Journal of Education and Recreation
Patterns (JERP)

WWW.jerpatterns.com

Investigation of the Relationship Between
Psychological Comfort Levels and
Organizational Commitment Levels of
Physical Education Teachers

Mustafa Kizilkoca!l

To cite this article:

Kizilkoca, M. (2022). Investigation of the Relationship Between Psychological Comfort Levels and Organizational
Commitment Levels of Physical Education Teachers. Journal of Education and Recreation Patterns (JERP), 3(2),
207-221. DOI: https://doi.org/10.53016/jerp.v3i2.71

Journal of Education and Recreation Patterns (JERP) is an international scientific, high quality open
access, peer viewed scholarly journal provides a comprehensive range of unique online-only
journal submission services to academics, researchers, advanced doctoral students and other
professionals in their field. This journal publishes original research papers, theory-based empirical
papers, review papers, case studies, conference reports, book reviews, essay and relevant reports
twice a year (June and December) in online versions.

! Mustafa Kizilkoca, Munzur University, Faculty of Sport Sciences, mkizilkoca@munzur.edu.tr,
“https://orcid.org/ 0000-0003-3636-6971



http://www.jerpatterns.com/
https://doi.org/10.53016/jerp.v3i2.71
mailto:mkizilkoca@munzur.edu.tr

Journal of Education and Recreation Patterns (JERP)
sere | |Volume 3, Issue 2, Year 2022 ISSN: 2757-9344

Investigation of the Relationship Between Psychological Comfort Levels and
Organizational Commitment Levels of Physical Education Teachers

Mustafa KIZILKOCA!

ARTICLE INFORMATION ABSTRACT

Original Research Paper This research aims to examine the relationship between
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consisted of physical education teachers working in Elazig province.
The study's sample group consisted of 211 people, 148 male, and 63
female, from physical education teachers working in Elazig. The
"Psychological Comfort Scale™ and "Organizational Commitment
Scale" were used as data collection tools. Dependent-Sample T-test,
Volume: 3, No: 2 One Way Anova, and Pearson Correlation Analysis were used in the
Pages: 207-221 analysis of the data. In terms of gender and educational status
variables, there was no significant difference in the organizational
commitment sub-dimensions and psychological commitment levels
of physical education teachers. Regarding age, occupational year,
and marital status variables, significant differences were found in
organizational commitment sub-dimensions and psychological
comfort levels. According to the findings obtained, as the age and
occupational year increased, the organizational commitment and
psychological comfort levels of physical education teachers
decreased. Single teachers were found to have higher levels of
organizational commitment and psychological comfort than married
teachers. A medium-level relationship was found between the levels
of forced commitment, moral commitment, and self-interested
commitment, which are the organizational commitment sub-
dimensions of physical education teachers, and psychological
comfort levels (r=-0.39, r= 0.51, r=0.43). As the psychological
comfort levels of physical education teachers increased, so did their
level of organizational commitment. After all; A significant positive
relationship was found between the organizational commitment
levels of physical education teachers and their psychological
comfort levels.
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INTRODUCTION

