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ABSTRACT 

Business organizations should cons;der the efficiencies of !heir workers as 
well as manufacturing of goods and service in the conjuncture of rapidly increasing 
economic competition across the globe. In such an environment where intense and 
rapid changes take place, it has gained importance that workers should be 
experienced and educated as well as they have full organizational commitment. 

In this study, effects of career management on organizational commitment 
have been investigated. The study consists of three sections. In seetion one, nations 
of career and career management have been explained, and career management 
period, individual and organizational career · planning, applications of career 
management and career problems have been investigated. 

In seetion two, organizational commitment has been discussed. In this 
section, term of organizational commitment has been deseri bed, i ts relationship with 
similar nations has been mentioned, and organizational commitment classification 
and indicators of organizational commitment have been emphasized. 

In the third section, obtained findings from the survey have been included to 
determine the effect of career management on organizational commitment. 

The research has been carried out with 180 workers chesen with simple 
randem sampling method from the operating world of nourishment, banking­
finance, press, tourism, other private businesses and state institutions and 
organizations. 

Findings obtained after conducted questionıı:ıire has been enrolled with SPSS 
for Windows 18,0 and statistical analyses have been applied to measure the research 
variances. 

Main aim of the research is to investigate and examine the programın es of 
career advancement and activities of career management applied by organization for 
workers within the scope of the worker's effect on organizational commitment. 

Key Words: Career Management, Career Planning, Career Advancement, 
Organizational Commitment. 
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ÖZ 
Her geçen gün artan ekonomik rekabette işletmeler mal ve hizmet üretimleri 

kadar, çalışanlannın verimliliklerini de dilşOnmek zorundadırlar. Böylesi yo~un 
rekabetin ve hızlı de~işiınlerin yaşandı~ı ortamda, çalışanların bilgi ve deneyim 
sahibi olmasının yanında örgiltsel ba~lılıklarının tam olması da oldukça önem 
kazanmıştır. 

Bu çalışmada, Karlyer yönetimi uygulamalarının, örgütsel ba(\lılık üzerindeki 
etkisi incelenmiştir. Çalışma Oç bölilmden oluşmaktadır. Birinci bölilmde karlyer ve 
kariyer yönetimi kavramları açıklanmış, kariyer yönetim süreci, bireysel ve örgütsel 
kariyer planlama ile kariyer yönetimi uygulamalan ve kariyer sorunları incelenmiştir. 

Ikinci bölilmde örgOtsel ba~lılık ele alınmıştır. Bu bölümde, örgOtsel ba~lılık 
kavramı tanımlanarak benzer kavramlarla ilişkisine de~inilmiş, örgOtsel bağlılık 
sınıflandırmalan ile örgOtsel b~lılı~ın göstergeleri azerinde durulmuştur. 

ÜçOncO bölilmde, kariyer yönetiminin örgütsel bağlılık Uzerine etkisini 
belirlemek amacıyla yapılan araştırmadan elde edilen bulgulara yer verilmiştir. 

Araştırma, KKTC'de; gıda, bankacılık-fınans, basın-yayın, turizm ve diğer 
özel işletmeler ile kamu kurum ve kuruluşlarında faaliyet gösteren bu evrenden, basit 
seçkisiz örnekleme yöntemi ile seçilen 180 çalışan üzerinden yilrOtillmilştilr. 

Anket uygulamaları sonrası elde edilen veriler, SPSS for Windows 18,0 
programına girilmiş ve araştırma değişkenlerini ölçmek için istatistik analizleri 
uygulanmıştır. 

Araştırmada temel amaç, çalışanlara yönelik örgilt tarafından uygulanan 
karlyer yönetimi faaliyetleri ve kariyer .geliştirme programlarının çalışanın örgüte 
bağlılı~ına etkisi kapsamında incelemek ve irdelemektir. 

Anahtar Kelimeler: Kariyer Yönetimi, Kariyer Planlama, Kariyer Geliştirme, 
Örgiltsel Bağlılık. 

lll 



T BLE F O TE T 

Acl·,nO\\ ledgement. ................................................................. ............................... ........ i 

A bstract. ................................................................ ... ............ ............................... .......... i i 

Extract.. ... . ............ .... .............................. .. .. .................. .. .................... ...... ...... ............ ii i 

Table of ontenL. ....................... ............................ ..... ............................................. .... iv 

A bbrcviations ......... . ....... .. ........... . ............... . ...... . .. . . . ............ . .... . ........... ix 

List ofTables .. ... ... ........... ........ ....... . .. .. ... . . ............. . . . .................... .. .... x 

List of Figures ... .. ...................... ... .......................... .. .. . .. .................... xi i 

1 ntroducıion ............................................ ................................................ ... ................... l 

E T IO O E .................................... ............. ...................................................... ... J 

L 

1.1. 

1.2. 

1.3. 

1.4 . 

1.5. 

R ERM GEM • T : .... .... .... . ......... . .......... . .. . . ... ................... J 

Noıions of Career and areer Managemen ı. .. .... ... .......... ...................... 3 

Arising and Development of Notion of areer . .. . .................. ............... 5 

Benefi ts of areer Managemcnt .. ................. .. .......... .. ................... 7 

Career Management and 360 Dcgree Performance Evaluaıion .. ................ 8 

ıages of areer ............. .. ...... . ........................................... ... ... 1 O 

1.5.1. tage of Discovcry ....... . ..... .. . .. ......... .... ..... ...... ...... .. ...... . .... .... 1 ı 

1.5.2. ıage of eııing Up ......... .. .............. .. ................ . ..................... 12 

1.5 .3 . tage of areer enter Po i nı ....... .. ................ .. .... ... ..................... 13 

1.5.4 . 

1.6. 

tage of Ending arecr and Withdrawal (Rcıircmenı) ....................... ...... . 13 

Career Plan n ing and Devcloping Carcer ......... . . .... ........................... 15 

1.6. 1. No tion and Descripı ion of arccr Managcmcnı. ..... .. ......... .. .............. ı 5 

ı .6.2. ysıcm of Carecr Pl anning ...... ...... ............... ... .. ... .. ........ . .... ....... ı 6 

1.6.2.1. lndividual areer Planning .................................................. 17 

ı . 6.2.2 . rganizational arcer Planni ng .. ................ ........ . .. .. .... ...... .. . 18 

1.6.3. Dcvcloping of areer ............. . .............. ........ .. ............... . ........ 19 

ı . 7. A pplications of Carccr Managcmcm .... .. : .. ........... . ......................... 21 

ı .7 . ı . Internal Recru i tnıem ...... .. .......................... . ............................. 2 ı 

ı .7.2. Promotion ................ .. ... .. .... . .. . ......................... . .................. 22 

ı . 7.3. Transfer or Translocation .............. .. ......... . .................................. 23 

IV 



ı. 7.4. Organizational Backup ........................................................... 23 

ı.7.5. Orientation Prograınme .......................................................... 24 

ı. 7.6. Disınissal ........................................................................... 24 

ı. 7. 7. Retirement ........................................................................ 25 

ı.8. Career Troubles ..•... : ................................................................ 25 

ı .8. 1. Stress and Exhaustion ............................................................. 25 

1.8.2. Troubles Stemming from Sex ..................................................... 26 

ı.8.3. Mobbing ........................................................................... 27 

1.8.4. Working at more than one business (Moonlight Trouble) .................. 27 

1.8.5. Working Spouses (Spouses with Dua! Career) ............................... 28 

ı.8.6. Dua! Career ......................................................................... 28 

ı.8.7. Disfavoring ......................................................................... 29 

ı.8.8. Layoff. ................................................................................ 29 

ı.8.9. Plateau ofCareer ................................................................. 29 

SECfiONTW0 ............... ; ............................................................... 3ı , .. 

2. ORGANIZATIONALCOMMITMENT ............................................ 3ı 

2.1. Concept ofOrganizational Commitment: .......................................... 3ı 

2.ı.ı. Delinition of Organizational Commitment. .................................... 32 

2.1.2. Importance ofOrganizational Commitment .................................... 34 

2.2. Concepts Equivalent to Organi:zational Commitmenl ........................... 35 

2.2.ı. Organizational Commitment. ..................................................... 35 

2.2.2. Organizational Loyalty ............................................................ 35 

2.2.3. Commitment to Profession ...................................................... 36 

2.2.4. Commitment to Colleagues ...................................................... 37 

2.2.5. Commitment to Job ................................................................ 37 

2.3. Indicators of Organizationaı Commitment.. ..................................... .39 

2.3. 1. Accepting and Depending on the values of the organization ................. 39 

2.3.2. Making seıf-sacrifice for the Organization ................................................. 39 

2.3.3. ldentification with Organization ................................................... ; .. .40 

2.3.4. lntemalization ...................................................................... 40 

2.4. Classification of Organizational Commitment.. ................................. .4ı 

V 



2.4. 1. Approach of Allitudinal Conımitnıent . ........................................... 41 

2.4.1.1. Etzioni Approach and lass ification .. ..................... .. ....... ..... .42 

2.4.1.2. Kanter Approach aııd Class ification ..... .. ........ . ............. . ......... 42 

2.4. 1.3. 

