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Organizations are bodies composed of people who gather in order to reach specific objectives. This
situation prompts the organizations to produce people oriented policies and increase the interest in the
subject of organizational commitment. However, there are not much academic studies in Turkey on
organizational commitment. The general objective of this research was to assess the relationship
between organizational trust, organizational support and organizational commitment of
administrators/teachers. The participants of this research were administrators/teachers who are
employed in the secondary education schools in the provincial centre of Bolu, Turkey. The sample was
not taken in the research and it was worked on all universe. This research is in the form of a relational
screening model and was both descriptive and explanatory in terms of aim. 601 usable surveys were
gathered for this research using three scales. The explanation of the relation between the
organizational trust, organizational support and organizational commitment levels of the teachers and
administrators with a mathematical model has been realized via multiple linear regression analysis and
in the analyses enter method has been used. When the variance analysis regarding the perceptions of
the administrators and teachers about organizational trust, organizational support and organizational
commitment is inspected, the organizational commitments of the administrators and teachers exhibit a
meaningful difference according to the joint impact of organizational trust and organizational support.
The multiple linear regression model calculated has been also supported by LISREL software.
According to the findings obtained as a result of the studies carried out within this framework, it is
concluded that organizational trust and organizational support are the most substantial factors that
affect the organizational commitment. In accordance with the findings of this research, it can be stated
that organizational trust and organizational commitment of the administrators/teachers will be stronger
when they feel that their organizations are supportive and bound up in them.
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INTRODUCTION

Our age is experiencing a major change. The age in be contemplated in accordance with this age. The
which we are living is the one that witnesses the formation of this environment requires the existence of
maximum and fastest change (Erdogan, 2004, p.1). well-educated people and the implementation of human-

Therefore, the strategies to be developed in the field of centric policies towards staff (Rossen, 1999). This can be
education and the methods that will be implemented in achieved with the well planned and applicable education
schools in which these strategies will be realized need to policies.



In our age, the importance and power of education is
approved to be a meaningful factor for the happiness of
both the individuals and the nation. Within this scope,
education is used as a valid instrument to ensure the
happiness of the individuals and the nation and gains
strength day by day, by increasing its importance
(Basaran, 1999). Therefore, in order for education to fulfill
its individual, social and economic functions, it can be
said that there should be a balance and harmony
between the social and economic development objectives
of the society and the objectives of education. Such a
harmony is only possible when employees are supported
in their jobs, their trust in their organizations is provided
and their productivity is increased by developing their
organizational commitment.

Organizations are bodies composed of people who
gather in order to reach specific objectives. Organizations
need to utilize effectively the human factor which is one
of the most important resources in order to reach their
aims and maintain their continuity in the competitive
world (Topaloglu, 2010, p.1). Moreover, today individuals
who are educated, productive, accordant with organiza-
tional objectives and loyal to the organization enable the
organization to meet with success. This situation prompts
the organizations to produce people oriented policies and
increases the interest in the subject of organizational
commitment (Cetinel, 2008, p.1).

Social systems also have missions that can be
identified as maintaining their presence and carrying out
productive activities. Within this scope, finding motivating
factors in fulfilling organizational roles in an organization
and improving these factors are of prime importance for
organizational effectiveness and productivity (Akalin,
2006, p.1). Organizations have been developing methods
that will increase the organizational commitments of the
employees and; researching the factors underlying their
commitments; making evaluations regarding the benefits
that this commitment will provide, and analyzing the
bonds between these factors and organizational commit-
ment. According to the findings obtained as a result of the
studies carried out within this framework, it is concluded
that organizational trust and organizational support are
the most substantial factors that affect the organizational
commitment (Kaplan, 2010, p.106).

Organizational trust, organizational support and
organizational commitment in educational institutions are
not the phenomena that have been newly discovered.
Organizational trust, organizational support and organiza-
tional commitment are the approaches that have been
known, whose benefits have been believed in and that
have been implemented for a long time. However, these
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implementations are limited to people and cannot be
institutionalized adequately.

In the literature, different research regarding organiza-
tional trust, organizational support and organizational
commitment has been conducted in the fields of
psychology, business, health, tourism etc. However, the
frequency of occurrence of the implementations about
organizational trust, organizational support and organiza-
tional commitment especially in the official educational
institutions is very limited. In this research, the
perceptions of the administrators and teachers who are
employed in the secondary education schools, regarding
organizational trust, organizational support and organiza-
tional commitment and the relation between them, have
been analyzed.

Organizational trust

Organizational trust means that even though employees
do not have the possibility to affect the decision makers,
they believe that the organization will work for their
benefit or at least will not harm them, and they are
voluntary to be undefended against the behaviors they
will not control (Cetinel, 2008, p.2). Increase in the rate of
environmental and economic changes, rise of the need
for flexibility and cooperation, appreciation of the team
and team works, and transformation of the relations with
the employees and career patterns have raised the
importance of organizational trust. It is estimated that
organizations cannot reach their goals without trust.
Moreover, trust is one of the most important elements of
efficient relationships and mutual trust is a vital situation
(Iscan and Sayin, 2010, p.196).

In the studies of Nyhan and Marlowe (1997, p.615),
trust consists of three dimensions that measure the belief
that an individual or group makes confidential efforts to
behave in accordance with any commitment, is honest in
negotiations; doesn’t take excessive advantage of
another. Therefore, organizational trust is assessed by
emotional, cognitive and intended behavior dimensions.
In the researches regarding trust, firstly it engaged
psychologists, sociologists, political scientists and
economists, and then it became the subject of studies in
the fields of organization theory, management and
organizational behavior (Asunakutlu, 2006, p.18). In the
most general sense, trust is perceived as honesty and a
concept based on truth (Koc and Yazicioglu, 2011, p.47).

According to Ozer et al., 2006, p.106, trust comprises
the belief in commitments of an individual or a group to
their behavior and intentions, their expectations
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regarding moral, fair and constructive behaviors, and
considering the rights of others; and according to
Luhmann (1979, cited by Vo, 2010, p.18), it represents
the level of reasonable, moral and predictable confidence
of someone in someone else. In the studies performed,
trust comes into existence at both individual and
organizational level, but trust in a person and trust in an
organization are different concepts. In the studies of
Nyhan and Marlowe (1997, p.618), organizational trust
generally involves trust in organization and trust in
supervisor, and in the literature, a combination of these
two concepts is named organizational trust. Within this
context, trust underlies all the intraorganizational
relationships horizontally and vertically (Demircan and
Ceylan, 2003, p.142).

Gilbert and Li-Pang (1998, cited by Ribbers, 2009, p.7)
formulated organizational trust as “a feeling of confidence
and support in an employee; it is a belief that an
employer will be straightforward and succeed in his/her
commitments”. Mishra et al. (1990, cited by Durdag and
Naktiyok, 2011, p.15) summarized it as “perceptions of
the employees concerning the support provided by the
organization, and their belief that the leader will be
honest and stand by his/her word”. In one sense, this is
the work environment where the employees feel intimate
with and adopt each other.

Within this context, trust models become prominent in
institutionalizing trust. In order to reflect the accepted
differentiation of system and staff trust, researchers adopt
generally the model developed by Luhmann. In this
model, trust in supervisor represents the staff trust
towards the present supervisor that is the most important
mediator of organizational or environmental complexity
and the organizational trust distinguishes the attitude of
trust towards the organization as a whole (Nyhan and
Marlowe, 1997, p.617).

Organizational support

In recent years, behaviors towards increasing the
efficiency and productivity in organizations have been
examined widely in the literature. Especially the subject
of organizational support is the one which gains impor-
tance because of the competition, chaos and uncertainty
in the business world of the 21% Century. Therefore, the
efforts of organizations to deal with the needs of their
employees and satisfy them enable the employees to feel
themselves precious, capable and necessary. As a result
of this, the concept of organizational support comes into
existence (Kose and Gonulluoglu, 2010, p.87). Organiza-
tional support is the belief that employees develop about
how much the organization for which they work values
their contributions and cares about their well-being
(Akalin, 2006, p.9).

