizational commitment a multidimensional organizational commitment model developed by

Meyer & Allen is known as a widely accepted and used model. In Meyer & Allen’s three factors based

organizational commitment model that consists of affective, normative and compulsory commitment:

= Affective commitment is defined as interest in the organization, identifying self with the organization and
embracing the goals and values of the organization.

=  Compulsory commitment is the individual’s commitment to the organization that is born out of the fear
over financial situation that they have to endure in a scenario in which the individual is unemployed due to
being removed from the organization.

= Normative commitment is a result of the perception of moral necessity about remaining in the organization
and includes moral values and beliefs (Meyer, J.; Stanley, D., HerscovitchandTopolnytsky, L., 2001).

The employee prefers remaining in the organization due to feelings like loyalty, duty and obligation.
(Clugston, M., 2000).While job satisfaction as a positive workplace attitude is a reaction to the individual’s job
and job conditions, organizational commitment describes the attitudes of the person towards the entirety of the
organization (Luthans, 1994: 108-113).

11.2. Organizational Assurance

According to Matthai, assurance is the issue of organization’s assistance with its corresponding words
and actions, when the employees are faced with uncertainty and a risky situation (Ertiirk, 2008). According
toZaheervd (1998) trust is an expectation towards the other side on whether or not they will fulfill their
obligations, act as the claimed they would and negotiate fairly in pragmatic situations (Tuzun, 2007). It is a
concept earned as a result of the behavior based on mutual respect and courtesy for the benefit of the members
of the organization (Taylor, 1989)

According to Mishra and Morrissey, organizational assurance can be developed based on four
dimensions. First is open communications within the organization, second is an active role of the employees in
the decision making process, third is sharing data and information and fourth is an accurate statement of feelings
and expectations (Gilbert and Tang, 1998).

Strategy and policies of the organization is also effective in establishing organizational assurance. Said
situation can be exemplified with the following case; According to the Milanese Kustermann who supplies a
high class employee forthe organizations; “Conditions for promotion are obvious. The new recruits are told
what to expect and what is expected of them. All new recruits know that we have a “grow or leave” system. If
they don’t show a continuous reputation increasing progress in their respective field, they will eventually leave
the company. When somebody leaves, it is never a surprise because this individual has had a lot of reviews
during all the years they spent in the company and every chance of benefiting the unique feedback from the chief
executive or the concerning manager.” As it is seen the assurance is dependent on the transparency of the
strategies and policies that are pursued. The sense trust and commitment of the employee who perceives and
accepts the organization this way is naturally born (Cohen andPrusak, 2001). With this example in mind, in
order to establish organizational assurance, a trustworthy organization needs to be established (Demirel, 2008).
Assurance is an important factor in organizational climate, employee performance and commitment to the
organization. (Laschinger, FineganandShamian, 2001).

There are many different distinctions on studies relating the issue of assurance. But the most important
distinction is the assurance in the individual versus the assurance in the organization (Luhman, 1979; Nyhanand
Marlowe, 1997; Tan and Tan, 2000). According to Luhman (1979)’s distinction on the assurance in the
individual and the assurance in the organization, assurance in the individual is based on the differences of
personality and is unique to individuals, whereas the organizational assurance is more about the institutions
rather than the individuals. Shockeleyet al.(2000), stated that while the assurance in the individual reflects the
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expectations from personal relationships and behaviors, assurance in the organization reflects the expectations
of the individual concerning the relationships and behaviors relating the organization. The assurance in the
manager which comes out of the assurance in the individual is the belief that the manager will keep their
promises, be consistent and fair, give open and correct answers. (Reinke, Baldwin,2001). According to Tan and
Tan(2000); although the assurance in the manager and the assurance in the organization are related factors, they
are different concepts. They have detected that the assurance in the organization can be integrated with variables
that affect the entirety of the organization like organizational support or organizational justice, whereas the
assurance in the manager has a close relationship with close variables like the capabilities, respectability and
generosity of the manager. They have also detected that the results of the employee’s assurance in the
organization and the manager. While assurance in the organization increases organizational commitment and
affects employee circulation, assurance in the manager affects employee satisfaction and progressive behavior.