2.4 .1.4 . 

2.4 .1.5. 

' Rcilly and hatman Approach and lassification ......................... •-D 

Penley and Gould Approach and lassification ................ ......... .4-1 

Alien and Meyer Approach and l ass ifi caı ion ........................ . .45 

2.4.2. Approach Behavioral onımitment ... . ... ............. . ....... . .... ... . ....... .48 

2.4.2. 1. Becker Approach and lassification ....... . ................... .. ....... .48 

2.4 .2.2. alanci l- Approach and Cla.ssifica ti on ........ . ......... . ............. . . . .49 

2.4 .3. Mu lt iple oınnıitrnent Approach .. .. ... ............... ...... .... .. .............. 50 

2.5. Outcornes of Organizational onııııi tment. .......... .. ... . ...................... 50 

E T IO T IIR EE . . . ........ . ... . . . . .. ... .. .. .. . ..... ... ...... . ...... . .. .. .... .... .. . ... . 53 

3. T II E IMPA T O F REE R M A ME T PRA Tl E O 

O RGA IZATIO L OMM lTM E T : T OY 1 TR ................ 53 

3. 1. Purpose, ignificaııce and cope of the Study ........................................... 53 

3.2. Method .... . ........... . .................. . ...................... . ............ . . . ... ... 53 

3.2. 1. Design of the study' . ... .. .. . .... .... ... .. ............. .. ................ .. ...... . 53 

3.2.2. Un i verse and aınple .............. .. .............. . ............................... 55 

3.3. llypoıheses and Assumptions of the tudy .... ............. ... .................. 55 

3.3.1. llypothesis of llıe study .............. .. ... . ....... . .... .. ........................ 55 

3.3.2. Assumptions of the study . . ....... .................. . ... ............. .. .. ......... 56 

3.4. Data ol leetion Tool and Preserıtatio ıı ofıhe Process ................... .... . . 56 

3.4.1. Validity and Reliabili ty Analysis .... .. . ...... . . .. . .......................... .... 57 

3.5. Evaluation of the urvey Data and tatistical Analyses ..................... .. 57 

3.6. f i ııd i ngs About the Denıographic haracteristi cs of the Participating 

Cnıployces ................. . .... . ........... . ... . ............... .. ................ . ...... 60 

3.6. 1. Distribution of Enıp loyccs By Gender ............... . ............. ...... ....... 60 

3.6.2. Distribution o f Enı p loyecs By Marital Latus ...... . .................. ..... ... 62 

3.6.3. Distri bution of Llıe Participating Employees By Age .............. ........... ....... 62 

3.6.4. Distribut ion of the Partic ipaı ing Employees By Level of Educational 

. ... ......................................... ... .................................................. ................ 62 

VI 



3.6.5. Distribution of the Participating Employees By Length of 

Service ................................................................................ 62 

3.6.6. Distribution of the Participating Employees By Overall Work Experience 

...•...•......................................................•................•...•..•. 63 

3. 7. Findings about the companies the participants work 

at. ........................................................................................................................ 63 

3.7.1. Distribution by the type of company .... ; ....•..........•..................................... 65 

3.7.2. Distribution by the company's field of activity .......................................... 65 

3.8. Findings about care er management practices at 

companies ........................................................................................................... 65 

3.8. 1. Distribution of Human Resources 

Divisions ..................................................................................................... 65 

3.8.2. Distribution by the existing of career planning 

activities ..................................................................................................... 65 

3.8.3. Distribution of Specifıc Career Planning 

Activities .................................................................................................... 66 

3.8.4. Distribution of the opinions about who is responsible for the Career 

planning of the employees .........................................•......................•.. 67 

3.8.5. Distribution of the opinions about the best indication of career success 

.................................................................................................................... 67 

3.8.6. Distribution of the opinions about Career .................................................. 68 

3.9. Findings from Statistical Analyses of 

Hypotheses ...........••.........................•................................................................. 69 

3.9.1. Examination of whether There Is a Signifıcant Difference between the 

Organizational Commitrnent of the Employees Relative to the Field of 

Activity of the Company They Work at ..................•..•................. 69 

3.9.2. Examination of whether there is a signifıcant difference between the 

organizational commitrnent of the employees relative their demographic 

characteristics (gender, marital status, age, !eve! of education) ............... 70 

3.92.1. Examination of whether there isa signifıcant difference between the 

organizational commitrnent of the employees relative their demographic 

characteristics (gender, marital status, age, !eve! of education) ............. 70 

VII 



3.9.2.2. Exanıination of whether the organi7ational commitment of the 

participants differs relative to thcir nıaritaJ 

sıat us ....... ... ...................... ................ .... ........................... ... ........................ 71 

3.9.2.3 . xaınination of weather the organizational conıınitmenl of the 

participants differs relative to the ir age ............................. ........................ 72 

3.9.2.4. xaminaıion of whethcr the organizational coınınitment of the 

parıicipants differs re lative to their level of 

education .................... ........... .... .......................................................... ..... .. 73 

3.9.3. Examinaıion of the relationship between the organiLationaJ comm itment of 

the eınpl oyees and their opirıions abouı the best indication or career 

success ........................................ ..... ....... ................... .................................. 7J 

3.9.4. xamination of the impact of human resources divisions on organizational 

ommitment.. ...................................................... ........ ................................ 74 

o L 10 o E T JO . . . . ... ............. . .. ..... . . ..... ..... ....... . .. .... 76 

REFP.:RE E .... . .......... .. ...... ..... ....... . ... .. . . ...... ...... .... . .. ...... ..... ... . .... 81 

···· · ·· · ·· ·· . ... ... ......... . .... . . . . . ..... . ... . ........ ... . .. ........ .............. 94 

A T0131 R.APIIY .. ...... . ....... ...... ..... ........... ... . ....... . ... .... ......... .. ..... 99 

VIII 



ABBREVIATIONS 

TRNC Turkish Republic ofNorthem Cyprus 

SPSS Statistical Package for the Social Sciences 

FEAS Faculty of Economics and Administrative Sciences 

Pg Page 

ete. Et Cetera 

ete. Ete e teras 

et. al And others 

TAF Turkish Anned Forces 

GOP Gazi Osman Pasha 

cıu Cyprus International University 

VSHE Vocational School ofHigher Education 

NCMSDOFCR Noncommissioned Officer 

u University 

IX 



LIST OF TABLES 

Tables Page 

Table 1: Necessities in Career Stages ............•.......•...•...•.....•....•.•......•...••.•.•..•.•. l5 

Table 2: Distribution ofworkers in tenns ofsex .•..•...•..••.....••....•.••..•.•.......... 60 

Table 3: Distribution ofworkers in tenns ofmarital status .........•.........•..•........ 61 

Table 4: Distribution ofworkers in tenns ofage ........•...•.•••.....•.....•.••....••.•... 61 

Table 5: Distribution ofworkers in tenns ofeducationalleve1.. ..•.•.••....••..•.•.•.••. 62 

Table 6: Distribution ofworkers in tenns ofjob seniority .... , ..••..•...••.....•..•..•.•. 63 

Table 7: Distribution ofworkers in tenns of working seniority ..•....•...•.•....•....... 63 

Table 8: Distribution ofworkers in tenns oftype of business where they work •.••. 64 

Tabi e 9: Distribution ofworkers in tenns ofactivity area ..•.....•.••........•..•...•....•.....•. 64 

Table 10: Distribution in tenns of the condition which there isa department of 

human resources ...•..•..•..•••.•...•..•..•...•...•••..•..••.....••..•.•.•••.••••.••.•..•...•... 65 

Tabi e ll: Distribution in tenns of the condition w hi ch there is not a department of. 

human resources .••....•...•.....••..•...•......•.•..•...•..•.•.••.......•••..•..••....•....•.•. 65 

Table 12: Distribution in tenns of the coiıdition wlıich career planning study is 

perfonned at the organizations .•...••.•..••....•..••......••...•...•..•.....•..•.••.......••. 66 

Tab le 13: Distribution of the organizations in tenns of career planning studies ...••.. 66 

Tab le 14: Distribution in tenns of the opinions about 'Who is responsible for the 

career planning?' .••.••..•..••.••....•.......•..•....••..•..••..•...•.......••..•.•••.....•..•.•... 67 

Table 15: Distribution in tenns offactors reflecting career success the besl. ..••..•..•. 68 

Table 16: Distribution in tenns ofworkers' opinions about career .•.•...••...•.•........•. 68 

Table 17: Kruskai-Wallis test results: Workers' organizational commitments in tenns 

of activity area of the business ................................................................................... 70 