In today’s business world, employees need to be
supported in their organization as a matter of human

psychology. Organizational support which is extremely
important for employees is one of the meaningful
resources for meeting the emotional needs such as being
respected, accepted, approved and valued. With
organizational support, organization remarks that it is
aware of the employees’ contribution to the organization,
it cares about their well-being and it is pleased to work
with them, and meets the individual’s need to belong, be
respected and approved (Armeli et al.,, 1998, cited by
Ozdemir, 2010, p.133; Martin, 1995, cited by Akin, 2008,
p.142).

In the organizational support theory, Eisenberger et al.
(1986, p.500) stated that employees form a general belief
regarding how much the organization values their
contributions and cares about their well-being. Moreover,
in their definition, they focused on the perceptions
concerning that the organization cares about the
contribution of the employees and values their well-being,
as well as the perceptions about whether the organization
realizes the rules, policies and activities affecting the
employees voluntarily or with external effects. Because it
is stated that the faith in the fact that the organizations
realize the organizational activities voluntarily in favor of
employees affects perceived organizational support
positively (Eisenberger et al., 1986, p.504). The concepts
that can be deducted from the definitions made by
researchers can be evaluated that the organization
values the contributions of the employees, cares about
the well-being of the employees and the policies, rules
and activities that affect the employees are based on
voluntariness.

While focusing on the consequences of perceived
organizational support, Rhoades and Eisenberger (2002,
p.699-701) define the factors affecting organizational
support as characteristics such as justice, supervisor
support, rewards such as recognition-payment-promo-
tion, business conditions such as job safety, autonomy,
stressful  factors, education, magnitude of the
organization, personal and demographical features of the
employees, and express the consequences as impacts
on work such as organizational commitment, job
satisfaction and positive mood and interest in work,
fulfillment, tension, desire to stay in the organization and
behavior of separating from the organization.

Organizational commitment

In a general sense, commitment is characterized as the
psychological power of someone, who commits
themselves to an organization, by Maranto and Skelly
(2003) and it is evaluated as the relative power of
someone who identifies themselves with an organization
and is involved in a specific organization (Lahiry, 1994,
cited by Puusa and Tolvanen, 2006, p.31).

Mowday et al. (1979, p.225) identify commitment as a
bond or loyalty. These researchers state that commitment



has three components, which are the commitment to the
values and objectives of the organization, the desire to
belong to the organization and the request to endeavor
for the benefit of the organization. As remarked by Cetin
(2004, p.90), it is possible to conclude that organizational
commitment means the psychological commitment of the
individual such as participation in work, the loyalty to and
the faith in organizational values.

Organizational commitment has been understood
generally as psychological commitment in the research
carried out so far and it has been identified in this direc-
tion. According to these identifications, organizational
commitment is employee’s adoption of the objectives and
values of the organization with the desire to stay in the
organization and endeavor for it; the employee’s
identification with the objectives and values of the
organization without financial worries, as primary aim by
feeling the desire to stay in the organization, and
psychological commitment of the employee to the
organization (Balay, 2000, p.16; Beckeri et al., 1979,
cited by Tella et al., 2007, p.6; Yuksel, 2003, p.176).

Today, the concept of organizational commitment has
become one of the contemporary subjects that need to
be focused on. In the organizational commitment model
developed by Allen and Meyer (1990, p.2), commitment
approach is defined as affective, continuance and
normative commitment. Affective commitment is the
atmosphere where the individuals adhering strictly to the
organizations identify, and integrate themselves with the
organization, and feel content to be a member of the
organization. Continuance commitment is the situation in
which gains occur when the employee continues to work
and penalty occurs when he/she does not continue to
work. Normative commitment is the responsibility for and
faith in the organization the individual has.

In the forthcoming years, Allen and Meyer expanded
the perspective of organizational commitment and
developed a new model of universal organizational
commitment in order to complete many definitions of
rapidly increasing commitment in research literature in
their study of 1991. In 1997 they identified organizational
commitment as a psychological condition regarding the
question how the individual seeks his/her organizational
commitment, and the desire to stay in the organization. In
this research, it is found out that according to the three-
component model of organizational commitment of Meyer
and Allen (1997, p.2), there are three tendencies
characterized as the employee’s commitment to the
organization.

It is assessed that the indicators of organizational
commitment which Atak (2009, p.89) utilized in his
research will be a good example to summarize the defini-
tions of organizational commitment. Atak (2009) accepts
the indicators of organizational commitment as follows:
(a) Adopting the organizational objectives and values, (b)
Making extraordinary endeavors and sacrifices for the
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organization, (c) Feeling a great desire to stay in the
organization, (d) Identification with the organization, (e)
Internalizing the organizational objectives and values.
Within this context, emotional commitment of
employees to the organization, their identification with the
organization and their participation are expressed as
“affective commitment” (Cetin, 2004, p.95). At the same
time affective commitment can be described as emotional
bond of employee to organization, its identification and its
participation in the organization. The commitment of the
employees to the organization as a result of the
comparison of the cost of leaving from the organization
with the cost of staying in the organization can be
described as “continuance commitment”. The employee,
who understands that the cost of releasing from the
organization is higher than the cost of staying in the
organization, stays in the organization because he/she
needs to (Cetin, 2004, p.95). “Normative commitment”
can be explained as the commitment of the employees to
the organization with the sense of obligation. This type of
commitment stems from the fact that the employees feel
obliged to stay in the organization continuously because
of the personal commitment or loyalty (Cetin, 2004, p.96).
These definitions are accentuated because studies about
them are focused on and their relations with other
variables are examined within the scope of the research.

The relationship between organizational trust,
organizational support and organizational
commitment

Organizational trust and organizational support are
meaningful concepts for organizational commitment. As
long as the employees feel the support of the supervisors
in the activities they carry out and their endeavors are
cared about and appreciated, the trust they feel for their
organizations and supervisors will increase, their
commitment will improve, consequently they will strive
more for their organization to reach its goals and aims.
Consequently, much research has been conducted
about organizational trust, organizational support and
organizational commitment. For example in Akalin’s
(2006, p.43) research, it is stated that human resources
applications affect the relation between perceived
organizational support and organizational commitment or
the trust felt for the management. Whitener (2001, cited
by Akalin, 2006, p.43) revealed that as long as the
employees feel the commitment and support of their
organization, their trust and commitment become
stronger because employees interpret the human
resources applications and reliability of the management
as an indicator of the organization’s commitment to them.
In Akalin’s (2006, p.102) research regarding this scope,
results similar to these findings were obtained, a high
level of relation between perceived organizational support
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and affective commitment was detected and it was
concluded that as long as perceived organizational
support increases, affective commitment increases, too.

While concentrating on the concept of trust, Bute, 2011
p.176 indicated that the commitment to organization and
commitment to management are interrelated concepts
but have different processor and consequences; while
trust in organization affects organizational commitment,
low turnover rate and education level, trust in supervisor
affects employee satisfaction and exhibiting the creative
behavior.

Gadot and Talmud, 2010, p.2835, stated in the
research that highly strong ties, increasing social support
among the team members, reciprocity and mutual trust
between the organization members are the strict and
positive predictions of the job satisfaction and organiza-
tional commitment, and established that within this
context, perceived organizational support is a mediator
between perceived organizational policies and a set
comprising job consequences such as job satisfaction,
organizational commitment, tension and job performance.

In Demirel's (2008, p.192) research, it is underlined that
supervisor support and trust increase the affective
commitment of the employees to the organization; thus,
supervisors need to pay more attention to the behaviors
based on trust in order to provide employees with the
commitment to the organizational values and enable
them to identify themselves with the organization. Conse-
quently, as stated by Ribbers (2009, p.7), organizational
trust is the faith in the supervisor to be honest and
succeed in the subject of commitment, thanks to the trust
in supervisor and the feeling of support. This definition
can be evaluated as one of the most meaningful
expressions summarizing the relation between trust,
support and commitment.

The purpose of the research

The purpose of this research is to determine the relation
between organizational trust, organizational support and
organizational commitment of the administrators and
teachers who are employed in the secondary education
schools in the city center of Bolu Province, Turkey and to
reveal whether there are statistically meaningful
differences between the organizational trust, organiza-
tional support and organizational commitments of the
administrators and teachers.

In order to reach this purpose, an answer has been
sought to the question “whether there is a statistically
meaningful relation between the organizational trust,
organizational support and organizational commitments
of the administrators and teachers who are employed in
the secondary education schools”. So the study was
performed in four stages to respond to this question.
These stages were analyzed in the form hereinafter set
forth.