11.3. Individual Job Performance

Performance assessment is accepted as a helpful tool by the organization and by the employee.
Performance assessment has two important goals. One of these is to acquire information about job performance,
since this information will be useful while making managerial decisions. Decisions relating to wage increases,
bonuses, education, discipline, promotions, career planning and other managerial activities are based on the
information gathered by the performance assessment. A managerial board of an organization should not make
managerial decisions without the decisions made in the performance assessment. Like other policies relating to
human resources, performance assessment too is based on legal standards blocking discrimination against any
particular group (Micolo, 1993).

The second goal of performance assessment is to receive feedback on how close are the employees to
the standards determined in the job descriptions of the employees and job analyses. This feedback, when
delivered to the employees in a positive way and supported with professional education, can be very useful.
Most employees would like this sort of constructive and confidence increasing feedback. This feedback will also
help the employees see what direction their careers gowithin the organization. For example, it would show if the
employee is ready to take a greater responsibility or if the employee needs education to sustain their current
status. (Palmer, 1993)

According to Pasa (2007), there are three factors that make the individual performance:

i. Focusing: First step to increase individual performance is to ensure focus. In working life, performance,
also known as success has nothing to do with luck. There are no ways to success with general acceptability
like being in the right place at the right time or knowing the right person. Maybe these would help. The real
performance can only be acquired by knowing how to prepare for it. What that means in the workplace is
having a developed method for knowing who should do what and when.

ii. Qualification: Qualification is called the talent, knowledge and skill that lead to better performance. Talent
comes with birth. Skill comes with experience. According to another definition qualifications are behavioral
groups that include traits like personality, organization, interest and motivation. The qualifications are the
actions that the employees take with knowledge, skill and attitudes that they have developed with
compatibility to the beliefs and values system in order to get organization, department and personal results.

iii. Dedication: Dedication is the process of the employee identifying themselves with the business that they are
in and make their own goals compatible to the organization’s goals in order to help the business reach its
goals and feel the need tostay longer in the business (Bite, 2011).

According to Hume, performance management is a systematically developed approach to manage
human resources. This approach contains the motivation of the human resources of an organization, in order to
motive them to realize their maximum performance (Ozmutaf, 2007).

11.4. The Effects of Affective Commitment, Job Satisfaction and Organizational Assurance on Individual
Job Performance

Studies about organizational commitment have indicated that the commitment has positive influences
over organizational effectiveness and productivity and job performance (Meyer, J.et al., 2001, Steers, R.M.,
1977, Porter L. et al., 1974). Chaw(1944) states that the high level of commitment leads to more responsibility,
more loyalty and a higher productivity most of the time. An employee with a high performance wanting to stay
in the organization increases organizational productivity. Since they put an effort with high level of
organizational commitment, they do not consider leaving. (Col G. 2004)

Studies have shown that amongst the factors of organizational commitment; affective commitment and
performance have a stronger positive relationship than normative commitment and performance and a negative
relationship between obligatory commitment and performance (Meyer J.; Becker, T. andVandenberghe, C.
2004).
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Aryee and Heng (1990) have shown with their studies that there is not a strong enough connection
between commitment and performance. Similarly Zajac (1990), after stating that this relationship is weak,
pointed out that the most important reasons for this weak relationship are economic circumstances and
expectations and family obligations. While high financial expectations (like high salary, social facilities, reward
and premiums) affects organizational commitment and performance negatively, financial expectations being low
affects it positively. According to Becker (1996), one of the reasons for a weak relationship between
commitment and performance is that the commitment to the manager and the organizational commitment are
very much integrated. A manager’s care for performance and a fair assessment of performance can increase
organizational commitment and performance(Giil, M. &Ince, H. (2005).