Tabi e 18: Mann-Whitney U test results: Commitments to the business in tenns of 

workers' sexes ............................................................................................................. 71 

Tab le 19: Mann-Whitney U test results: Organizational commitments in tenns of 

workers' m ari ta! status ..•..••...•.•.........•..•...•.•.•.•.•...•...•..•.........•.•.........•.....•....•...•......•.•. 72 

Tab le 20: Kruskal-W allis test results: Organizational Commitment in tenns of 

workers' ages .••......••........•.••.••....•.••..•....••....•••.••...•.......•..•..•.••....•.....•. 72 

X 



Tab le 21: Kruskal-W allis test results: Organizational Commitment in terms oftheir 

educationallevels •....••..••...••.•..•.•......••.•.•.•••••..•...•..••.•••....••.....•........•. 73 

Tab le 22: Kruskal-W allis test results: Analyzing organizational commitment with 

factors reflecting career success the best ..•••.•...•••••••.••..•..•.......•.••....•..••••.•• 74 

Table 23: Mann-Whitney U test results: Analyse about the effect of the condition 

whether there isa department of human resource at businesses on organizational 

commitment. .•.•.•.•.•.•.••.........•..••..•....•...•..•.•.•...•.••.••....•.••..•..........•.•.....•.••..•...•..•...•...• 75 

Xl 



LIST OF FIGURES 

Figures Page 

Figure 1: Career Stages .•.•.••...•..•••.•..••..•..••..•...•••..•..•......••..•.•.•..•...••.•.... !! 

Figure 2: The process of individual career planning ..•.....•...•...•......•...•.•..••.........•..••.. 19 

Figure 3: System ofOrganizational Career Advancement ...........••...•..••..•..••... 21 

Figure 4: Hislogram ofNormality Distribution .•...•...••.... : .•.....•.......•......•.....• 59 

XII 



1 TR O T l 

Riva ll')' beıwct>n businesses has increased day by day in globali.1ing " oıld . 

Bus inesses have necded new structuring, nıanufacturing, and marketing sırategics 

more and more every passing da) . Businesses have not bccn i ndiffercnı against 

changes and have m ade improvcments i n cspecially organizational structurcs and 

sırategy Large . 

onıpeıition environmenı has forecd organi.1ations to kccp up with changes 

and devclopments. 

Wh ile businesses increasc their carecr opporıuniıies to kcep ıhci ı workers, 

workers ınust also be creati ve by improving their talcn ts by having same self 

de,otion. lt has known that organizational commi tmenı occurriııg as a ı esul t of the 

re laı i onsh ip betwec ıı the busines and the worker, and expressing the power of the 

comın i tııı e nı '"hich the workcr fcels for the busi ne~s affcct the performunce of the 

business in a positive wa) . In other \\Ords, organiıationa l commiuncnl is a 

sign i ficaııt maller of fact for workers' adopıioıı of orgaııi .1.a tion ' aiıns, kccping the 

''ili to be in the business, aııcnd i ng the managenıent and acti\ ities of the business, 

having a creatiYe and reformisı aıtit ude for the business. Therefore, businesses must 

include applications aimed at providing \\ Orkers ' comm itments to the organization, 

their pleasure for \\Ork they performed and workplacc \\ here they work. One ofıhcsc 

applica ıions is career management. 

In our day \\hen competition has gained an international quali tication, being 

ab le ıo be redoundcd the technological advancenıents in to the bu iness' assets is 

away from a computer kejboard depending on the busine s' capital power. (Dilsi.1, 

201 1 ). ·ı here by, the mai n factor that ' ' i ll mak e the businesses be alı cad of the ir riva ls 

i po siblc ' ith being the qualificd human pO\ cr, which they have, belter oll 

compared to the human power, ' ' hi ch the ir ri va le; have. 1 o provide th is, employing 

the workers at the right positions by anal)ling thcir talcnts and inıercsts well is the 

most reasonable ıh i ng. uch facıors Icad ıhe organi llltions to the nations such as 

career, carecr managcnıent, carcer advanccmenı and carccr planning. Businesses 

\\ hi ch hcad ıowards thcse approachcs provide the carecr ways to the ir workers to the 

ı 



end will kccp thcir enıployces and will inerease thcir eonınıitııı e n ts to the 

organization and insıituıion . 

The researeh has been earried out with the ai m of being able to see the e ffeeı 

of earecr nıanageınent applieation on inercasing organizationa l eommitments of 

cnıpl oyecs. Wheı.h c r ılıere is a signi ti canı relationship bctween appl ied eareer 

managemen ı and eınp loyees' eonımitnıents to the business is one of the mai n targets 

of the rescareh. In the study, the relationship between enıployees' eonımitıncnts to 

the business and organizational and ind ividual earccr managcııı eııt will be 

enıphasized . 

The study earried out w ith ılıesc ai m s eonsists or three seeti ons. 1 n the seetion 

one. noıions of career and eareer ıııanagement have been cxplained, and noıions such 

as earecr planning, earecr ıııanagcnıen ı have been cxplained. In addition, in the 

seetion one. organ i za ıiona l and indi vidual career management. carccr sıagcs. carccr 

ınanage ıııent applieations and career troubles have been investigatcd. 

In seetion ıwo or ı.he study, notion of organizational comrnitment have been 

explained, ant.! its relationship wiı.lı other noıions have been eva l uaıed . In addit iJn, 

indicators or organizational eomrnitmenı and organizaıiona l coının itmenı 

classiricati on have been cmphasizcd. 

In the third seetion that is the last one of the study, the research carried out to 

deıermine the efTect of carecr ınanagement applicaıions on organi zational 

coııınıitmcnt, and obtained rindings have been included. 
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ll PT ER O E 

RE RM T 

1.1. OTIO OF R ER o RE ~ RM A EME T 

Career is a noıion \<\hich has appeared wiıh increased inıportance of the 

human facıor and its importance h~ recurred every p~sing day in globaliLing and 

renewing world. ince people spend most parts of ıheir li,es by working. work is a 

viıal facı for them. areer mean o bcing able to be promoted and successful in clıoscn 

occupaıion and business life lrom the poinı of cınployee (Karakaş. 20 12). 1 hcrcloıe, 

e\cry working individual nıus ı understand well advancement opportuniıies in his job. 

main ly career opportuniıies to plan his life (13arutçugil. 200'-1;319). areer has been 

in li ıeraıure asa meaning of·•carrierre" in French and·· areer" in English. areer as 

a general ıneaning is advancing in a chosen business life. having responsibility. 

gaining a rooting and obtaining prestige. (Kılıç. ÖztOrk. 2009). 

Notian of carccr is u cd in dail) languages and l oıs or are~. Noıion of carccr 

which has usages such as building a carcer. advancing a career. career planning. and 

can ing out a career i o also u-;cd as m ean i ngs of ad vancem en ı and being in a further 

le\ el in business world. 1 he dicıional) meaning of the career is "the position \\hıch 

an individual has sıarted, and continued unıilıhe end of his business life by utiliting 

the most productive years of his life' . When the noıion of the career is used, it 

expresses diffcrcnt nıe,mings for individuals and organitaıions. For sonıe. it 

e\presses sacriticing h inıse l f in an arca of e~pcnise or for some it c~presses the 

working cnvi ronınelll where he is for keeping livi ng. (KOçOk, 20 12). 

There are differenı descripıions of the word 'career '. The desc riptions of iı are 

as below: 

• Career is mo' ing up'' ards on the organization 's ladder in the hicrarchical 

organizations. ( lmı iş, Ba) rak. 2000). 

• Career is advancemenı. lt is c'.plaincd asa nıoveınen t usually UP'-'ards in an 

organization or a professional hicrarchy. 

• l t isa person's ad\'anccmcnt whic lı is step by step and pernıanentl) , gaining 

e'\pcricnce and skills during the) cars v,hcn the one can work . 
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• Career is deseribed as 'occupation or job which an individual starts by 

spending most of the productive years of his life, develops and usually 

continuesuntil the end of his business life.' 

• lt isa total series ofwork activities and positions in time such as attitudes that 

an individual develops during his life, his educational level and proficiency. 

More extensively, it is possible to deseribe it as money, respectability, prestige, a 

will for success, a better life style, opportunities that an individual takes, awards, 

promotions,life time advancement (G!lrbOz, Yaylacı, 2004:184). 

Career is an expertise or occupational success that a person will want to have or 

reach in his business life. lt is not enough for human resource management solely to 

choose personnel for employing as to knowledge and skill; in addition, it must keep 

these skilful people in the organization. Therefore, it must provide working and 

advancement opportunities suitable for per person. In that case, on the one hand 

notian of career concerns the individual himself, on the other hand it is in the duty 

area regarding the organization in terms of answering the subjects such as who will 

advance, who can be at the management position. If skilful people can take the 

opportunity for building careers in organizations, it is possible to keep them in the 

organization permanently and to improve the efficiency. (Ok, 2009). 