The concept of psychological comfort is a concept that is frequently used recently. This
concept is a form of expression first introduced by Edmondson (1999) (Kogak & Yener, 2019).
The concept of psychological comfort can be explained as a person's well-being or feeling of
psychologically safe (Yener, 2015). The level of psychological comfort is explained as the
level of perceived interpersonal anxiety or psychological risk that people feel within the
organization where they work (Edmondson & Lei, 2014). The perception of psychological
comfort is a collection of perceptions formed by the combination of reactions shown by
managers in the institutions where people are located, in expressing their suggestions and
thoughts, taking responsibility, receiving help or support from other employees, and making
mistakes (Edmondson, 1999). When people express their opinions, express situations they are
unhappy with, ask questions and express the mistakes they see, the reactions shown by their
friends or managers affect psychological comfort positively or negatively (Yener, 2015).
Psychological comfort is the reflection of inner peace in the environments where people work
the way they work (Edmondson, 2002). Therefore, rather than being an individual concept in,
reality, it is accepted as a common perception that all individuals in the working environment
feel and share (Kahn, 1990). The confidence that people have in return for the responsibilities
and risks they assume in the places where they work and the belief that they will not be
punished or humiliated as a result of the mistakes and failures they have made are directly
related to the psychological comfort level (Lee et al., 2004). It has been determined that people
with high psychological comfort levels express themselves more comfortably in the places
where they work, have high levels of job satisfaction, experience very little stress, and feel
much more valuable (Liu et al., 2014; Yener, 2018). People working in institutions with a high
level of psychological comfort can act comfortably in voicing and solving the identified
problems, criticizing themselves and other friends easily, and easily expressing their
suggestions and solutions (Kessel et al., 2012). In the institutions where they work, people have
the belief that if they are in a psychologically comfortable environment, they will be accepted
and respected not only by their managers or managers, but also by other colleagues, and this
situation allows people to work away from stress, have high risk-taking levels, and seek
solutions at the maximum level (Newman et al., 2017). Employees who are not afraid of
making mistakes and who trust themselves are defined as people with a high level of
psychological comfort (Tiwari & Lenka, 2016). In institutions where people work together, the
most important factor that will ensure a high psychological comfort level sense of trust. The
sense of trust that people feel toward those they work with increases the level of psychological
comfort in the work environment (Guchait et al., 2014). Research shows that the concept of
trust and the concept of psychological comfort are very much related to each other (Baer &
Frese, 2003). Three main factors that affect the level of psychological comfort can be
mentioned. These are stated as the characteristics of co-workers, the relationships established
with the people with whom they work, and the relations established with the manager or
administrators. The fact that one of these factors is problematic affects the level of
psychological comfort. For this reason, it is desirable to carry out all of the mentioned factors
in a healthy way (May et al., 2004). It can be said that it improves self-efficacy with the
Transtheoretical Model (Pennington, 2021).

The way people behave toward a community or a particular person that prepares them
for restricted thoughts is called commitment. Commitment is a form of behavior that exists in
places where we live collectively and is instinctively reflected (Dogan & Demiral, 2009).
Organizational commitment is seen as an important phenomenon that has been studied for
many years. The concept of organizational commitment was first introduced by Whyte in 1956
and has been later defined by many (Bakan, 2011). Some of these definitions are; O'Reilly et
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al. (1991) defined organizational commitment as the psychological commitment that realizes
the assimilation and internalization of the characteristics and goals of the places to which
people are affiliated or work. Becker et al. (1996) defined the labor and effort of people as the
emergence of their labor and effort within the scope of the objectives of the places where they
work and the willingness to participate voluntarily in the social activities of the places where
they work. Organizational commitment directly affects the happiness and willingness of people
working within the organization. For this reason, increasing organizational commitment is an
extremely important situation for employers (Senturan, 2014). In the research conducted, it has
been revealed that people with high organizational commitments work more efficiently, behave
honestly and selflessly, are happy with their work, and do not think about leaving (Bayram,
2005). However, it has been determined that the production and performance levels of people
with high levels of organizational commitment increase in the institutions where they work
(Karim & Rehman, 2012). One of the points to be considered is the confusion about the
concepts of job dependence and organizational dependence. These two concepts have different
meanings from each other. Organizational dependence is the loyalty of people to the institution
or place where they work, and dependence on work is the type of commitment to the profession
that people have made. People may not show the same degree of dependence on their jobs or
places of work (Dollard et al., 2012). Factors affecting organizational commitment are
examined under three headings. These are organizational factors, individual factors, and non-
organizational factors. The organizational factors examined as the first of these factors include
the values of the organization, attitudes, and behaviors towards employees, the objectives of
the institution, their contributions to the communication established between employees, and
their perspectives towards employees. Fulfilling the responsibilities of institutions to their
employees, helping them to improve themselves, and giving them an adequate wage have an
important place in increasing organizational commitment (Giindogan, 2009). When individual
factors affecting organizational commitment are examined, age, professional experience,
education, and gender, (S1gr1, 2007). Thirdly, in the examination of the mentioned external
factors, situations that develop outside of employees or institutions are addressed. These can
be stated as problems such as the economic structure of the country and related unemployment,
problems arising from the sector or higher authorities (Ince & Giil, 2005).

In line with the information provided, the aim of the study was determined as the
examination of the relationship between the psychological comfort and organizational
commitment levels of physical education teachers.