1. Is there a statistically meaningful relation between the
organizational trust and organizational support of the
administrators and teachers who are employed in the
secondary education schools?

2. Is there a statistically meaningful relation between the
organizational trust and organizational commitments of
the administrators and teachers who are employed in the
secondary education schools?

3. Is there a statistically meaningful relation between the
organizational support and organizational commitments
of the administrators and teachers who are employed in
the secondary education schools?

4. |Is there a statistically meaningful relation between the
organizational trust, organizational support and organiza-
tional commitments of the administrators and teachers
who are employed in the secondary education schools?

METHOD
Research model

This research sought to identify organizational trust, organizational
support and organizational commitment perceived by the
administrators and teachers who are employed in the secondary
education schools and the type and level of the relation between
them. This research is a study in the relational screening (survey)
model.

The research is both descriptive and explanatory in terms of its
purpose because in the theoretical framework organizational trust,
organizational support and organizational commitment have been
addressed in all their parts and defined with reference to various
perspectives and approaches.

Data collection method and tools

In the research, data were collected from the administrators and
teachers through several scales. To that end, a data collection tool
was prepared and applied to the whole administrators and teachers
in order to measure the demographical characteristics and the
variables to be utilized in the research. In the research, data on
organizational trust, organizational support and organizational
commitment were collected by conducting a literature review and
implementation of data collection tool (scale). Within this context,
resources about the research were detected, national and foreign
research, publications and books were reviewed, and the foreign
ones were translated into Turkish. Finally the theoretical framework
of the research was established. In the selection of data collection
tools, relative literature was reviewed, previously applied data
collection tools regarding organizational trust, organizational
support and organizational commitment were analyzed and it was
concluded that the Organizational Trust Inventory (OTI) developed
by Nyhan and Marlowe (1997), the short form of the Survey of
Organizational Support (Survey of POS) developed by Eisenberger
et al. (1986) and the Organizational Commitment Questionnaire
(OCQ) developed by Allen and Meyer (1990) are suitable data
collection tools for the purpose of the research.

These three data collection tools were utilized in the research.
Organizational Trust Inventory developed by Nyhan and Marlowe to
determine the organizational trust perceptions of the administrators
and teachers was adapted to Turkish by Demircan (2003). The
reliability, explanatory factor analysis and validity tests of the data
collection tool were performed by Nyhan and Marlowe (1997) and



the coefficient of internal consistency (Cronbach Alpha) was
calculated as .96. This value is the indicator of high reliability in the
literature of statistics.

The Organizational Trust Scale has two sub-dimensions, which
are trust in supervisor and trust in organization, consists of 12 items
and assesses the organizational trust as emotional, cognitive and
intended behavior. The sub-dimension of trust in supervisor is
made up of 8 items and covers items 1-8. The sub-dimension of
trust in organization is made up of 4 items and covers items 9-12.

The Survey of Organizational Support was used secondarily, and
developed by Eisenberger et al. (1986) in order to determine the
organizational support perceptions of the administrators and
teachers was adapted to Turkish by Akin (2008). Reliability,
explanatory factor analysis and validity tests of the data collection
tool were performed by Eisenberger et al. (1986) and the coefficient
of internal consistency was calculated as (Cronbach Alpha) .97.
This value indicates that the data collection tool has a high
reliability.

The Survey of Organizational Support has one dimension and 36
items. However, this data collection tool can be used as a short
form consisting of 16 items created by the researchers through
selection among the items in the scale. In this research, the short
form was utilized. 2™, 3, 5", 6", 9" 12", 13" questions were
prepared as reverse questions in the original text in English and this
characteristic was preserved in their Turkish adaptation.

The Organizational Commitment Questionnaire was used thirdly,
and developed by Allen and Meyer (1990) to determine the
organizational commitment perceptions of the administrators and
teachers. This was adapted to Turkish by Wasti (2000). Reliability,
explanatory factor analysis and validity tests of the data collection
tool were performed by Allen and Meyer (1990) and the coefficient
of internal consistency (Cronbach Alpha) was calculated as .87 for
affective commitment, .75 for continuance commitment and .79 for
normative commitment. This value indicates that the data collection
tool has high reliability and can be used in the researches to be
conducted. At the same time, this model covers multidimensional
organizational commitment models and represents the components
establishing organizational commitment. The sub-dimensions of
these components form the entirety of the organizational
commitment.

Organizational Commitment Questionnaire is a data collection
tool which has three sub-dimensions, which are affective
commitment, continuance commitment and normative commitment,
and 24 items. Sub-dimension of affective commitment is made up of
8 items and covers items 1-8, sub-dimension of continuance
commitment is made up of 8 items and covers items 9-16, sub-
dimension of normative commitment is made up of 8 items and
covers items 17-24. 4", 5" 6" 8" 9" 12" 18" 19" and 24"
questions were prepared as reverse questions in the original text in
English and this characteristic was preserved in their Turkish
adaptation.

All of three data collection tools have a Likert-type scale, as 1
(Strongly disagree), 2 (Disagree), 3 (Generally disagree), 4 (Not
sure), 5 (Generally agree), 6 (Agree), 7 (Strongly agree).

Participants

The participants are composed of the school administrators and
teachers who are employed in the secondary education schools in
the center of Bolu Province, Turkey. According to the data received
from Bolu Provincial Directorate of National Education, there are 17
secondary schools in the city center. In these schools, there are
812 educators including 90 administrators and 722 teachers in total.
In this research, the whole administrators and teachers have been
studied on, rather than sampling. Within the scope of the study,
data collection tools were distributed to 812 educators in total
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including 90 administrators and 722 teachers. The data collection
tools were withdrawn after 20 days.

After being checked, 601 data collection tools in total, 72 of which
belonged to administrators and 529 of which belonged to teachers,
were proved to be appropriate for the research and were used in
the assessment. The personal data of participants to the study are
shown in Table 1.

Implementation of pilot study and data collection tool

Before commencing the research, a pilot study was carried out in
order to prevent possible errors in the implementation, control
whether the articles in the data collection tools were understood
correctly, and test the reliability levels in terms of the factor
structures of the data collection tools. In the pilot study, the data
collection tools (scales) were applied to 60 educators in a
secondary education school in the center of Bolu Province and it
was checked whether the questions were understood correctly. The
prepared scale was applied to both administrators and teachers in
the same form and the same questions were directed.

Moreover, in addition to this application, three lecturers who can
give information in this regard in Abant Izzet Baysal University were
interviewed, the received opinions and recommendations were
analyzed, and the data collection tool was finalized.

Validity and reliability

For reliability in this research, both pilot application and the test and
test again method were utilized, and Cronbach Alpha values were
used in the main research performed over the pilot application and
the whole participants, and while evaluating the results of the
research, the distinctiveness of each article was examined by
analyzing the correlation of the edited article total. The pilot
application was realized with a 15- day break as preliminary test
and final text, and the results are given in Table 2.

When Table 2 is analyzed, a direct (positive) relation of medium
level has been found between preliminary and final tests of
organizational trust, organizational support and organizational
commitment (Ural and Kilic, 2005, p.220). In the factor analysis
made according to the data achieved from preliminary and final
tests, it is established that factors are properly distributed; explain-
ing 50 percent of total variance and their eigenvalue is over 1.

Firstly, research questions were assessed while meetings were
held with experts so as to assess the validity of structure, content
and application of this question form and afterwards, the statistical
analysis method, with which these questions will be tested, and the
data collection tool appropriate for that method were determined.
Lastly, the data collection tool in the research was tested on a
sample group of 60 educators in order to establish the validity of
application while also aiming to assess the content and clarity of the
scale. Since opinions and suggestions of the experts in the field
regarding the scale items were taken and no problems regarding
the content and clarity of the scale were encountered, it was
concluded that the contents of the data collection tools were valid.
Since the data collection tools employed in the research were used
in a different culture and on a different sample, the data had to go
through a factor analysis and the reliabilities of the data regarding
the obtained factors had to be ensured. Therefore, in the conducted
research the factor analysis method was used in the testing of the
structural validity of the data collection tools which were used for
the measurement of the organizational trust, organizational support
and organizational commitment. With this technique, it was
determined whether each data collection tool measured more than
one structure, in other words, whether it was one-dimensional or
not. After the validity and reliability of the data collection tools were
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Table 1. The personal data of participants of the study.