When the relationship between performance and job satisfaction is considered, most researchers have
an acceptance that job satisfaction is an important issue understanding the organizational effectiveness and the
relationship between job satisfaction and performance is positive (Organ, D.W.,1988, Rusbelt, F. & Rogers, M.
1988, Saari, L. & Judge, T. 2004).

Judge, Thoresen, Bono and Patton (2001) who analyzed the last 301 studies on the relationship
between job satisfaction and performance concluded that there is a high correlation between satisfaction and
performance. The relationships between job satisfaction and performance are even more so in more complex
jobs (Saari, L. and Judge, T. 2004). When employees like their jobs and have high levelsof job capabilities,
there is a clear relationship between job satisfaction and efficiency (Mullins, L.J. 1993). From a positive
perspective, the individual who experiences job satisfaction is more prone to pro-social behavior like helping
other employees, clients and more open to cooperation. As a result, many organizational behavior researchers
express the importance of job satisfaction and the importance of it to organizational efficiency to managers. On
the other side, low job satisfaction may have a lot of negative effects on the organization(Luthans, F., 1994).

A research done in Gaziantep on 298 people by Biite (2011) has shown that trust has a positive
influence over performance. Yousef (2000:15) and Uygur (2007:81) have stated that organizational commitment
and performance has a positive but weak relationship. Altag and Cekmecelioglu’s (2007:54) study has proven
that the affective and normative commitments positively affect job performance and normative commitment has
a stronger influence.

I11. Research Methodology and Findings
111.1. Methodology of Research

Polls have been used as the data collection tool in the research. In the survey form there have been
questions asked relating to each one of the variables in the research model. A 5-pointLikert-type scale has been
used. Levels of agreement within the scale are 1=absolutely disagree, 2=partly disagree, 3= undecided, 4=partly
agree, 5=absolutely agree. The data has been collected between September 2012 and February 2013 by the
researcher. Evaluation of the research data was done by SPSS 16.0 for Windows statistics package program. The
data was analyzed for factor analysis, reliability, correlation and regression, made a frequencydistribution for
demographic variables, calculated the average and standard margin of error.

In the research, 4 questions concerning the “affective commitment” variable have been adapted from
the research of Meyer and Allen (1991), 5 questions concerning “job satisfaction” have been adapted from
Rusbelt, Farrell, Rogers veMamous (1988), 12 questions concerning “organizational assurance” from Nyhan
and Marlowe (1997) and 4 questions concerning individual job performance from Kirkman and Rosen (1999).
Questions concerning the relationship between affective commitment, job satisfaction, organizational assurance
and individual performance have been classified under 5 factors. These factors and questions concerning them
are affective commitment, job satisfaction, and organizational assurance over the assurance in the manager and
the organization and individual job performance.

111.2. Research Model and Hypotheses

This research concerning the relationship between affective commitment, job satisfaction,
organizational assurance and individual performance, affective commitment, job satisfaction and organizational
assurance relating to the assurance in the manager, dimensions of the assurance in the organization and
individual performance variables have been used.

There have been five variables in the research. As the independent variable affective commitment, job
satisfaction and assurance in the manager and the organization have been used. The independent variable is the
individual job performance. The hypotheses to be tested in the research are the following:

Hypothesis 1: Affective commitment has a positive effect on individual job performance.
Hypothesis 2: Job satisfaction has a positive effect on individual job performance.
Hypothesis 3:Assurance in the manager has a positive effect on individual job performance.
Hypothesis 4: Organizational assurance has a positive effect on individual job performance.
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111.3. Findings
111.3.1. Demographic Characteristics

As it is seen in Table-1, out of 135 employees who responded to the polls, 0.74% are men, 99.25% are
women. 58.7% of the participants are married, 38.4% are single. 65.9% are 1 to 5 years, 18.8% are 6 to 10
years, 4.3% are 11 to 15 years, and 5.1% are over 16 years of seniority. 95.7% of the participants have
undergraduate and 2.2% have graduate degrees. 63% of the participants work in educational institutions with
fewer employees than 50, 25.4% work in educational institutions above 50 employees. 47.8% are below the age
of 30, 35.5% are between 31 and 35, 7.2% are 36 to 40, 4.3% are 41 to 50 and 2.9% are over 50.