Career mıiııagement starts with determining the needs, and career research. In this 

!eve!, an individual tries to collect the information related to him and his 

surroundings. Being aware of him expresses an objective evaluation about individual 

values, beliefs, needs, aims, wishes and skills. Being aware of his surroundings 

means to recognize the demands of the job which he is interested in, and present job 

opportunities (Ayan, 2013: 170). 

Career management is the period of planning targets, organizing and applying 

strategies which provide directors opportunity to satisfy the needs of workforce and 

to procure employees their aims. Career management is both personnel's planning of 

business life and operationalizing these plans. 

Although career planning expresses mostly an individual period, career 

management concentrates on activities performed by the organization. lndividual 

targets and aims of a person have to be in compliance witlı the targets and aims of the 

organization. Constant changing environmental conditions create botlı tlıreats and 
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new opportunities. Individual and organizations' target is to make use of 

opportunities by eliminating these threats. (Öztürk, Teber, 2006). 

The reason why organizations give importance to career management is to 

provide individual job satisfaction and keep him in the business. Employees' 

mobility in the institutions is provided with career management; therefore, people are 

motivated. Individuals can know or guess at which statue they will be after a white at 

the businesses where a good career management is applied. Knowing this provides 

person to commit his work and business and increase motivation (Al bayrak, 2007). 

1.2. ARISING AND DEVELOPMENT OF NOTION OF 

CARE ER 
Our view about career formed in the wealth period following World War Il. 

After the war, America and other lndustrialized countries had economical growths 

that were unpredictable beforehand. This growth also provided the present 

organizations to grow and an opportunity to open record number of new firms. In this 

condition, the need for human capital increased a lot Workers had job opportunities 

that were not possible beforehand. Individuals discussed !heir careers in the context 

of only one organization and notion of organizational career appeared. With this 

point of view, organizational career included job experiences which an individual 

had in the same organization during his work life (Akyar, 201 1 ). 

Academic researches carried out about career management and suggested 

theories have increased the awareness of social career needs. So indeed, researchers 

fırst assumed that job environment was created in accordance with only the rules of a 

dominant class and accepted that individual features were determined during 

childhood, and it was directed by a job success whose lines were drawn. In the last 

20 years, researchers have put emphasize on the dynamism of career environment 

and individuals' developing capacities. Instead of accepting individuals as a passive 

component of career period, we have seen that individuals develop new skills, form 

!heir surroundings, and how they organize !heir career ainıs and how they make 

selections (Balta Aydın, 2007). 
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Keeping up with the speed of the changes in business life and managing the 

human resources phenomenon, which current organizations have, are only possible 

with creating a work force that is happy and satisfied with performing the job. 

Preseniing necessary opportunities by establishing a bond between the targets of the 

organization in accordance with the needs of individual has appeared the notion of 

career. As a resul! of the change in business life, human resources have found more 

investigation areas. In addi tion, the change in education system which coincides with 

the development of human resources has caused the notion of career to come to the 

fore much. Together with appearing of the notion of life-long learning, ideas about 

being able to be higher positions in business life by individual's improving himself 

has provided the notion of career to be used commonly. 

As a resul! of increasing the competition in business life and the necessity of 

change, individual has become important Current life conditions, workers' 

knowledge and commonication opportunities have made the notion of career a part 

ofour lives (KOçük, 2012). 

Even though the notion of career has discovered since 16ıh century, the 

beginning of i ts usage for humanity and business life was fırst seen with. the book 

'Psychology of Occupations' which was written by Anne Roe in 1956. Then, 

'Psychology ofCareer' which was written by Donald E. Supper in 1957, 'Theory of 

individual development by career development, seleeling and adapting' by 

Triedeman Olıara in 1963 and in addition to these, 'Theory of Career Choice' which 

John Holland wrote in 1966 have made the matter of career debatable. S ince 1970, 

what ki nd of development and change career and human lives demonstrate has been 

the center of in teresi of scientists mo re intensely. 

Adopting the considerations of individualism and individuality has increased 

as a resul ı of focusing on change and increasing competili on in business life. This 

fact has left the place of the past's consideration of !oya! employee working 

constantly to the idea of opportunism and ad vancemeni by any means. In addi tion, 

becoming widespread of the increase in !eve! ofwelfare and individual's embarking 

on a quest of belter life have brought about the opportunities of job changing and 

passing to different occupations. 
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This change and transfornıaıion in organi zations are the main fac ıors that are 

effecıivc for inercasing ıhe im portance of notion of carecr. (Ok, 2009). 

·ı he managcıııent of strategical human resources has coıne to the forc with 

organizations' awareness abouı that the most im portant capital is the ir woı kere; and 

straıegical managcment is signifi canl. ·r he no tion of career managenıent ''h i ch is in 

the process of current nıanagenıent of stra tcgical human resources has an inıporıanı 

pos ition for moıi vaıing emplo)ecs and inercasing ıhe ir nıoti\ ations (Kabada) ı . 

:!0 13 ). 

Enıplo) ees whose moıivaıion are gcneraıed and career needs are ful li ll ed are 

the most s ignificanı building blocl..s for occurring strategica l targcıs of the 

organi zation in coınpe lling conıpct i ı ion environment. 

I.J. llE EFIT EM E T 

[· ven ıhough technology dcvelops. the need for human resource docs not 

decrcase. Organizations lı:ı' c to ı.. eep hold of human resource u nder the conıpc lling 

competition cond itions in ılıesc days \\hen \\ C have cnıercd in information age. 

Becausc of this, organmıtion has to gi' c im portance to career managcmcnt and 

carccr development for su atcgical nıanagenıe tll . lnıployee \\ hose carecr way is o pe n 

"ili continue to devclop himseli and his re lıance and commitmcntto the organi 1.atı on 

will increase. 

arcer nıanagcnıeııt is a necessary step on the one hand for busincsses' 

rcaching strategical targets, on the other hand for cnıployees' coıııplcting individual 

and occupational dcvclopments by deıe rnıining their targets. In this way. boıh 

ıııanagers and eıııployees' occupational development needs can be met with career 

managcınent (Gürbüz., Yay lac ı , 2004: 187). 

A fter the 1980s. changes ap pearing in structures of organization and 

\\ Orl..fo rcc in bus iness coınmunities ha\C caused searching new opponunitics ıo 

devclop human resourccs '' hich are im portanı for organizations to be succcssful and 

rcmain. Career nıanageıncnt helps organ11..ations for indi\ idual- organi1..ation 

harmonizatian and provid ing these opponunities ıo the organ izations (Balta A) dı n. 

2007). 
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OrganiLational benefits which carccr nıanagcınenı provides can be ordcred as bclow: 

ı..t . 

Ta~ing necessary precautions and dcternıin i ng possible needs in the fuwre b) 

analyzing prescnt human resourcc needs, 

• Understand ing and maııaging the change bctler, 

• Ma~ ing easy indi vidual change and deve lopmenı \\ith indi idual 

de elopmental plan channels. 

• Appearing unrealistic and hidden cxpcct:nions of enıployees, 

• l l arınonizing the conıpany's future targeıs and employces' individualtargets, 

• Prevenıi ng qualilied \\ Orkfoıcc to trans fer out by understand ing enıployces' 

expecıaıions (Kabaday ı, 20 1 J ). 

lndividual benefi ıs ''hi ch career maııagemem providcs can be ordered as bel O\\ : 

• Making righı possible career se lection by means of having knowledge 

beforehaııd. 

• MinimiLing the possibilit) of surprise disappointment that he can experience 

at the \\ ork place, 

• ldemifying ncedcd reliancc and consccuti vc job s""ill s beller to reach diffcrenı 

career targeıs. 

• [:.liciting repressed and connicting carcer targeıs and showing consisLCnC}, 

• Puııing beller career targeb into a ' 'ide culture i ncluding work place. family 

life, industrial change and social ml!mbership, 

• Gaining an opporıunity for improving hinıself ( Balta Aydın, 2007). 

ARE •R 

PERFORM 

M . EM I~ T 

E EV L T l O 

o 60 DE .REE 

People always have fccdbac~s about thcir beha\ iors and cflicicncies in 

business life. Firstly pcrfornıance evaluation was given by chiets and bosses of 

cmpiO) ees. Descripıions of wor~i ng cond ition in the bcginning of the century show 

that pcrfornıance evaluaı ion and t ccdbacı.. , indecd, focused on enicicncy and it \\OS 

givcn in accordance ''ith the boss ·s thoughL'i C\ en during ı he times when the 

business didn ' t go ~ eli ( Doğan, 200<1 ). In time, there have been i ınponanı 
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developments for performance evaluation both within its logical frame and for it 

application type, anda system of full participation has been created. 