METHOD AND MATERIALS
Research Model

In this study, a quantitative research screening model was used to examine the
relationship between psychological comfort and organizational commitment levels of physical
education teachers working in Elazig province (Yazicioglu & Erdogan, 2004).

Universe Sample

The universe of the research consisted of physical education teachers working in Elaz1g
province. The study's sample group consisted of a total of 211 people, 148 male, and 63 female,
from physical education teachers working in Elazig in the 2022-2023 academic year.
Descriptive statistics about the teachers participating in the study are given in Table 1.
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Table 1. Descriptive Statistics Table of Physical Education Teachers.

Variables Group n %
Male 148 70,1
Gender Female 63 29.9
21-30 old 29 13,7
Age 31-40 old 105 49,8
41-50 old 77 36,5
1-10 year/s 44 20,9
Occupational year  11-20 years 124 58,8
21-30 years 43 20,4
. Undergraduate 176 83,4
Educational status Graduate 35 16.6
. Married 161 76,3
Marital status Single 50 23.7

The number and percentage frequencies of the physical education teachers participating
in the study according to gender, age, occupational year, educational status, and marital status
variables are given in the table.

Data Collection Tools
Psychological Comfort Scale

Edmondson (1999) developed the psychological comfort scale to determine the level of
comfort and security in the institution where people work. Turkish adaptation was made by
Yener in 2015. The scale consists of two sub-dimension scales "Initiative™ and "Tolerance" and
the evaluation is made on the based total score. The psychological comfort scale is a 5-point
Likert-type scale. The scale scoring can obtain a maximum of 35 and a minimum of 7 points.
The high score indicates that the institution's psychological comfort level is high. The reliability
value of the developer scale was found to be Cronbach Alpha 0.82. The reliability coefficient
of the psychological comfort scale was found to be Cronbach Alpha 0.81.

Organizational Commitment Scale

The scale was developed by Panley and Gould (1988) to measure people's loyalty to
the institutions they work for. The Turkish version was made by Ergiin and Celik in 2019. The
scale is examined in three sub-dimensions as "Moral Commitment”, "Self-interested
Commitment, and "Forced Commitment”. Questions 1, 4, 7, 10, and 13 measure the self-
interested commitment dimension, questions 3, 6, 9, 12, and 15 measure the moral commitment
dimension, and questions 2, 5, 8, 11, and 14 measure the forced commitment dimension. The
scale is 5 points Likert type scale. Questions are evaluated between 1 point and 5 points. As a
result of the scale, a minimum of 15 points and a maximum of 75 points can be obtained. In
the evaluation of the sub-dimensions, the lowest 5 and the highest 25 points can be obtained.
In the evaluation of the scores received, the high level of the points obtained in the forced
commitment sub-dimension indicates a low level of commitment, and the high score obtained
in the moral commitment and self-interested commitment sub-dimensions indicates a high
level of commitment. Cronbach Alpha internal consistency coefficient was found to be 0.94
for the moral commitment sub-dimension, 0.93 for the self-interested commitment sub-
dimension, and 0.92 reliability coefficient for the forced commitment sub-dimension.

211



Journal of Education and Recreation Patterns (JERP)

Analysis of Data

SPSS 22.0 program was used in the statistical analysis of the data. Skewness and
Kurtosis values were examined for normal distribution values of the data. The value range is
+1, and -1 is accepted as the value range (Tabachnick & Fidell, 2013). Independent-Sample T-
test was applied in terms of gender, education status, and marital status variables of the obtained
data, One Way ANOVA tests were applied in terms of age and occupational year variables.
Pearson Correlation Analysis was applied to examine the relationship between organizational
commitment and psychological comfort levels. The significance level was determined as
p<0.05 in the study.

FINDINGS

In this section, statistical evaluation of the data was made and the results of the
evaluation were shown in tables. The result of the statistical test to see whether the data was
distributed normally in the research was given in the Table 2.

Table 2. Data Normality Analysis Table

Measured values n X  StandartD. Skewness Kurtosis
Forced commitment 211 3,04 0,34 0,00 -0,35
Self-interested commitment 211 3,84 0,03 0,04 -0,60
Moral commitment 211 3,35 0,03 0,12 -0,48
Psychological comfort 211 2,69 0,02 0,32 -0,34

Skewness and Kurtosis values were examined for normality analysis of the data.
Skewness and Kurtosis values are considered to be -1 and +1 ranges. It was determined that
the obtained data showed normal distribution when the table was examined.