Tablel.Demographic Properties of the Sample

Frequency Percentage Frequency Percentage

GENDER MARITAL STATUS
-Male 1 74 -Married 81 58.7
-Female 134 99.25 -Single 53 38.4
LENGTH of SERVICE AGE
1-5 years 91 65.9 - Less than 30 66 47.8
6-10 years 26 18.8 - 30-35 49 355
11-15 years 6 4.3 - 36-40 10 7.2
16+ years 7 5.1 -41-50 6 43

- 50+ 4 2.9
NUMBER of EMPLOYEES EDUCATION 132 95.7
-Less than 50 87 63.0 -University Graduate 3 2.2
-50-100 35 254 -Masters/PhD

111.3.2. Factor Analysis Concerning the Research Variables

In this part of the research statements relating the five variables within the model have gone through
factor analysis. Within the model there have been 24 statements concerning the factors of affective commitment,
job satisfaction, assurance in the manager, organizational assurance and individual work performance. The
analysis results concludes the KMO value came out 0.900>0.5. There are five variables in the research model.
Questions concerning said variables and factors that are in the polls are shown in detail in Table 2.

Table2.Factor Analysis Results Concerning the Research Variables
Affective Commitment | Job Satisfaction

EEH

S5 ]

Managerial Assurance | Oteamizational Assutance | Indiwidual Job Performance

1. Twill be happy to work in this organization durmg my remaming carser J
2.1 feel the problems of my organization 2 my own problems NE
3. This orgamzation has 2 personal meanmg for me 1
4.1tk proudly about my organtzation, outside 76
1. My job plezses me, when thmk about all the conditions Sy
2.Tlove my job f36
3. Tadvise my job to anyhody Rl
4. My cusrent job fits with my idel job of my dreams S
3. My current job complies with my expectations when [ started to work here 1
1. My assurance to my manager is full about his her techmical adequacy about 34
mportant topics related with his het job
2. My assurance to my manager’s well considered decisions is full 80
3. My assurance i full fo my manager that he'she will mot leave the job £98
4. My zssurance is full to my manager's apprehension to 2 rezsonzble extend 881
3. My assurance i full fo my manager that he'she rezsonzbly doss his job 33
. My assurance 15 full to the nightfulness of what my manager tells, 2t amy topae 63
7. My assuranee 15 full to my menager that he'she can perform hisher job 360
without causing zny other problems
§. My assurance 15 full to my manager that he'she thinks carefully about what 360
he'she doss
1. The assurance level between the managers and the employees & quite high m K3
this organization
2. Th assurance level between the people whom [ am workmg with is quite hugh 5l
3. The assurance level among us m this orgenization is quitz high m
1. T always complete my duties on tme I3
2. T realtze o exceed my goals [
3. Tquiekly solve if thete i a problem 87
4. Texzefly produce atover quality standards il

KMO0=0.900>0.5 Barlett’s Test p=0,00 Percentage of the total variance explained =71.13

111.3.3. Analysis Results about Variables
Average, standard deviation and Pearsoncorrelations concerning all the variables are presented
in Table 3. As it is seen in this chart, there is a 1% meaningful positive relationship between individual job
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performance and affective commitment, job satisfaction and assurance in the manager and organizational
assurance. The relationship between affective commitment and the variable assurance in the manager is stronger
than the relationship in assurance in the organization. However, although there is 1% meaningful positive
relationship between assurance in the manager and individual job performance, there is no evidence of
meaningful relationship between assurance in the organization and individual job performance.