Even if different names such as 'multiple evaluation and/ or feedback', ' 

upward evaluation', 'evaluation by colleagues', 'multiple resource evaluation',' full 

scoped evaluation' are used for 360 degree performance evaluation, the process is 

usually siınilar. 

360 degree performance evaluation is a supportive process for development 

of individual in terms of providing people giving feedback to each other, informing 

them in detailed about their areas which are strong and open for improvement 

(Yılmaz, 2010: 217). 

360 degree performance evaluation is obtaining data from different sources 

about perceptions regarding evaluated individual's behaviors and their effects. 

Therefore, 360 degree performance evaluation is a system which collects data about 

an employee's behaviors and these behaviors' effects from his chiefs, colleagues, 

other members of project team of which he is a member, customers and suppliers if 

possible in short from everybody who witiıesses his behaviors performed at the 

position in the organization. 

In addition to all tlıese factors, it is a system including the employee himself 

as an evaluator. For its this feature, the system becomes more operational and 

provides appearing organizational perception differences remained hidden between, 

mainly chiefs and subordinates, all personnet having business relationship (Murat, 

Baj9"ıaçık, 20 ll). 

Performance evaluation considered as indispensible tools of career 

management is an application by which works, activities, deficiencies, proficiencies, 

excesses, inadequacies in short, as a who! e, all sides of individuals, whichever duties 

they have in the organization, are reviewed. 

In the Iate of l 990s, new and different methods were developed in addition to 

performance evaluation methods depending on exam and interview, based on 

competences ·and for targets. The most popular ·of these methods is 360 degree 

performance evaluation method. In the performance evaluation method called also as 

360 degree feedback (multiple feedback), managers, subordinates, colleagues, 

employee himself, his customer, shortly all sharers evaluate each other. 
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The aim of the 360 degree feedback process is to help all individuals understand !heir 

strong and weak sides and be able to provide vision about !heir sides which need 

professional development support. In addition, 360 degree feedback system brings 

about the possibility of sharing the organizations' career development responsibilities 

with employees (Soysal, 2006). Feedbacks from employee's colleagues, subordinates 

and managers provide to ereale dense information traffic. Individual's leaming of his 

colleagues' opinions about his job is veıy important to make a career plan for him. 

On the other hand, such a system makes easy the career planning and developing 

efforts of managers and subordinates since Iots of individuals join the feedback 

process. 

Using performance evaluation system successfully is possible with objective 

behaviors of evaluators. During the process, as evaluator and evaluated one are 

humans, error is inevitable (Karalmş, 2004). Because of this, before the application, 

the importance of the subject has to be emphasized enough and points that attention 

should be paid have to be discussed (Ayan,2013:217). 

1.5. STAGES OF CAREER 

An individual's career in business life is a process including certain stages. 

Each of these stages has different features and has different meanings for the 

individual (Ergun Özler, 2013: 131). 

Stages of career which an individual will experience have been classifıed in 

different types. But when generalizing, it is viewed in fıve groups as discoveıy, 

setting up, career center point, ending career and retirement Stage of discoveıy starts 

at early ages and continues till 25, stage of setting up is between 25 and 35 and 

career center point includes 35- 50 ages. Career of person who is about 50- 60 is 

called as ending career, at 65 and above stage of retirement is passed to (Gezer, 

2010). 

W e can summarize the general structures of models including stages of career 

on the fıgure: 
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care er 
Development 

(Resource: SA V, 2008). 

1.5.1. Stage ofDiscovery 

Development 

Aglng Process 

Figure 1: Stages ofCareer 

Retirement 

People are interested in lots of occupation at early ages. This interest 

continues during school period and fo:rns slowly towards the end of it. This period is 

the time to prove him and evaluate the career alternatives. For young adult, it is the 

period to select an occupation when career selection alternatives which start with 

hearing from teachers whom he has a relationship, friends and parents, seeing on 

television, comers of the streets and played role games are evaluated; in other words 

asa result ofindividual observations {Sav, 2008). 

During the discovery period, individual can get in contact with counseling 

institutions, can benefit from various ability and personality tesıs and counseling 

interviews which allow evaluating the potential correctly and making sound 

judgments. Especially university students can make their interests about career clear 

by opportunity ofjob training at businesses. Generally, education type and !eve!, first 

career experiences and even the father's job are effective in decisions made during 

this period for career selection. Parents of the individual have im portant duties in 

discovery period. In tlıis period, the family' s role about making decisions which will 

affect the individual's whole life should be !ike counseling, presenting ways and 

sources that will help him make sound judgments more than directing. This period 
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ends with continuous (perınanent) employment researches which continue during the 

stage of setting up (GUrbüz, Yaylacı, 2004: ı95). 

1.5.2. S ta ge of Setting Up 

Every individual in social life is in the need of having a job, performing an 

occupation and being active (Yeşilyaprak, 2012). An individual in this period is 

search of a job regarding his wish and need. 

In the stage of setting up, individual makes a business call, accepts working 

and tries to orient the business where he is in. He controls and organizes his attitudes 

and behaviors by using feedback mechanisms (Kaynak, ı 996: ı 8 ı). In addition, he 

tries to prove that he is the best in the organization (KUçnk, 20ı2). In the period of 

setting up, career development gets higher leveı and a person gives his all for his 

desires. 

This stage is passed with three steps. First terın is seeking and finding a job. 

The activity of looking for a job can spread for quite a long time in several cases. 

Again for quite a long time; at the beginning of his business life, an individual cannot 

find a job as he would !ike, he get a start in business for fınancial reasons. In this 

te rm, going through the proper channels mak es reaching the care er targets easy. The 

next terın is beginning to work and orientation. In this terın, job that has been looked 

up is found. Now the individual has begun to work and tried to orient the business. 

Orienting the business and learning his work are the most İnıportant targets of this 

terın for the individual who is in a new environment Individuals who especially get a 

first start in business have experienced a lot of troubles. The last period of the stage 

is establishment and advancement. Now the important subject for the individuals 

who have oriented themselves in businesses and business environments is 

strengthening !heir present positions and advancing in !heir occupations. In this terın, 

individuaı becomes skilled and knows the organization where he works well. While 

the individual is working for the success with all his power, he increases his craft 

knowledge. In this period when he is quite productive, an individual will demand 

more authority and responsibility as becoming more skilled (Sav, 2008). 

In this stage, an individual has to be sure about whether he has made right 

occupational choice or not because the following steps will be shaped in accordance 
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with this stage. If an individual has difficulty in orienting the organization, he cannot 

prove himselfor if he builds up a feeling offailure, he wiii probably sever all his ties 

with the organization, will look for a job again and go back to the beginning of the 

period. The stage of setting up of these kinds of individuals Iasts very long since they 

continuously changes their jobs (Gezer, 2010). One of the factors why an individual 

cannot orient is that his education and his thoughts about the job do not overlap with 

the reality. This situation is cal! ed as 'reality shock'. 

l.S;J. S ta ge of Career Center Po int 

The period of career center point is deseribed as individual's passing from 

apprenticeship into mastership. lndividual passes from leamer into makerin the stage 

of career center poinl Now for individuals, the feeling of reliance tums into feelings 

such as success, respect slowly. In this period, individual has a desire to pass into 

more advanced jobs demanding responsibility (Küçük, 20 12). lndividual is in a 

constant search for being at better positions in his business life namely in his career. 

lt is a period in which an individual is efficient in his job. In this stage which 

is very important for individual career, it is expected that employee should receive 

some awards and advancement.lfthe expected awards don't accrue, employee loses 

most of his assertian for his career. If employee is in the same position for a long 

time, there must be changes or horizontal dynamism in job requirements. In this 

stage, individual has to cope with 'Plateau of Career'. 

Plateau of career is usually a stage which )s reached after several years 

without an important change or advancement in business life. Here, employee loses 

his ııSsertion, his motivation and productivity decrease (Barutçugil, 2004: 328-329). 

With the possibility of appearing in other stages, one of the most commonly 

encountered troubles in this stage is exhaustion. Exhaustion, whose possibility of 

being encountered is much at especially busy and stressful job environments, is 

deseribed as 'physical, emotional and mental fatigue'. Deficiency of energy, 

indifference against the job and business environment, and performance decline are 

seen in individuals in this situation (Gezer, 20 I 0). In this situation, physical and 

emotional negative reactions from the organization to the individual will take quite a 

tool on him. 
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1.5.4. Stage ofEnding Career and Withdrawal (Retirement) 

This period includes individual's preparation for retirement, being retired and 

the period after the retirement Retirement is not easy for an individual who devates 

his years to business life. Everybody can perceive the retirement in different ways. 

While for same, it means relaxation, holiday, time for performing hobbies and 

pleasures that they could not made or a new job, for others, it can be a huge gap and 

depression (Nurtaç Turan, 2008). 

Employees who can make use of opportunity correctly have reached the top in 

tlıeir business lives. In this stage, individual's attention can be turned to his health. 

lndividual is in the attempt ofkeeping the prestige that he gained during business life. In 

this stage, individuals starts to trend to subject about themselves more than tlıeir 

institutions (Kabadayı,20 1 3). 