Table 3. Comparison of Organizational Commitment and Psychological Comfort Levels
According to Gender Variable.

Measured values Variable n X Sd t p
Male 148 3,04 0,48

Forced commitment Female 63 3,02 0.53 0,34 0,72
) Male 148 3,33 0,51

Moral commitment Female 63 338 0.43 -0,62 0,53

Self-interested Male 148 3,82 0,45 .0.88 0.37

commitment Female 63 3,88 0,42 ' ’

Psychological comfort Male 148 2,67 0,37 -1,18 0,23

Female 63 2,74 0,38

When Table 3 is examined, the comparison of organizational commitment and
psychological commitment values in terms of gender variable was made with the Dependent-
Sample T-test. When the data were examined, no significant differences were detected in terms
of gender variables in the values of forced commitment, moral commitment, and self-interested
commitment, which are the sub-dimensions of organizational commitment (p=0,72, p=0,53,
p=0,37). There was no significant difference in terms of gender variable when the
psychological comfort value was examined (p=0,23).d
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Table 4. Comparison of Organizational Commitment and Psychological Comfort Levels in
terms of Age Variable.

Measured values Variable n X Sd F p
21-30 old 29 2,38 0,33
Forced commitment 31-40 old 105 3,02 043 5443 0,00*

41-50 old 77 3,31 0,40
21-30 old 29 3,97 0,33
Moral commitment 31-40 old 105 341 0,39 67,18 0,00*
41-50 old 77 3,02 0,39
21-30 old 29 4,35 0,30
31-40o0ld 105 3,91 0,36 5556  0,00*
41-50 old 77 3,55 0,37
21-30 old 29 3,21 0,29
Psychological comfort 31-40 0old 105 2,77 0,27 110,85 0,00*
41-50 old 77 2,39 0,24

Self-interested commitment

*p<.05

In Table 4, the analysis of organizational commitment and psychological comfort
values in terms of age variable was performed with the One Way Anova test. When the table
was examined, a significant difference was found between age groups in organizational
commitment sub-dimensions and psychological comfort value according to p<0.05
significance level. Tukey test was performed to determine the differences between the groups
and was tabulated (Table 5).

Table 5. Determination of Differences Between Groups in terms of Age Variable.

Mean Difference

Measured values (1) Age (J) Age (1-J) Sd p

31-40 -0,63 0,08 0,00*

21-30 41-50 -0,92 0,08 0,00*

Forced 31-40 21-30 0,63 0,08 0,00*
commitment 41-50 -0,29 0,06 0,00*
41-50 21-30 0,92 0,08 0,00*

31-40 0,29 0,06 0,00*

31-40 0,56 0,08 0,00*

21-30 4950 0.95 008  0,00%

Moral 31-40 21-30 -0,56 0,08 0,00*
Commitment 41-50 0,39 0,05 0,00*
41-50 21-30 -0,95 0,08 0,00*

31-40 -0,39 0,05 0,00*

31-40 0,44 0,07 0,00*

21-30 4950 0,80 007  000*

Self-interested 31-40 21-30 -0,44 0,07 0,00*
Commitment 41-50 0,36 0,05 0,00*
41-50 21-30 -0,80 0,07 0,00*

31-40 -0,36 0,05 0,00*

31-40 0,44 0,05 0,00*

21-30 41-50 0,82 0,05 0,00*

Psychological 31-40 21-30 -0,44 0,05 0,00*
comfort 41-50 0,37 0,03 0,00*
41-50 21-30 -0,82 0,05 0,00*

31-40 -0,37 0,03 0,00*

*p<.05
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Tukey test was applied to determine the differences between the groups in terms of age
variable. When the table is examined, it is seen that in the forced commitment sub-dimension,
the 21-30 age group has a significantly lower level of commitment compared to the 31-40 age
group and 41-50 age group, and the 31-40 age group has a significantly lower level of
commitment than the 41-50 age group. It was observed that he had a low level of forced
commitment (p<0.05). In the sub-dimensions of moral commitment and self-interested
commitment, the 41-50 age group has a significantly lower level of commitment compared to
the 31-40 and 21-30 age groups, and the 31-40 age group has a significantly lower commitment
level than the 21-30 age group. observed (p<0.05). When the differences between the groups
in the measurement of psychological comfort were examined, it was determined that the 21-30
age group had a significantly higher comfort level than the 31-40 age group and the 41-50 age
group. It was determined that the 31-40 age group had a significantly higher psychological
comfort level than the 41-50 age group (p<0.05). It was determined that organizational
commitment and psychological comfort decreased significantly as the age level increased when
the findings were examined.