Personal data Administrator  Teacher

f % f %
Sort of school
The public high school 9 12.5 49 9.3
The vocational high school 39 54.1 278 52.6
The high school of Anatolian 20 27.8 178 33.6
The high school of science 4 5.6 24 45
Total 72 100.0 529 100.0
Educational status
Associate degree 0.0 7 1.3
Teacher’s college 3 4.2 10 1.9
Consummation of license 4 5.6 7 1.3
License 48 66.6 410 77.5
Postgraduate education 17 23.6 95 18.0
Total 72 100.0 529 100.0
Branch
Science of technology 20 27.8 133 25.2
Social sciences 26 36.0 198 37.4
Vocational lessons 21 29.2 146 27.6
The fine arts 5 7.0 52 9.8
Total 72 100.0 529 100.0
Seniority
1-5 years 1 14 48 9.1
6-10 years 7 9.7 102 19.3
11-15 years 18 25.0 166 314
6-20 years 18 25.0 110 20.7
21 yil and longer 28 38.9 103 19.5
Total 72 100.0 529 100.0
Age
30 and younger 4 5.6 68 12.8
31-40 30 41.6 285 53.9
41-50 22 30.6 141 26.7
51 and older 16 22.2 35 6.6
Total 72 100.0 529 100.0
Gender
Female 19 26.4 256 48.4
Male 53 73.6 273 51.6
Total 72 100.0 529 100.0

tested, confirmatory factor analyses were also conducted by the
LISREL software in order to ascertain whether the factor structure
of the data collection tools had the same dimensions as the ones
suggested by the researchers who developed the scale.

While the statistics regarding the common variances (communa-
lities) in the conducted work were examined, a value of 0.30 was

taken as a base. Items that were loaded onto values regarding
factor loads under 0,30 were eliminated. This showed that the items
significantly contributed to the measurement of their relevant di-
mensions. The Varimax rotation method was employed in the factor
analysis, since it made the variables loaded into a factor more
distinct and minimized the correlation of a factor with other factors.



Table 2. Results of pilot implementation.
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Scale

Organizational Trust

Trust —in-Supervisor

Trust-in-Organization

Organizational Support

Preliminary Test .938 .661 0.00*
Final Test .946

Preliminary Test .932
Final Test .924

Preliminary Test .901

Final Test .904
Preliminary Test .931 .565 0.00*
Final Test .945
Preliminary Test .817 .527 0.00*

Organizational Commitment

Affective Commitment

Final Test .881

Preliminary Test .737

Final Test 762

Continuance Commitment

Preliminary Test .682

Final Test .702

Normative Commitment

Preliminary Test .750

Final Test .851

Note: * p<0,01

The research began with the reliability analysis (Construct
Validity by Using Consistency Criteria). This analysis was applied to
test the reliability of the factors amongst themselves. Afterwards
Squared Multiple Correlation and Corrected Item- Total Correlation
values were also examined. In the research, a value of 0,20 was
taken as the lower values for both values.

While the reliability analysis was conducted, Cronbach-Alpha
coefficients were also calculated. After the assessments done in
this context, the factor structures and Cronbach-Alpha internal
consistency coefficients obtained for each scale were presented
below.

The validity and reliability of the organizational trust scale:
Organizational trust was measured by 12 items. The internal
consistency coefficient was calculated as a = .895. It was proposed
that the organizational trust items would be collected under two
factors; one of them being trust in supervisor, and the other trust in
organization. After the factor analysis with Varimax rotation, it was
observed that the two factors became apparent as expected. The
first factor is composed of eight items and is named trust in
supervisor. The internal consistency coefficient of the factor was
calculated as a = .881.

The internal consistency efficiency of the second factor was
calculated as a = .851. It was observed that four items in the
second factor were items that measured the trust in organization.

As a result of the reliability analysis made again by examining
communalities and corrected item correlation value, the following
coefficients were determined: organizational trust internal
consistency coefficient a = .893, trust in supervisor internal

consistency coefficient a = .898 and trust in the organization a =
.888. In order to specify the variables in these factors, the rotating
process was also repeated. This process was again carried out by
the varimax method. The variables in the factors and also factor
loads were determined by examining the factor matrix that
developed as a result of the rotating process. These values are
shown in Table 3.

The validity and reliability of the organizational support scale. The
organizational support was measured by 16 items. Internal
consistency coefficient was calculated as a = .921. It was proposed
that the organizational support items be collected under one single
factor. As a result of the factor analysis with varimax rotation, only
one factor was observed to become apparent as it had been
expected.

No values, whose corrected item correlation value and the square
of their multiple correlations were below 0.20, were found. These
coefficients indicate that the factors are very reliable in themselves
and that they have internal validity. The factor loads in the factor
were also determined by examining the factor matrix that developed
as a result of the rotating process. These values are shown in Table
4.

The validity and reliability of the organizational commitment
scale: The organizational commitment was measured by 24 items.
Internal consistency coefficient was calculated as a = .892. It was
proposed that the organizational commitment items be collected
under three factors, which are affective commitment, continuance
commitment and normative commitment. As a result of the factor
analysis with varimax rotation, three factors were observed to
become apparent as it had been expected. The first factor consists
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Table 3. ltems and component loads of the organizational trust scale.

Factor Relevant values Factor load Factor load
Factor 1: ot1 .728
Trust in supervisor ot2 .765
ot4 772
ots .815
ot6 741
ot7 .780
ot8 .752
Factor 2: ot10 .825
Trust in organization ot11 .897
ot12 .909

Total variance explained: 42.429%. ltem eigenvalue: 5.186. Total variance explained:

25.752%. ltem eigenvalue: 1.632.

Table 4. Organizational support scale items and component loads.

Factor

Organizational Support

Relevant values Factor load
os1 .691
0s2 612
0s3 743
os4 .587
0s5 745
0s6 775
os7 .650
0s8 .636
0s9 .781
0s10 .635
os11 .581
0s12 735
o0s13 .740
0s14 .697
0s15 .654
0s16 .582

Total variance explained: 46.404%. ltem eigenvalue: 7.425.

of eight items and is referred to as affective commitment. The
internal consistency coefficient of the factor was calculated as a =
.881.

The internal consistency coefficient of the second factor was
calculated as a = .725. It was observed that the eight items in the
second factor were items that measured continuance commitment.
The third factor also consists of eight items and is referred to as
normative commitment. The internal consistency coefficient of the
factor was calculated as a = .821.

As a result of the reliability analysis made again by examining
communalities and corrected item correlation value, the following
coefficients were determined: organizational commitment internal
consistency coefficient a = .859; affective commitment internal
consistency coefficient a = .829; continuance commitment internal
consistency coefficient a = .705 and normative commitment internal
consistency coefficient a = .771. In order to specify the variables in
these factors, the rotating process was also repeated. This process

was again carried out by the varimax method.

The variables in the factors and also factor loads were also
determined by examining the factor matrix that developed as a
result of the rotating process. These values are shown in Table 5.
Confirmatory factor analysis (CFA) was also used in the research to
examine the obtained values as well as to test the theoretical
structures. In this research, in the interpretation of fit indexes, x%/Sd,
RMSEA (Root Mean Square Error of Approximation), S-RMR
(Standardized Root Mean Square Residual), NNFI (Non-Norrmed
Fit Index) and CFl (Comparative Fit Index) values were taken as
measures. As a result of the assessments, the scale index values
for the CFA used in the research and the obtained values are
shown in Tables 6 and 7. For the confirmatory factor analysis of the
research model, structural equation modeling path analysis was
used and the obtained values were confirmed by the essential
requirement t-values. In the path analysis the efforts were made to
define the relation between organizational trust, organizational



Table 5. Organizational commitment scale items and component loads.
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Factor

Relevant values

Factor load Factorload Factorload

oc1
oc4
och
oc6
oc7
oc8

Factor 1: Affective commitment

.628
482
.769
.845
.594
.782

oc11
oc12

Factor 2: Continuance commitment

oc14

oc15
oc16
oc17
oc20

Factor 3: Normative commitment

oc21

oc22
0c23

.609
.556
787
725
523

.678
719
.702
.652
.607

Total variance explained: 21.993%; ltem eigenvalue: 5.272. Total variance explained: 16.487%; Item eigenvalue:
1.932. Total variance explained: 15.699%; ltem eigenvalue: 1.464.