Individuals need receiving support from his colleagues and developing 

positive opinions about future to orient them for advanced career stage. An employee 

in this stage has to make long term fınancial plans and preparations for spending his 

free time (Barutçugil, 2004: 329). 

Individuals realize that !heir performances, mobility decrease and probably 

they are stuck in present duties. Retirement is usually at the age of 55- 65. As the 

retirement gets close, individual's power, responsibility and career decrease. This 

situation is a shock for some. Without doubt, retirement is the ending of an 

individual's career. While some are making plans for !heir retirement periods, some 

make the organization and young employees benefit from his experiences that he has 

gained by consulting, not leaving the organization (Uzunbacak, 2004). 
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Tabıe ı : eec Hic in arcc r lagc 
.----

ta ge 
-

Trying 

cuing up and 
advancenıenı 

emer poim 
of carecr 

Duty Needs 

1. Various work 
2. Discovering h 

activities 
iınsc l f 

1 . Demand for J o b 
2. De\'cl oping a sJ...ill in a special 
ar ca 
J. Devcloping cr eaı ivi ty and 
innovation 
4. Passing inıo a ne\ lield afler 
a whilc 
ı . Rcncwing ıccl ıniquc 
2. Dcvcloping s J...ill for educating 
and Icading oıhc rs 
J. Passi ng imo a 
requiring new s ı... 

new job 
il is 

Emotional Needs 
---
1. Looking fo r front job opıions 
2. ettiement 

1. Encoumering ri ' als and facing 
failure 
2. Encounıering work and family 
argunıcnıs 

J. upport 
4. Jndependcnce 

1. Dcıernıining the senses abouı 
nıiddle age 
2. Orienting hinısc lf again 
againsı \\Ork, family and soc icty 
J. Candonation himself and 

4. Gaining a wid 
1. Making plans 

C po i nt O:....f ..:..V:..:iC:..:.W:...._+-===::.:..:.:l:ı....::.:::..:..:.:.ı.:.::.:.:..:~ 
for reti rement 2. 

Passing inıo the role of 
Carecr rnding counseling 

3. tarting acti\ i ı i es ouı of ıhc 
insıiıuıi on 

Re ource: A ıa . 1997:70 . ) ç 

1.6. AR ER PL 

1.6. 1. o ıio n aod O cription of :ı reer Plan n ing 

arecr planning is a wide pcrspcctive period relatcd to individual, 

organi7..a tion and work ( l rııı iş, Bayrak, 2000). arcer pl aııning nıeans individuals' 

eva l uaıions about ılı eir knowledge. sJ...ill and imeresıs, strong aııd weaı... sides. 

recognizing opportunities inside and outside the organization, deternıining short, 

ınidd l e and long ıerm ıargets and making plans for these ( Pila,·cı , 2007). 

According to ana ther descıipt ion, career planning is a period '"hen, by 

rccognizing opportunities that he has, limi tedness, sclection that he ınadc .ınd 

possible results of these selcctions, an ındividual dcternıines career ıargcıs and nıaJ...cs 

plans about '~ ork. education and relatcd programın es "' hi ch are ncccssUl) to rcach 

ılıesc ıargeıs (Koca, 2009). 
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Career planning includes cascading of individual consciousness, 

opportunities, obligations, selections and !heir results, career aim descriptions, job 

prograrnming, education, leading and open to development experiences, timing and 

career targets as significantly and successively. 

Career planning is a process in which career decisions are made or which 

affects preseni decisions. This period may seem as a jigsaw puzzle since career 

planning process is a period in which all decision elemenis are gathered and these 

elemenis have to be put harmonically (Balta Aydın, 2007). In fact, career planning 

recalls a system. Just as a perfect combination of components which will make a 

whole creates a system, career planning is a perfect system map creating career line 

inaccordance with individual's all features and desires. 

1.6.2. Career Planning System 

'Plans are nothing but planning is eveıything.', words of General D. 

Eisenbower, emphasizes the importance ofplanning. 

W e can interpret as planning is not only made up of making plan or a 

technical work, made plans will fell from favor in a short time, but the important 

thing is having a constantly planning view, namely a constant point ofview such as' 

what did we aim?, where did we reach?, why?, what are the necessary precautions?' 

(Koçel, 20II: 154). 

Creating strategical c3reer planning system in businesses and adopting a 

proactive structure will be a key bringing about success in early intervention 

regarding future. 

Ei !her new or trouble of filling present director positions requires a planning 

system which emphasis has to be put on carefully to be put on the agenda if 

manufacturing efficiency is wanted to increase or at least it is wanted to keep at the 

reached !eve!. This method is symbolized with the notions of career planning in 

Anglo- American literature, of viewer planning - Nachfolgelplanung- in German 

literature or again career planning - Karriereplanung- (Kaynak, 1996:161). · 

Nowadays, science and technology are devetoping fast, !here are huge changes in 

social and economical environments asa result of globalization, and with the effects 

ofthese, and !here are important changes in especially organizations. 
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Now, the changing business en ironmenı warrants individuals '" ith 

cominuous employment in an organi .t..ation. T herefore, the belter i nd h iduals 

understand v here they are in business li fe and what they can do, the beller they ' 'ili 

be ab le to understand and ' here they \\ OUld 1 ike to go and ''hat they ha\ e to do to 

reach there. Career planııing provides this opportunity to the individuals. ( Pilavcı , 

:!007). 

No\\adays career is considered as a phenomenon \\h ich is mostly fonııed 

with the individual 's responsibili ty, in addition. about which the organi zation 

supports the individual. 

Now individuals have to think about how they will advance and how they can 

com e to the fo re from the crowd in a world "here the assurance provided by 

organi7.ations has been decreasing or has disappeared completely. l hercfore, the 

beller eınp loyees understand \\ here they are in business life, \\hat they can do and 

' 'hat they "ili be ab le to do in the future, the better the} can understand "here they 

''ould likc to go, what they need to reach there. Career planning provide this 

opportun ity tu the indi iduals. 1 lowevcr, e\'en though i t is in the responsibility of the 

individual, aspccıs of career planning including both indi' idual and organization 

have to be tat..cn in to consideraıion (Mavisu, 20 1 0). 

1.6.2.1. lıı dividua l arecr Planning 

lndividual career planning is the whole of actions and acti vities which 

ind ividual detcrın i nes to reach his caree r targets ,ınd to improvc h i ımcl f during 

business l ife. In addition, individual career planning e'<presses iıwesti gaıing 

ind ividuals' O\'vn individual and occupational interests, carecr targets and lcvcls of 

present st.. i ll and ıa l e nts. A fter this stagc. i nd ividual creaıes clcar and cxplicit targets 

and determines the things that he has to do to reaclı these targets (Kocabcy, 20 1 0). 

n indh idual has to re icw the aims that he has determined simply to reach 

his targets and discuss the methods which he has detcrınined . 

Individuals can change their career relative() till the middle of the i ı l i , es and 

a fteıv. ards for diffcrent reasons. 1 lowever, they have rarcly madc radical changes to 

find the correcl thing by thcınse lves by tat.. ing the rcsponsibi l it ics of indh idual 

careers. 1osıly , \\ hatthe ind i' iduals do is c\pressed as a e\'aluation process. In other 
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words. individuals usually lool.. for individual de' elopment opporıunities by tal..ing 

di fTerem approach to the ir presenı "orl..s (Aydın, 20 1 0). 

1.6.2.2. rga ıı iza t iona l arccr Pla nn ing 

Organizations have to be succcssful in carecr ınanageınem of ıheir enıployees 

in ıwo vicws. First is moıivaıi ng indi vidual carccr development and the other is 

inercasing their attendance into the organization. Organizations should providc 

necessary supporı services at sıagcs such as deterınining the requirements of the 

enıp loyees. evaluaıi ng theımclves and being a\\are of ıhemscl es. crcating individual 

career targel and straıcgies. Organiı.ational rcsponsibil ity in career planning includes 

pro' iding individuals opporıunitics to impro'e ıheınsehes and devetoping strategies 

(GUitel..in. 201 0). A subject that an im portant enıphasis shou ld be put on i-; that 

determinaıions of individuals for reaching carccr targcts wil l conıribuıe to succcss of 

the organization and "hat develops and satisfies the indi\ id u al ''i li always conıribuıe 

posith ely ıo the organization. Organi7atioıı should attaclı im portance to and supporı 

carecr plan n ing of eınp l oyees. 

Carcer planning applications de clopcd by organizations are in the form of 

helping personnci by pro' iding information from suiıable sources and opporıunities 

to manage individuals' own career plans. In the process of career planning which has 

an importanı effect on individual saıisfaction . the th ing Lhaı the ınanagement has to 

do is consulting individuals by presenting theın altcmatives relaıed to their carecrs. 