Table 6. Comparison of Organizational Commitment and Psychological Comfort
Levels in terms of the Occupational Year Variable

Measured values Variable n X Sd F p
Forced 1-10 years 44 2,62 0,50
commitment 11-20 years 124 3,09 0,44 26,50 0,00*
21-30 years 43 3,29 0,42
Moral 1-10 years 44 3,80 0,41
Commitment 11-20 years 124 3,28 0,43 33,80 0,00*
21-30 years 43 3,09 0,43
. 1-10 years 44 4,19 0,39
g%':n'm;fgaid 11-20 years 124 3,82 041 2812  0,00%
21-30 years 43 3,55 0,37
Psychological 1-10 years 44 3,04 0,37
comfort 11-20 years 124 2,67 0,31 46,77 0,00*
21-30 years 43 2,38 0,22
*p<.05

The analysis of organizational commitment and psychological comfort values in terms
of occupational year variable was performed with the One Way Anova test. When the table 6
was examined, a significant difference was found between age groups in organizational
commitment sub-dimensions and psychological comfort value according to p<0.05
significance level. Tukey test was performed to determine the differences between the groups
and was tabulated (Table 7).

Table 7. Determination of Differences Between Groups in terms of Occupational Year
Variable.

Measured Occupational Occupational  Mean Difference

values year (I) year (J) (1-J) Sd b
1-10 11-20 -0,47 0,07  0,00*
21-30 -0,67 0,09 0,00*
Forced 11-20 1-10 0,47 0,07  0,00*
commitment 21-30 -0,1 0,07 0,03*
1-10 0,67 0,09 0,00*
21-30 11-20 0.19 007 003*
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1-10 11-20 0,52 0,07  0,00*

21-30 0,71 0,09 0,00*

Moral 11-20 1-10 -0,52 0,07  0,00*
commitment 21-30 0,18 0,07 0,03*
1-10 -0,71 0,09 0,00*

21-30 11-20 0,18 0,07 0,03

1-10 11-20 0,36 0,07  0,00*

21-30 0,63 0,08 0,00*

Self-interested 11-20 1-10 -0,36 0,07  0,00*
commitment 21-30 0,26 0,07  0,00*
91-30 1-10 -0,63 0,08 0,00*

11-20 -0,26 0,07 0,00*

1-10 11-20 0,36 0,05  0,00*

21-30 0,65 0,06  0,00*

Psychological 11-20 1-10 -0,36 0,05 0,00*
comfort 21-30 0,28 0,05 0,00*
1-10 -0,65 0,06  0,00*

21-30 11-20 0,28 0,05 0,00

*p<.05

Tukey test was applied to determine the differences between the groups in terms of the
occupational year variable. When the table is examined, it is seen that in the forced commitment
sub-dimension, the 1-10 year group has a significantly lower level of commitment than the 11-
20 year and 21-30 year group, and the 11-20 year group has a significantly lower level of
commitment than the 21-30 year group. It was observed that he had a low level of forced
commitment (p<0.05). In the sub-dimensions of moral commitment and self-interested
commitment, the 21-30 year group has a significantly lower level of commitment compared to
the 11-20 year and 1-10 year groups, while the 11-20 year group has a significantly lower level
of commitment compared to the 1-10 year group. (p<0.05). When the differences between the
groups in the measurement of psychological comfort were examined, it was determined that
the 1-10 year group had a significantly higher comfort level than the 11-20 year group and the
21-30 year group. It was determined that the 11-20 year group had a significantly higher
psychological comfort level than the 21-30 year group (p<0.05). It was determined that
organizational commitment and psychological comfort decreased significantly as the level of
the occupational year increased when the findings were examined.