Table 6. The goodness-of-fit index values of the researched relation before assessment.

GOF measure Good fit Acceptable fit Value State of GOF
x%/Sd 0<x*/Sd<2 2<x%/Sd<3 3.59 NOT FIT
RMSEA .00<RMSEA<.05 .05<RMSEA<.08 .066 ACCEPTABLE
SRMR .00<RMR<.05 .05<RMR<.10 .067 ACCEPTABLE
NNFI (TLI) .95<NNFI<1.00 .90<NNFI<.95 95 GOOD FIT
CFI .95<NNFI<1.00 .90<NNFI<.95 .96 GOOD FIT

Note: x* =4361,44; Sd = 1214

Table 7. The goodness-of-fit index values of the researched relation after assessment.

GOF measure Good fit Acceptable fit Value State of GOF
x?/Sd 0<x*/Sd<2 2<x%/Sd<3 2.86 ACCEPTABLE
RMSEA .00<RMSEA<.05 .05<RMSEA<.08  .056 ACCEPTABLE
SRMR .00<RMR<.05 .05<RMR<.10 .056 ACCEPTABLE
NNFI (TLI) .95<NNFI<1.00 .90<NNF1<.95 97 GOOD FIT
CFI .95<NNFI<1.00 .90<NNFI<.95 97 GOOD FIT

Note: x* =2305,56; Sd = 807.

support and organizational commitment and it was checked
whether the paths of the relation, which were researched with the t-
values, had any significance. The values obtained as a result of the
first analysis are shown in Table 6.
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acceptability of the researched relation is not at the acceptable

level.

Model goodness-of-fit index values obtained after the

According to these results, it was concluded that the goodness-
of-fit values were statistically not at an acceptable level. According
to the results, the ratio of the 4361,44 chi-square to the 1214
degree of freedom is 3,59 and since it is above the recommended
value of 3, it is not acceptable. According to these values, the

examination as a result of the elimination of the
correlation of the article sums edited with low factor load
values and the variables whose multiple correlations are
unacceptable by re-inspecting the relation researched are
given in Table 7.
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These values were, however, ranked among accep-
table values (x* =2305,56 ; Sd = 807 and x°/Sd = 2,86).
The obtained x*/Sd, RMSEA and SRMR values indicate
an acceptable fit, while NNFI(TLI) and CFI values
indicate a good fit. When the values of the data collection
tool obtained as a result of CFA, the essential
requirement t-values and the path analysis are examined,
it can be stated that the relation intended for the research
is appropriate.

All statistical analyses conducted in the research were
made with a reliability rate of .95 and the findings
obtained as a result of the analysis were interpreted by
turning these findings into tables in accordance with the
purpose of the study and the questions that the research
sought answers for. In this research, relational analysis
was done through the correlational kind of relation. In the
case when the parametric test conditions were met for
the aim of determining the level and direction of the
relation between organizational trust- organizational
support, organizational trust-organizational commitment
and organizational support-organizational commitment
variables, Pearson product-moment correlation coeffi-
cient was used; and when those conditions could not be
met, the Spearman test was used. The explanation of the
relation between the perceptions about organizational
trust, organizational support and organizational commit-
ment through a mathematical model was carried out by
multiple linear regression analysis, while a variance
analysis was employed to ascertain if the researched
relation had any significance. Moreover, the relation
between the researched perceptions was confirmed by
the path diagram regarding the coefficients standardized
by the LISREL software and the path diagram regarding
the T-values.

Average points were used when interpreting the
analyses obtained from all three scaling tools (descriptive
statistics results), while class interval method was used
for grading in accordance with the Likert scale.

Analysis of the data

After the data collection tool was applied and collected,
all analyses were made being based on the number of
valid and acceptable data collection tools. The research
includes the answers that administrators and teachers
have given to the items in the scale in the scope of the
descriptive analysis.

SPSS statistics software was used when analyzing the
data collected for the purpose of the research. After the
descriptive findings were shown, LISREL software was
also used for the relational findings and accordingly, the
necessary confirmatory analyses were conducted.

RESULTS

In the first stage of the research; it was examined

whether there was a meaningful relation between the
perceptions of administrators and teachers who are
employed in the secondary education schools towards
organizational trust and organizational support. Shapiro-
Wilk normal distribution test was conducted to determine
the level and direction of the perceptions towards
organizational trust and organizational support. Since,
according to the results, the perceptions of the admini-
strators towards organizational trust and organizational
support complied with normal distribution, Simple
Correlation Analysis (Table 8) was used in the
calculation; however, since the perception of the teachers
towards organizational trust and organizational support
did not comply with normal distribution, the Spearman
Analysis (Table 9) was used. Looking at the results
(Table 8);

There is a positive, medium level relation between the
perceptions of the administrators towards organizational
trust, trust in supervisor, trust in organization and
organizational support (p <0,01). When their perceptions
towards organizational trust, trust in supervisor and trust
in organization increase, their perceptions towards
organizational support also increase.

Looking at the results concerning the teachers (Table
9), there is a positive, medium level relation between the
perceptions of the teachers towards organizational trust,
trust in supervisor, trust in organization and organiza-
tional support (p <0,01). When their perceptions towards
organizational trust, trust in supervisor and trust in
organization increase, their perceptions towards
organizational support also increase.

Moreover, in the relational model made through
LISREL analysis (Figure 1), the path coefficient is
meaningful r=.70 (p <0,01) and positive, and this
indicates the importance level and direction of the relation
between organizational trust and organizational support.

On the other hand, in the relation between these
factors, the result is realized as follows: t>1,96 (t=16,72),
chi-square=2305,56 df=807 and RMSEA=.056 (Figure 2).
According to these findings, it can be said that the
support provided for administrators and teacher
increases the trust-in-organization.

In the second stage of the research; it has been
researched whether there is a meaningful relation
between the perceptions of the administrators and
teachers who are employed in the secondary education
schools regarding organizational trust and organizational
commitment. In order to determine the level and direction
of the perceptions regarding organizational trust and
organizational commitment, normal distribution test of
Shapiro-Wilk has been used in this sub-problem.
According to the results, because of the fact that
administrators’ perceptions regarding organizational trust
and organizational commitment complied with the normal
distribution, Basic Correlation Analysis (Table 10) has
been used in the calculation; because of the fact that
teachers’ perceptions regarding organizational trust and
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Table 8. The simple correlation analysis related to administrator’'s perceptions towards organizational trust and

organizational support.

Sorting of variable Org. Trust in Trust in Org.
trust supervisor organization support
Ora. Trust Pearson correlation 1 .948** 71 .568*
9 D 000 000 .000
Trust in Subervisor Pearson Correlation .948* 1 .529** A483**
P D 000 000 .000
Pearson Correlation .771** .529** 1 .550**
Trust in Organization o 000 .000 .000
Ora. Support Pearson Correlation .568** 483** .550** 1
9. Supp b 000 000 000

Note: ** p < 0,01.

Table 9. The Spearman analysis related to teacher’s perceptions towards organizational trust and organizational

support.
. Trust in
Org. Trust Org.
Sort of variable rg rus _|n organizatio 9
trust supervisor n support
ﬁ%earmans Org.Trust Coefficient 1 773" 773" 496**
p .000 .000 .000
st N Coefficient 773 1 1,000** 437
upervisor
p .000 .000
Trust in Org. Coefficient 773 1.000** 1 A37**
P .000 .000
Org. Support Coefficient .496** A37** A37** 1
p .000 .000 .000

Note: ** p < 0,01.

organizational commitment didn’t comply with the normal
distribution, Spearman Analysis (Table 11) has been
used. When the findings obtained have been analyzed,
the results are as follows:

1. There is a meaningful, p<0.05 level relation between
the perceptions of the administrators regarding
organizational trust and organizational commitment and
perceptions of affective commitment. As their perceptions
of organizational trust increase, their perceptions of
organizational commitment and affective commitment
increase, too.