Table3.Average, standard deviation and pearson correlations concerning all variables

Ort. S.S. 1 2 3 4 5
1.Affective commitment 4,10 77 ,642(a) | A427** ,403** ,278** ,263**
2. Job satisfaction 4,23 74 ,795(a) ,365** ,343** ,549**
3. Assurance in the manager 3,957 72 ,949(a) ,561** ,268**
4. Organizational assurance 3,735 ,95 ,938(a) ,152
5. Performance 4,208 ,65 ,903(a)

*Meaningful (both side) at .05 level ** Meaningful (both side) at .01 level

Table4.Pearson Correlations Related to Variables and Demographic Characteristics

Age Gender Marital Status | Education | Length of Service Number of Employees
1.Affective commitment ,193* | ,050 -,161 -,019 ,176* ,055
2. Job satisfaction ,076 ,035 ,008 -,009 ,069 ,066
3. Assurance in the manager -,034 | ,342** ,139 ,009 ,001 -,093
4. Organizational assurance -,039 | ,192* ,057 ,044 -,141 -,025
5. Performance ,132 -,040 -,114 -,50 ,103 -,008

*Meaningful (both side) at .05 level ** Meaningful (both side) at .01 level

Demographic variables and the relationships between affective commitment, job satisfaction,
organizational assurance and individual performance have been evaluated. Affective commitment and age,
seniority has a positive 5% relationship. Findings on gender are remarkable. There is a 1% positive relationship
between gender and assurance in the manager. There is a 5% positive relationship between gender and assurance
in the organization.

Table 5: Effect of Affective Commitment on Individual Job Performance

Independent Variables Individual Job Performance
Model 1
[ t

Affective Commitment 263 3,091**

Model F 9,555

Model R2 ,0069

**p< .01 *p<. 05 (single sided)

Table6: Effect of Job Satisfaction on Individual Job Performance
Individual Job Performance

Independent Variables Model 2
[ t
Job satisfaction .549 7,517**
Model F 56,501**
Model R2 0.301

**p< .01 *p<. 05 (single sided)

Table 7: Effects of Assurance in the Manager and Assurance in the Organization Dimensions on
Individual Job Performance

Individual Job Performance
Independent Variables Model 3

0 t
Assurance in the Manager .249 2,371**
Assurance in the Organization .016 ,155
Model F 4,383**
Model R? 0,067
**p< .01 *p<. 05 (single sided)

111.3.4. Hypotheses Test Results
The test results of the hypotheses of the research are summarized in Table-8.

Table 8: The Results of the Tested Hypotheses

Result
Hypothesis 1: Affective commitment has a positive effect on individual job performance. Accepted
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Hypothesis 2: Job satisfaction has a positive effect on individual job performance Accepted
Hypothesis 3: Assurance in the manager has a positive effect on individual job performance. Accepted
Hypothesis 4: Organizational assurance has a positive effect on individual job performance. Rejected

IV. Result and Suggestions

In this research the relationship between preschool teachers’ affective commitment, job satisfaction and
assurance in the manager and the organization has been observed. The research results show the strong and
positive influence of affective commitment, job satisfaction, assurance in the manager and the organization on
the individual job performance. The results match with similar researches in the literature (Bute,2011)

The positive influence of the assurance in the manager on the individual job performance has been
detected. This means the more the preschool teachers trust their managers more their individual job performance
will be. However there has been no sign of meaningful findings in the research about organizational assurance’s
influence on the individual job performance.

When the effect of job satisfaction on job performance is studied, both the correlation and the
regression analyses show that people being satisfied with what they do increases individual job performances.
When organizational commitment factors’ influence on individual job performance are observed, correlation
and regression analyses have shown that affective commitment has positively influenced job performance. The
researches that Meyer and friends did (2001) in North America have shown that affective commitment has an
even greater influence on job performance. For that reason business executives who are looking to improve
organizational performance should show an interest in managerial decisions that increase organizational
assurance, job satisfaction and affective commitment which increase job performance.
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