Table 8. Comparison of Organizational Commitment and Psychological Comfort Levels
According to the Educational Status Variable.

Measured values Variable n X Sd t p
. Undergraduate 176 3,02 0,49
Forced commitment Graduate 35 310 0.52 -0,80 0,42
. Undergraduate 176 3,36 0,50
Moral commitment Graduate 35 3.30 0.45 0,56 0,57
Self-interested commitment  Undergraduate 176 3,84 0,45 021  0.82
Graduate 35 3,82 0,41 ' ’
. Undergraduate 176 2,69 0,38
Psychological comfort Graduate 35 269 0.37 0,00 0,99

The comparison of organizational commitment and psychological commitment values
in terms of the educational status variable was made with the Dependent-Sample T-test. When
the data were examined, no significant difference was found in terms of educational status
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variables in the values of forced commitment, moral commitment, and self-interested
commitment, which are the sub-dimensions of organizational commitment (p=0,42, p=0,57,
p=0,82). When the psychological comfort value was examined, no significant difference was
found in terms of the educational status variable (p=0,99).

Table 9. Comparison of Organizational Commitment and Psychological Comfort Levels
According to the Marital Status Variable.

Measured values Variable n X Sd t p

Married 161 3,07 0,44

1 *
Forced commitment Single 50 2,92 0.63 1,95 0,05
. Married 161 3,29 0,46 *
Moral commitment Single 50 354 0.53 -3,22 0,00
Self-interested commitment  Married 161 3,77 0,41 404 0.00%
Single 50 4,06 0,48 ' '
Psychological comfort Married 161 2,63 0,35 -4,53 0,00*

Single 50 2,89 0,39

*p<.05

The comparison of organizational commitment and psychological commitment values
in terms of the marital status variable was made with the Dependent-Sample T-test. In the
forced commitment sub-dimension, it was determined that married teachers had a significantly
higher commitment level than single teachers (p=0.05). In the sub-dimensions of moral
commitment and self-interested commitment, single teachers were found to have a significantly
higher level of commitment than married teachers (p=0.00). In the measure of psychological
comfort, it was determined that the psychological comfort level of married teachers was
significantly lower than that of single teachers (p=0.00). When the psychological comfort value
was examined, a significant difference was found in terms of the maritial status variable
(p=0.00). It was determined that the organizational commitment sub-dimensions and
psychological comfort values of single teachers were higher than married teachers when the
findings were examined.

Table 10. Examination of the Relationship Between Organizational Commitment Sub-
Dimensions and Psychological Comfort

Correlation Psychological comfort
Pearson r -0,39**
Forced commitment p 0,00
n 211
Pearson r 0,51**
Moral commitment p 0,00
n 211
Self-interested Pearson r 0648;*
commitment P '
n 211

Pearson Correlation analysis was performed to examine the relationship between
organizational commitment levels and psychological comfort levels of physical education
teachers. When the data were examined, a medium-level relationship was found between the
psychological comfort levels of the teachers and the organizational commitment sub-
dimensions. A negative relationship was determined between psychological comfort and
forced commitment level (r=-0.39). As the forced dependencies of physical education teachers
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decreased, their level of psychological comfort increased. A positive relationship was
determined between psychological comfort and the sub-dimensions of moral commitment and
self-interested commitment (r=0.51, r=0.43). As physical education teachers' levels of moral
commitment and self-interested commitment increased, so did their psychological comfort
levels.

DISCUSSION AND CONCLUSION

In the research conducted to examine the relationship between the organizational
commitment levels and psychological comfort levels of physical education teachers, the
organizational commitment levels of physical education teachers were examined in terms of
sub-dimensions and psychological comfort levels, gender, age, occupational year, educational
status, and marital status variables. The relationship between teachers' organizational
commitment levels and psychological comfort levels was also statistically examined and
discussed within the framework of the literature.