2. There is a positive, medium level relation at p<0,01
level between the administrators’ perceptions of trust-in-
organization and their perceptions of organizational
commitment and affective commitment; a meaningful
relation at p<0,05 level between the perceptions of
continuance commitment and normative commitment. As
their perceptions of trust-in-organization increase, their
perceptions of organizational commitment, affective
commitment, continuance commitment and normative
commitment increase, too.

When the findings concerning the teachers have been
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Chi—-Sguare=2305.56,

df=807,

Figure 1. Path diagram of the standardized coefficients.

analyzed, the results are shown in Table 11.
With regard to the teachers, following conclusions have
been drawn:

1. There is a positive, medium level relation between the
teachers’ perceptions of organizational trust and percep-
tions of organizational commitment, affective commitment
and normative commitment and a positive and low level
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(p<0,01) relation between their perceptions of organiza-
tional trust and perceptions of continuance commitment.
As their perceptions of organizational trust increase, their
perceptions of organizational commitment, affective
commitment, continuance commitment and normative
commitment increase, too.

2. There is a positive, medium level relation between the
teachers’ perceptions of trust-in-supervisor and percep-
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Figure 2. Path diagram of T values.

tions of organizational commitment, affective commitment
and normative commitment; a positive, low level (p<0,01)
relation between their perceptions of trust-in-supervisor
and their perceptions of continuance commitment. As
their perceptions of trust-in-supervisor increase, their
perceptions of organizational commitment, affective
commitment, continuance commitment and normative
commitment increase, too.

3. There is a positive, medium level relation between the
teachers’ perceptions of trust-in-organization and
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perceptions of organizational commitment, affective
commitment and normative commitment; a positive, low
level (p<0,01) relation between their perceptions of trust-
in-organization and their perceptions of continuance
commitment. As their perceptions of trust-in-organization
increase, their perceptions of organizational commitment,
affective commitment, continuance commitment and
normative commitment increase, too.

Moreover, in the relational model (Figure 1) realized with
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Table 10. The simple correlation analysis related to administrator’s perceptions towards organizational trust

and organizational commitment.

or Affec. Cont. Norm
Sort of variable g: Com Commitm »
Commitm. . Commitm.
mitm. .

Org. Trust Pearson Correlation .232* .260* .051 .086
p .049 .027 .671 A17

Trust in Supervisor  Pearson Correlation 116 .156 -.049 132
p .332 .189 .683 270

g”St - " Pearson Correlation 390 383 .235% 234*

rganization

p .001 .001 .047 .048

Note: ** p < 0.01; * p <0.05.

Table 11. The Spearman analysis related to teacher's perceptions towards organizational trust and organizational

commitment.
Sort of variable Org. Affec. Cont. Norm.
Commitm. Commitm. Commitm. Commitm.

Spearman’s  Org. Trust Cor. coefficient A403** .370** 231** .382**

Rho p .000 .000 .000 .000
Trust in Supervisor  Cor. coefficient .397** .382** .192** 379**

p .000 .000 .000 .000

Trust in  Cor. coefficient .397** .382** .192** 379**

Organization
p .000 .000 .000 .000

Note: ** p < 0.01.

LISREL analysis, the fact that path coefficient of
organizational  trust-organizational commitment s
meaningful as r=.60 (p<0,01) and positive shows the
significance level and direction of the relation between
these two factors. On the other hand, the result is
realized in the relation between these factors as follows:
t>1,96 (t=12,83), chi-square=2305,56 df=807 and
RMSEA=.056 (Figure.2). According to these findings, it
can be said that trust perceived by the administrators and
teachers in the organization increases the commitment to
the organization.

In the third stage of the research; it has been
researched whether there is a meaningful relation
between the perceptions of the administrators and
teachers who are employed in the secondary education
schools regarding organizational support and organiza-
tional commitment. In order to determine the level and
direction of the perceptions regarding organizational
support and organizational commitment, normal distribu-
tion test of Shapiro-Wilk has been used in this sub-
problem. According to the results, because of the fact
that administrators’ perceptions regarding organizational
support and organizational commitment comply with the
normal distribution, Basic Correlation Analysis (Table 12)

has been used in the calculation; because of the fact that
the teachers’ perceptions regarding organizational
support and organizational commitment do not comply
with the normal distribution, Spearman Analysis (Table
13) has been used;. When the findings obtained have
been analyzed, the following results have been reached:

There is a relation at p<0,01 level between perceptions
of the administrators regarding organizational support
and organizational commitment (a positive and medium
level relation); a positive and strong relation between
their perceptions of organizational support and percep-
tions of affective commitment; a relation at p<0,05 level
between their perceptions of organizational support and
perceptions of normative commitment. As their percep-
tions of organizational support increase, their perceptions
of organizational commitment, affective commitment and
normative commitment increase, too.

With regard to teachers, the following results were
reached:

There is a positive, medium level relation between the
teachers’ perceptions of organizational support and
perceptions of organizational commitment, affective
commitment and normative commitment; a positive, low
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Table 12. The simple correlation analysis related to administrator's perceptions towards organizational support and

organizational commitment.

Sort of Org. Org. Affec. Cont. Norm.
variable Support Commitm Commitm.  Commitm. Commitm.
Org.Support Pearson 1 .585** T47** 213 .253*
Correlation
p .000 .000 .072 .032
Note: ** p <0,01; * p<0,05.
Table 13. The Spearman analysis related to teacher's perceptions towards organizational support and
organizational commitment.
Sort of variable Org. Org. Affec. Cont. Norm.
Support Commitm Commitm. Commitm. Commitm.
Org.
Spearman’s SLrJ?)po it Cor. coefficient 1 .640** .698** .300** .524**
Rh
© p 000 000 000 000

Note: ** p <0,01.

level (p<0,01) relation between their perceptions of
organizational support and their perceptions of
continuance commitment. As their perceptions of
organizational support increase, their perceptions of
organizational commitment, affective commitment,
continuance commitment and normative commitment
increase, too.

Moreover, in the relational model (Figure 1) realized
with LISREL analysis, the fact that path coefficient of
organizational support-organizational commitment is
meaningful as r=.88 (p<0,01) and positive shows the
significance level and direction of the relation between
these two factors. On the other hand, it is realized in the
relation between these factors (Figure.2) as follows:
t>1,96 (t=34,18), chi-square=2305,56 df=807 and
RMSEA=.056. According to these findings, it can be said
that support perceived by the administrators and teachers
in the organization increases the commitment to the
organization.

In the final stage of the research; it has been
researched whether there is a meaningful relation
between the perceptions of the administrators and
teachers who are employed in the secondary education
schools regarding organizational trust, organizational
support and organizational commitment. The explanation
of the relation between the organizational trust,
organizational support and organizational commitment
levels of the teachers and administrators with a
mathematical model has been realized via multiple linear
regression analysis and in the analyses enter method has
been used. The reason why multiple linear regression
model has been used in the research is that the number

of the independent variables is more than one and the
relation between variables is linear.

In the research organizational commitment has been
evaluated as the dependent variable and organizational
trust and organizational support as the independent
variables. In order to research the reliability of the
evaluations made after the multiple linear regression
model is established, the model has been tested.
Whether the model is proved meaningful, that is, whether
is a linear relation between dependent variable and
independent variables, and the dependent variable is
explained by independent variables have been tested via
variance analysis (Table 14).

When the variance analysis regarding the perceptions
of the administrators and teachers about organizational
trust, organizational support and organizational commit-
ment is inspected, the organizational commitments of the
administrators and teachers exhibit a meaningful
difference according to the joint impact of organizational
trust and organizational support (F= 1,524 and p=,002;
p<0,01). This result shows that the model is meaningful.

Within this context, according to the results obtained
from the multiple linear regression model established for
the perceptions of administrators, the relation between
the perceptions of the administrators regarding organiza-
tional trust, organizational support and organizational
commitment has been found statistically meaningful (p=
,000; p<0,01) (Table 15).

According to the results of the relation between
variables regarding perceptions of the administrators,
there is a positive and medium level relation (r= ,598)
between variables (Table 16).

As per the multiple linear model for administrators
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Table 14. The results of variance analysis related to administrator's and teacher’s perceptions
towards organizational trust, organizational support and organizational commitment.