In addi tion, by l..eeping career ways wide and enıphasi1ing persistcntl) on bcha ioral 

features of various affai rs. introducing ılıesc ones ıo the personnci is hclpful 

(Ulunbacal.. , 200·1). 

l he effıcicncy of career planning is hclping personnci for individual 

evaluaıion or evaluaıion by hinısclf. In add ition to this, when an organilation 

pro idcs this service. il musı be related to not only the rcquiremems of the 

organization but individuals as \\eli. 
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Preparlng Career Ptans 

Figure 2: The Process ofindividual Career Planning 

(Resource: Anafarta, 2001: 6). 

1.6.3. Developing of Career 

Developing of career can be deseribed as occupational advancement with its 

best- known meaning. According to another description. developing of career is 

activities and prograınınes carried out in the organization for reaching !heir aims 

during !heir business lives. These activities and programmes are presented formally 

by organizations to have an impact on employees' careers and advancements, and 

provide the knowledge or capacity to increase (lrmiş, Bayrak, 2000). 

The aim ·of developing of career includes keeping and developing of 

workforce which is valuable for organizations, making employees benefıt from !heir 

skills more, and increasing the performances of individuals and organizations by 

minimizing leaving the job. The more employees are motivated and allowed for 

developing of career, the higher !heir comrnitments to the organization will be. 

Developing of career reflects institutional po int of view about the notion of 

career. lt includes tools and methods used for making employees' occupational 

developmentsinaccordance with the targets of the organization. This notion includes 

developing of career applications such as career map, orientation, promotion, 
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replacing the place, developing director, hackup plan, assessment centers. One of the 

most im portant factors in developing of career is career planning. An individual who 

investigates well his current position and his future position with his sicili will get 

close the success more. 

Developing of career provides determining and developing individual skills. 

It helps organizational success by using individual differences between personnel 

and at the same time by effecting !heir satisfactions, motivations and efficiencies 

(Erdogan, 2009). 

Developing of career aiıns to develop employees and provide a harmony 

between their knowledge, skills, experiences and talents, and developing 

opportunities that the organization offers (Toprak, 2005). Developing of career is 

veıy important for both the organization and employees in terms of performing 

individuals' development requirements and advancement demands; thereby, the 

business' accomplishment (Damaş, 2010). Developing of career bringing about 

organizational success and organizational commitment provides mutual gains for 

botlı individual and the organization. 

Creating a career developing programme in a business is important to both 

the business and employee. For employee, developing of career provides him to 

motivate by enabling the planning of his own future and career. For the business, it 

has importance in terms ofincreasing the employee's satisfaction and commitment to 

the business, providing employee to behave more realistically while preparing his 

career targets and plans and providing benefits such as enriching employee's skills. 
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Career Developing 

V 

Career Planning 

- Eva1uating employee's own talents, interests, knowledge and skill, 
Weak and strong sides. 

• Evaluating the organizaıion's domestic and exterior opportunities 

-Determining short, middle and long tenn aims 

- Preparing, adaptation and application of plans. 

ı Career Management ı 

- Integraling personnel plans and career developing programmes 

• Delennining eareer strategies and ways providing the individual to advance in the organization. 

- Determiningjob opportunities and declaring open affairs. 

- Evaluating personnet 

- Evaluating business life and making job analyse. 

- Providing training and vocational retraining opportunities that will contribute to individual 

development 

- Producing new personnet policies. 

• Sening the nations of consultant, boss, director and counseling about career. 

• Introducing the notian of career to emptoyees. 

Fıgure 3: Organızahonal Career Developıng System 

(Resource: Altunışık, 201 0). 

1.7. CAREERMANAGEMENT APPLICATIONS 

1. 7.1. Internal Recruitment 

Internal recruitınent is providing personnel needed by business from internal 

sources. There is no difference between this process and the one which is performed 

with recruitınent of external sources of business. Internal recruitınent has some 
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benefits compared to extemal recruitment. These are; Internal recruitment is shorter 

and easier, more detailed and realistic information about works and successes of 

candidates are obtained, sameone who knows the business culture is employed, it is a 

good motivation source. Internal recruitment has alsa same disadvantages despite 

these advantages. These are; it is impossible to fulfill all open position of the 

business with present personnet of the business, candidates who have different 

knowledge and experiences give fresh blood to the business as a resul! of providing 

personnet from exterior of the business, business can !et up for a while if the open 

positions are always fulfilled with interior recruitment (Aybatlı, 2008). 

Application of interior recruitment will be a motivation source for employees. 

That workers know when there are needs at the departments about which they are 

more willing, they can pass into them if they work efficiently will motivate them. 

This is a positive situation as it will increase the competition for both the 

organization and employees. 

1.7.2. Promotion 

Promotion which means that a worker is passed into anather duty that is 

advanced !eve! and having more authority and responsibility than the current duty 

brings about higb salary and increase of social respect {Dilndar Akçay, 2002). 

Modem day businesses have based promotion policies upon either seniority 

or merit, or both of them. Promotion is usually an application which is quite 

attractive for workers; however, this offer can be rejected even if rare. Especially in 

dua! career family, promotion of one can cause same problems for the other. 

Rejection causes various problems in the organization. First of these problems is that 

organization has spent money and time on him for making him ready for the position 

that he has rejected. Losing of this investment can cause troubles. Second of them is 

that the worker who does not acı in accordance with circle drawn for the career 

planning, namely rejects the promotion can be stuck in career way and can stay 

behind his colleague (Kırçı, 2007). 

Researches show that commitments and satisfactions of workers who take 

promotion opportunity intheir businesses are at the hi gb !eve!. 
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1.7.3. Transfer or Translocation 

Nomination of worker to a duty in another place or to a duty which has 

similar qualifıcation of same job family in the present business is called as transfer or 

translocation (Üye, 2004). 

Transfer or translocation is a career management application which is mostly 

for workers who are qualifıed and at upper positions. Authority, responsibility and in 

parallel with these salary either never change or change a little in transfer or 

translocation. lt can be said that it is a horizontal mobility in the organization. Even if 

transfer is considered by most employees as increase of ineome and status, for some 

it is occurrence of some troubles stemming from environmental changes and family 

problems. A decision made by the organization in terms of especially geographically 

translocation; for instance, naminating an individual by promoting to a multinational 

business' s branch inanother country might be able to lead him to encounter social, 

economical and even psychological problems. In this case, organizations can help by 

developing system of support service to overcom e the problems ofwhich the main is 

conıpliance and which can occur bec:ıuse of the transfer in the couıı!l'; where he has 

come newly (Yeşil, 201 1). 

1.7.4. Organizational Backup 

Badrup planning, which includes planning of people who can always be 

ready on behalf of top managers having key positions in the organization, has an 

important place in career management. Organizational hackup planning can be 

deseribed as educaling potential candidates who are at the Iong term key 

management position, and creating organizational leadership by making them 

develop identities. 

Organizational hackup planning is a confıdential process which is only 

known by department of human resources and top management. Positions at the level 

of expertise as well as management positions are included in this plan. lt is important 

that position should be considered as key by top management and continuity of the 

business should be provided in hackup planning. Workers can be made ready by 

hackup planning for several key positions by developing !heir capacities. Importance 
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of employing and choosing qualifıed people is paid attention in a successfııl backup 

planning. 

Organizational backup planning is different from function of career planning. 

While an individual tries to combine individual responsibilities with responsibilities 

of the business in career planning, feedback of performance and intercorporate price 

are provided in organizational backup planning (Toprak, 2005). 

1.7.5. Orientation Programme 

Orientation programme is a programme which aims to make the ones, who 

join the organization new or whose duty stations are changed, orient Programms are 

usually im portant in terms of new starters' knowing the organization, employees and 

seeing their working types. Individual's orienting time to the new organization 

shortens with the orientation programme. An effectual orientation programme has an 

importance in socializing of an individual (Kfiçfik, 20 12). 

This process is effective in making personuel more productive for business, 

and· in meeting his needs for employee. In businesses where comprehensive 

orientali on programmes are prepared, rate of leaving job decreases and the speed of 

Jearning job increases. Tberefore, !eve) of productivity shows a fast increase. Here, 

anather effective variance is achievement factor. Researches preseni that successful 

personuel have more desire for staying in the business; therefore, they provide the 

increase of achievement by reaching high performance level faster because of 

orientation programmes (Dilsiz, 201 1). 

ı. 7.6. Dismissal 

Businesses can prefer the way of dismissal of their employees for several 

reasons. These reasons can be low performance of employee, causeless absence, and 

permaneni problems with his colleagues as well as events happening as unrelated to 

the employee such as economical fluctuations, bankruptey or shrinkage of the 

business. 