In the examination of physical education teachers' organizational commitment and
psychological comfort levels in terms of gender variable, no statistically significant difference
was found between male teachers and female teachers in the values of forced commitment,
moral commitment, self-interested commitment values and psychological comfort levels from
the organizational commitment sub-dimensions. Some studies are parallel to the research, as
well as studies with conflicting results with the results of the research in the literature review
on the subject. Demirtas (2010) has not found a significant difference between the
organizational commitment levels of male teachers and female teachers in his research
examining the organizational commitment of private teaching institution teachers. In the
research conducted by Yakut (2015) on the organizational commitment levels of vocational
high school teachers, it was found that male teachers had a higher level of organizational
commitment than female teachers. Yalgin & iplik (2005) have not found a significant
difference between the organizational commitment levels of male and female employees in
their research on hotel employees. Studies in which women have a higher level of
organizational commitment than men are also found in the literature (Durna & Eren, 2005;
Albayrak, 2007).

It was found that the organizational commitment levels and psychological comfort
levels of physical education teachers decreased significantly as their age and occupational years
increased in examining the organizational commitment levels and psychological comfort levels
of physical education teachers according to age and occupational year variables. Topaloglu,
Ko¢ & Yavuz (2008) found that teachers who are new to the occupation have more
organizational commitment than senior teachers in their studies examining the organizational
dependencies of teachers in the literature review on the subject. Ozcan (2008) found that the
occupational seniority year did not make a significant difference in organizational dependency
levels in his research. In his research on vocational high school teachers, Yakut (2015) found
that as the age of teachers increased, their organizational commitment increased. The research
contradicts the findings obtained. Yener (2016) determined that psychological comfort level
increase as age and occupational year increase in the examination of psychological comfort
levels according to the age and occupational year variable and predicted that this result may be
because people turn into a more contented structure due to the increase in experience with age.
It is seen that there are studies that are parallel and contradictory with the research in the
literature review. It is thought that the decrease in organizational commitment and
psychological comfort as the age and occupational year increase is due to the economic
difficulties encountered by teachers and the occupational attrition experienced by physical
education teachers when the findings obtained in the study are evaluated.
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In examining organizational commitment levels and psychological comfort levels of
physical education teachers regarding educational status variables, there was no significant
difference between organizational commitment levels and psychological comfort levels
between undergraduate and graduate teachers. Yener (2016) has not found a difference between
education and psychological comfort levels. Giizelbayram (2013) has not found a significant
difference in the examination of the organizational commitment of the instructors in terms of
educational status variable in her research on lecturers. Other studies have been found that are
parallel to the research (Memisoglu & Kalay, 2017; Ugrasoglu & Caganaga, 2017).

In the study, in the examination of the organizational commitment levels and
psychological comfort levels of physical education teachers according to the marital status
variable, it was found that single teachers had higher organizational commitment levels and
psychological comfort levels than married teachers. In the literature, it has been found that
married teachers have more organizational commitment than single teachers (Al-Fadli, 1997;
Coral, 2006; Ozkaya et al., 2006; Siirgevil, 2007). Nartgiin and Menep (2010) found that
marital status did not affect organizational commitment in their research. The findings obtained
by the literature review do not show parallels. It is thought that the reason for this is due to the
economic problems and livelihood problems experienced today.

A medium-level relationship was found between the sub-dimensions of organizational
commitment and the level of psychological comfort in the study. As the organizational
commitment levels of physical education teachers increased, their psychological comfort levels
also increased. A sufficient number of studies have not been found in the literature review on
the subject. Bilgin (2018) has not found a significant relationship between psychological well-
being and organizational commitment levels in his research on teachers working in private
schools. When the findings are evaluated, it is predicted that the relationship between the level
of organizational commitment and psychological comfort levels is more connected to the
institutions where physical education teachers work in situations where they are
psychologically comfortable.

After all; There was no significant difference in the organizational commitment levels
and psychological comfort levels of physical education teachers in terms of gender and
educational status variables. Significant differences were found in age, occupational year, and
marital status variables. It was found that teachers with young ages and fewer occupational
years had higher levels of organizational commitment and psychological comfort. It was found
that single teachers had higher levels of organizational commitment and psychological comfort
levels than married teachers. A medium-level relationship was found between the sub-
dimensions of organizational commitment and the level of psychological comfort. As the
organizational commitment levels of physical education teachers increased, their psychological
comfort levels also increased.

Suggestions;
e Application of research to teachers of other branches,

e Examining the relationship between the economic difficulties experienced by teachers
and the findings of the research,

e The application of the research to teachers living in metropolitan and the comparison
of the findings are suggestions that can be made as a result of the study.
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