Source Type lll Sum of Squares d.f. Mean squere F p
Corrected Model 407.883° 454 . 898 3.187 ,000
Intercept 5045.824 1 5045.824 1.790E4 ,000
Org.Trust 12.741 39 .327 1.159 ,263
Org.Support 166.509 68 2 .449 8.687 ,000
Org.Trust* Org.Support 149.049 347 430 1524 ,002
Error 41.156 146 .282

Total 15562.293 601

Corrected Total 49.039 600

Test of Between-Subjects Effects. Dependent Variable: Organizational Commitment. Note: (a) R? = ,908

(Adjusted R*= ,623).

Table 15. The statistically meaningfulness of the regression model related to
administrator’s perceptions.
ANOVA(b)
Model Sum of d.f. Mean F P
Squares Square
1 Regression 18.501 2 9.251 19.195 .000?
Residual 33.252 69 482
Total 51.753 71
Note: (a) Predictors: (Constant), Org.Trust, Org.Support (b) Dependent Variable:

Org.Commitment.

Table 16. The relation between variables regarding perceptions of the

administrators.

Model R R?

Adjusted R>  Std.Error of the Estimate

1 598 (a) .357

.339

.694

Note: (a) Predictors: (Constant), Org.Trust, Org.Support.

Table 17. The parameters regarding regression model as to
perceptions of the administrators.

Model B Std.Error t p
Constant 2,653 ,613 4,329 ,000
1 Org.Trust -176 140 -1,261  ,212
Org.Support  ,595 ,104 5,708 ,000

Coefficients® Note: (a) Dependent Variable: Org.Commitment.

established in accordance with the findings obtained
parameters regarding regression model as to perceptions
of the administrators (Table 17), it can be said that while
the perceptions of administrators regarding organizational
commitment are evaluated, their perceptions regarding
organizational support (p= ,000) have much more impact
than their perceptions of organizational trust (p=,212).

According to the results obtained from the multiple
linear regression model established as per the percep-
tions of the teachers, the relation in multiple linear
regression model established between the perceptions of
teachers regarding organizational trust and organizational
support, and the perceptions of organizational
commitment has been found statistically meaningful (p=
,000; p<0,01) (Table 18).

According to the results of relation between variables
regarding perceptions of teachers, there is a positive and
medium level relation (r= ,667) between variables (Table
19).

As per the multiple linear model for teachers
established in accordance with the findings obtained
parameters regarding regression model as to perceptions
of the teachers (Table 20), it can be said that while the
perceptions of teachers regarding organizational
commitment are evaluated, their perceptions regarding
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Table 18. The statistically meaningfulness of the regression model related to teacher’s

perceptions.
Model Sum of Squares d.f. Mean Square F p
Regression 175.497 2 87.749 210.589 .000°
1 Residual 219.175 526 417
Total 394.672 528

ANOVA(b). Note: (a) Predictors: (constant), Org.Trust, Org.Support (b) Dependent Variable:

Org.Commitment.

Table 19. The relation between variables regarding perceptions of the teachers.

Model R R?

Adjusted R?> Std.Error of the Estimate

1 .667 (a) .445

.646

Note: (a) Predictors: (Constant), Org.Trust, Org.Support

organizational support (p=,000) have much more impact
than their perceptions of organizational trust (p=,003).

The multiple linear regression model calculated has
been also supported by LISREL software. Since the
LISREL evaluations are affected by the sample size and
complexity of the model, it could be realized on the basis
of the values belonging to the 601 administrators and
teachers evaluated in the research. Another reason why
the evaluations made in the regression model for the
administrators and teachers respectively cannot be made
on LISREL software is the insufficient number (72) of
administrators.

Moreover, in the researches carried out with LISREL
software, every latent variable needs to have more than
one indicator. However, the articles of the organizational
support scale have a single factoral structure. This
problem can be solved by classifying the scale articles
corresponding to each latent variable and increasing the
number of the indicators. So, in the research, the articles
of the organizational support scale have been separated
into two, average points for each part have been
calculated and the relevant latent variable has been given
two indicators.

The results of the relation researched via LISREL
software indicate that the model has harmonized well
(Figure 1). It is obvious that the relation of organizational
trust with organizational support and (r= .70 p<.05)
organizational commitment (r= .60 p<.05), the relation of
organizational support with organizational commitment
(r= .88 p<.05) are meaningful. According to fix indexes
of the research, goodness of fit indexes presenting how
much the findings suit the relation being researched have
exhibited high levels. In accordance with the findings
obtained within this context, the relation being researched
has been supported. In addition, basic requirement T
values (t<-1,96 and t> 1,96 and p< .05) have been
provided in the research and the ways of the relation
being researched have been found meaningful (Figure 2).

Table 20. The parameters regarding regression model as to
perceptions of the teachers.

Model B Std.Error t p
1 Constant 1,409 ,208 6,772  ,000
Org.Trust 122,042 2,944 003
Org.Support  ,565  ,034 16,458 ,000

Coefficients® Note: (a) Dependent Variable: Org.Commitment.

DISCUSSION

When the literature is analyzed, a great deal of evidence
can be found proving that there is a meaningful relation
between organizational support and organizational trust.
Ng (2011) and Ngang (2012) have established a
meaningful relation between perceived supervisor
support and the trust-in-organization of the employees, in
their research. Riggle (2007) has revealed that perceived
organizational support affects trust in a positive way.
Annamali et al. (2010) and Hughes et al. (2008) have
also acquired a positive relation between supportive
environment and trust. In Eser’'s (2011) research, a low
level, positive and meaningful relation has been detected
between trust tendency and organizational support.
Gadot and Talmut (2010) state in their research that
there is a positive and meaningful relation between
provided support and trust-in-organization. Polat (2010)
has also confirmed the high level and positive relation
between perceptions of organizational support and
perceptions of organizational trust.

Also in this research, both administrators’ and teachers’
perceptions of organizational support and perceptions of
organizational trust, trust-in-supervisor and trust-in-
organization have been found meaningful at medium
level. This result has supported the evaluations
mentioned above and the results achieved.
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When the literature is reviewed, a great deal of
evidence can be found proving that there is a meaningful
relation between organizational trust and organizational
commitment too. In their researches, Asgari et al. (2008),
Cook and Wall (1980), Cetinel (2008), Cubuk¢u and
Tarakgioglu (2010), Ngang (2012), Paker (2009),
Topaloglu (2010), Vo (2010), and Yilmaz (2008)
determined a strong and meaningful relation between
trust and organizational commitment of employees. In
Demirel’s (2008) research, it was found that there is a
positive relation between trust-in-organization and trust-
in-supervisor, and between affective commitment and
continuance commitment. In the researches of Hughes et
al. (2008) and Mathebula (2004), there is a meaningful
relation between trust and affective commitment in
particular. In their research, Gadot and Talmud (2010)
stated that there is a positive, meaningful relation
between organizational commitment and trust-in-
organization.

In this research, the administrators’ perceptions of
organizational trust and organizational commitment has
been found meaningful at p<.05 level; perceptions of
trust-in-organization and organizational commitment has
been found meaningful at medium level; teachers’
perceptions of organizational trust, trust-in-supervisor,
trust-in-organization and organizational commitment have
been found meaningful at medium level. These results
obtained in the research have supported the evaluations.

When the analysis results are examined, it is seen that
trust-in-organization of administrators is more effective
over their affective commitments. As stated by Cetinel
(2008), affective commitment is the most desired
dimension of commitment by the organizations, because
it means the adoption of the organization’s objectives and
values by the individuals and results in positive business
behaviors. The result of the research regarding
administrators has also supported this. It shows that
administrators identify themselves with the organization.
Therefore, administrators consider themselves as a part
of the organization and feel that the organization has a
great meaning and importance for them.

It is apparent that organizational trust, trust-in-
supervisor and trust-in-organization of the teachers is
more effective over their affective commitments. Here, as
distinct from the administrators, it is obvious that the
teachers trust in their administrators. This result is also
supported by the findings of Straiter (2005). As stated by
Ozdasli and Yucel (2010), trust-in-supervisor means
believing that he/she fulfills his/her promise. The
commitment-to-supervisor means accepting him/her
emotionally and reasonably. It may be thought that
commitment of an employee trusting his/her supervisor
will increase. The result of the research has also
supported this argument.

However, when the organizational trust of teachers is
analyzed, it is revealed that their normative commitment

is perceived, too. As stated by Cetinel (2008), normative
commitment does not stem from the fact that employees
perceive the commitment to their organizations as a duty,
they are required to behave in that way for their own
benefit, but also the fact that they believe that what they
do is right and moral. This situation concerning teachers
can result from the fact that teachers believe that they
have responsibilities and duties for the organization in
which they work and thus feel obliged to stay in that
organization.

When the literature is analyzed, a great deal of
evidence can be found proving that there is a meaningful
relation between organizational support and organiza-
tional commitment. In their researches, Asgari et al.
(2008), and Ngang (2012) determined a strong and
meaningful relation between supervisors’ support and
organizational commitment of the employees. In Kaplan’s
(2010) research, it has been revealed that one of the
most important predecessors of  organizational
commitment is organizational support. Demir (2012),
Kose and Gonulluoglu (2010), and Ozdevecioglu (2003)
have stated in their researches that there is a positive
relation between factors of organizational support and
factors of organizational commitment. According to the
researchers, there are so many factors that can affect the
organizational commitments of the individuals.
Organizational support is one of these factors. Akalin
(2006), Eisenberger et al. (2001), Eisenberger et al.
(1990) Hughes et al. (2008), and Rhoades, et al. (2001)
have propounded in their researches that perceived
organizational support has a meaningful and positive
impact over affective commitment. Rhoades and
Eisenberger (2002) have expressed in their research that
there is a positive relation between perceived
organizational support and organizational commitment,
and affective commitment; a negatively meaningful
relation between perceived organizational support and
continuance commitment. Kaplan (2010) detected a
positive relation between perceived organizational
support and affective and normative commitment; a
negative relation between perceived organizational
support and continuance commitment.  Gadot and
Talmud (2010) and Yih and Lawrance (2011) stated in
their researches that there is a positively meaningful
relation between provided support and organizational
commitment. Ucar and Otken (2010) detected in their
research a meaningful relation between organizational
support and affective and normative commitment, but did
not come across a meaningful relation between
continuance commitment and organizational support.

In the research the perceptions of administrators and
teachers regarding organizational support and organiza-
tional commitment were found meaningful at medium
level. As it is expected, according to the order of
importance, perceptions of administrators and teachers
regarding organizational support is like this: firstly



affective, secondly normative and finally continuance
commitment. The results reveal that employees
perceiving more support from the organization show
tendency to stay in the organization, as a result of this,
organizational support increases employees’ perceptions
of organizational commitment by creating a sense of
dedication/devotion to the aims and objectives of the
organization. These results achieved in the research
have also supported the evaluations made.

There are also researches in the literature that examine
the relation between organizational trust, organizational
support and organizational commitment and achieve
meaningful results. For example Ngang (2012) proved
that organizational trust acted as a moderator between
the perceived support of administrator and the teachers’
commitment, while Sheng et al. (2010) expressed in their
research, in which they examined the relation between
employee behavior, trust, perceived team support and
team commitment, that teamwork behaviors, trust and
perceived team support influenced team commitment in a
meaningful way. Hughes et al. (2008) in their research
examined whether trust and employees’ commitment
acted as a mediator in explaining the relation between
supportive climate and organizational commitment and
found a statistically meaningful relation.

The results of this research are supportive of the
research results mentioned above. The relation between
organizational trust and organizational support and
organizational commitment perceptions of both
administrators and teachers has been found statistically
meaningful. Moreover, it was determined that organiza-
tional support perceptions of administrators and teachers
were more influential than their perceptions of
organizational trust when assessing their perceptions of
organizational commitment. This supports the claim that
perception of organizational support establishes the trust
in organization. Therefore, it can be said that employees
who receive social support feel more secure than
employees who do not receive social support, and this
trust that develops within the organization, as a result,
increases their organizational commitments. Also,
according to the results of the research, it can be said
that if organizational trust level is high, then the organiza-
tional commitments of the employees will correspondingly
be influenced. The conducted researches show that
when trust within the organization increases, the
organizational commitments of employees also increase.

On the other hand, as a result of the research; the
claim that the perceived organizational support creates a
feeling of obligation for the employees that they have to
contribute to the welfare of the organization and help the
organization reach its goals and that the employees
consequently feel more committed to the organization
and make more efforts is also supported. As a result, it
can be said that the research establishes that ‘the trust
and organizational commitment of the employees are
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stronger when they feel their organization is committed to
them and supportive of them’.

Conclusion

The aim of this research was to determine the relation
between the organizational trust, organizational support
and organizational commitment of administrators and
teachers. This research was conducted in the secondary
schools in the city center of Bolu province and its
participants consist of 601 educators with different
individual characteristics, 72 of whom are administrators
and the remaining 529 are teachers.

Most of the educators that make up the research
universe are teachers and it is observed that the partici-
pants of the research mainly work at Vocational High
Schools or the Social Sciences field. It is also observed
that most of the participants are male educators, mostly
in the 31-40 age range; they mainly have 11-15 years of
experience and the majority have received a bachelor’s
degree in their related fields. As a result of the conducted
research;

a. According to the findings obtained from the research, it
has been concluded that there is a meaningful relation
between perceptions of the administrators and teachers
regarding organizational trust, trust in supervisor and
trust in organization trust and their perceptions of
organizational support.

b. Moreover, it has been concluded that there is a
meaningful relation between the administrators’
perceptions of organizational trust and their perceptions
of organizational commitment and affective commitment;
their perceptions of trust in organization and organi-
zational commitment, affective commitment, continuance
commitment and normative commitment. A meaningful
relation between teacher’s perceptions of organizational
trust, trust in supervisor and trust in organization and their
perceptions of organizational commitment, affective
commitment, continuance commitment and normative
commitment has also been found. It is clear that
organizational trust and their trust in organization are
more effective on the administrators’ affective
commitment. However, trust in organization and trust-in-
supervisor has been found to be more effective on
teachers’ affective commitment.

c. There is a meaningful relation between the
administrators’ perceptions of organizational support and
their perceptions of organizational commitment, affective
commitment and normative commitment. A meaningful
relation between teachers’ perceptions of organizational
support and their perceptions of organizational
commitment, affective = commitment, continuance
commitment and normative commitment was found. The
order of importance for the administrators’ and teachers’
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perceptions of organizational support was as follows:
affective commitment, normative commitment and
continuance commitment.

d. According to the last review made in the research, a
meaningful relation between administrators’ and
teachers’ perceptions of  organizational trust,
organizational support and organizational commitment
was found. The variance analysis with two factors for
independent samples shows that the organizational
commitments of administrators and teachers vary in a
meaningful way according to the common influence of
organizational trust and organizational support. In the
multiple linear regression model created in this scope, the
relation  between administrators’ and teachers’
perceptions of organizational trust and organizational
support and their perceptions of organizational
commitment was found statistically meaningful.
Moreover, it is observed that their perceptions of
organizational support are more influential than their
perceptions of organizational trust, when assessing
administrators’ and teachers’ perceptions of
organizational commitment.

In addition to this, the calculated multiple linear
regression model was also supported with the LISREL
software. According to the results of the relation that was
researched by using LISREL software, it is observed that
the relation between organizational trust, organizational
support and organizational commitment and the relation
between organizational support and organizational
commitment are meaningful.

Limitations and future studies

The extent of this research is limited with the perceptions
of the administrators and teachers who are employed in
the secondary education schools in the provincial centre
of Bolu, Turkey about organizational trust, organizational
support and organizational commitment. This research is
conducted in the secondary education schools which are
appertained to the ministry of education and the special
schools are exempted.

The failing of the extensive researches in the national
and international literature which is relating to assess the
relation between the organizational trust, organizational
support and organizational commitment, contributes to
carry out this research. The relation between the
organizational  trust, organizational support and
organizational commitment can be framed in the larger
area with the different researches which can be applied in
the different socio-cultural structures which are both
educational sciences and other social sciences oriented
and the differences can be assessed. Thereby it can be
significantly supplemented with the educational literature
and an emphasis can be made on the necessity and
priority of the subject in the other fields.
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