Dismissal is a negative situation for both the business and employee. In 

developed countries, by force of management policies, when the business determines 

who will dismiss and who will stay in there, businesses have helped dismissed 
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pcoplc with the channels of pro idi ng extcrnal enıployment or C\.tenıa l placeınent 

programmes to overcomc psychological stages such as depression and offcnse thut 

can be encountered during these traıısi ıi ons. and not to decrease the speed ot caıee r 

transi tion (A lbayrak, 2007). 

1.7.7. Reti r mcnt 

Retirement is usually a dccision nıade by the employee himself. [ nıployec 

can wantto leave the job at the time ''hen he determines especially if he qualities for 

a pension. People retire because of reasons such as ad\ aneing in age, wishcs of 

fenıa le employees for Ica ing the job, "i sh for worl~ing in arıother job arter 

re tireınenı, various health proble ıns, tinancial requirements ete. Decision about 

retirement is a hard one to be made s ince he "ili be a\\ ay from habits and job 

environmenı which has continued for years. 1 f peoplc who work in publ ic instiıutions 

qualify for pension, they can leave at their 0\\n requests. Apart from these, at best, 

they can perfomı duties "i thin the li m i ts of the age determincd "ith laws. l·or sonı e, 

ret i r.:meııt is a siLUation challenging for acccpting. The desire for retirement can be 

because of health problems, ti nancial requirements. and the " ili for worl..i ng in 

anotlıer job. In modern day, age and service l i mi ıs for qualifying for a pension hu\'C 

been increased (Kurtoğlu. :w 1 0 ). 

1.8. RE R TRO 13LES 

1.8. 1. tre and Ex lı a u tion 

In our modern business life, ılıere are lots of stress reasons dcpcnding on 

social and indi idual life si) le, and lots of methods and suggestions have bcen 

developed for overcoming stress. Ilere the point emphasized is that stress and its 

extreme top point, C\.haustion, have becoıne iınportant career troubles. 

tress \\ith i ıs mild efTect cause'> an expl ici t decrease in an indi vidual's 

pcrformance. In further stage, an individual becomes desensiti.ted, remains 

unresponsive, and does not ha' e motivation for job. No'' he has no desi re fo r 

aııy ılıing and doe not wanı to go to worl.. . Boredom, worl..ing very m uc h, <;tress, time 

scnsibility, difficulıy in concentration, low self contidence and introversion are the 
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subject that should be paid auention within the scope of exhausıion . lt is somctinıes 

the conscqucnce of stress stcmming from psychological and somctinıes physica l 

cxhaustion. For instancc: cmpl oyccs who experience di s nıissal or shrinkage in the 

company can encoumer with these proble nı s. Rcducing stress can remove or 

dccrease these problems. llowever, people who experience exhaustion are not lil-.e 

the candidates ''ho are much more stressful , are in attempt of advancing in the ir jobs. 

have a lot ofresponsibilities ( Yorulmu~ ::!007). 

That sırcss is a subject ' ' hi ch has cnıphasi1ed im portamly in recem years has 

led rcsearchers to im esıigaıc the \\J) s of red uc ing negmive effects of stres s. One of 

the c rcsearchers has suggesıcd that organi zational strcss can be copcd with in t\\ O 

ways. 1· irst of the m is to remove or dccrease env ironnıema l strcss factors in the 

organi / ation. ccond one is teaciling indi vidual thc ways of coping with stress (K ırc i , 

20 13: 16 1 ). 1 ncrcasing organizational c rriciency v. ili solely be performed v. ith 

rcducing stresson the basis of each individual and ınal.. ing 3\\ ay with the c ıııpl oyec's 

senses of c:dıausıion and borcdoın . 

lndividual prcscnts difTercnt stress rcactions to get rid of or copc with the 

sources of stress ' hich he cncounıcr . Rcactions such as not coming ıo the worl.. on 

time, ineffi ciency, lıiglı levcl Of\\ orl.. force ıunıo,·er rate, decreasingjob satisfac ıion 

and reducing the nıoıivation are soıne rcactions of an indi' idual becausc of job 

strcss. rası avoid ing strcss sourccs bascd on organi ı.ation requires an indi\ idual to be 

supponed by his colleagues and top nıanage ııı enı (Cren GOnıUştckin \ C Goltcl..in. 

2009). 

1.8.2. T roubl 

Troubles stenınıing from se' have bccome ınıportanı career developing prob lcnı s 

as feına l e num ber has inerensed ın busıness life. l.:.speciall) since the number of fcııı a lc 

nıanagers working at top ın anageııı ents or the organ l/.atıons ı s lcss, wc canfront glass 

ce ıl i ng syndrome. Ma ın ones ol these l..ınds of career troubles are that females have 

nıuch ıııore intervals in their careers, wage lllJUStıce is applied for females and fema les 

ha\'e nıore responsibilitıes intheir fanı i lı cs l he effect of organi ı.at ion a l culıuıe ıs \ Cry 

iıııponam in creating and overcomıng thı s trouble (Ok, 2009 ). 
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1. .J. M obbing 

Noıion of ınobbi ng in worl-.place was fi rsı deseribed by l leinz Leı ınann, 

Jerınan j ob psychologist, in the Iate of 1980s. Leyınan deseri bes ınobbi ng as 

exposure o f sameone or rarely several people to eınotiona l harmful behaviors 

sysıcmatically by one or ınore than one person (rarely nıore than tour people) 

e,·cryday and for several ııı onths. A s a rec;u lı of his researches. Le) mann determined 

ıhaı this aggression is intended to the v ic tinı 's sel f exprcssion. social relationships, 

business and pri vate life, business respect and hea lth ( rengili moğl u , Akdemir 

Mansur, 2009). ource of the bchavior is focused on not an event bu ı a pcrson. 

Dcterıninative features of nıobbi ng are performing iı deliberatcly. iıs 

s)sıemaıica l repeıition and its conıinu i ıy fo r a long time. In modern day. nıobb ing is 

a phcnonıenon happening in all cu ltures and " ork placcs rcgardlcss of sex or 

hicrarchy differcnce. Thcrcfore, the risk of exposure ıo mobbing is valid for 

everybody. The sunerer starıs ıo be ali enoıed against firsı hi ınsc l f ıhen his surraund 

as a resulı of organizational psychological violence developing in the form of 

hosıil i ty of a person or .• ome people beforchand to\\ ards a per'>on. rhe pro:css starıs 

''ith indi ffercnce to ıhe woı k. boredoın , i nıiınidaıion . low perforınancc and can reach 

to resignation from the j ob. 1 n the organi1.ation, decrease of satisfaction and 

comnıitmcnı to the organil.ation occur. oıne behavior and thoughı changes such as 

insomnia, anorcxia. dcpression. boredoın . an\iet) , iınnıotiliıy. Cf) ing fiıs. 

forgctfulness, touchiness, sudden ıemper. silence and unsatisfaction for the things 

ıhat he loved before can be seen on peoplc who has goı harmed from phenomcnon or 

ınobbing. Even opinion of -;uicide can be developcd by victi ın of mobbing in the 

cases ''hich violcnce and abuse are dense in (Di b il., 20 ll ). 

1.8.-t. Workin g :ı t Morc Than One Du in e s ( 1oonlight Troublc) 

Moonlighı application is the cac;c or an individual who worl-:s in another 

business for ınore than ıwe lve or fourıeen hours a week regularly apart from working 

in the or~anization. 1 his problem can be C\plaincd as bcing intcrcstcd in his hobbies. 

making investmen ıs. worl-. ing in anather business. M ain reason of the ınoonligh t 

trouble is financial insufficicnc) or the possibilit> of losing main job. In this case. an 

individual needs work in a di rtercnt bu si n es s beside his main job. That a teaeber 
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gives private lesson apart from teaching at school, a computer programmer 

commercializes a computer programme by developing it can be presented as 

examples. The main reason of moonlight trouble is that an individual uses his energy 

for other jobs. In this case, an individual does not work with enough perfonnance at 

the employed organization. In addition, it brings about negativeness such as coming 

Iate to work, work absence, unfaithfulness, and he prevents his career advancement 

in the organization (Şahin, 2007). 

1.8.5. Working Spouse ( Spouses with Dua! Career) 

Dua! career is deseribed as planning working spouses' own career targets of 

both working spouses. These problems are ranked as working of both spouses, 

responsibilities in family, working of spouses in the same organization, geographical 

translocations. 

There can be some problems in family responsibilities of spouses with dua! . 

careers. Stress that both of them have can affect each other. Spouses with dua! 

careers are in various types. These are as below: 

• Spouses following same careers and working in the same business 

• Spouses working in the same business but following different careers 

• Spouses working in the different businesses but whose career targets are 

s imilar to each other' s. 

• Spouses working in different businesses and whose career targets are not 

similar to each other' s. 

When the abovementioned cases are investigated, !here can be problems such 

as competition and jealousy between spouses. In addition to this, as a resul! of 

male's looking himself up from female in business life, male's force for female 

for making her leave the job or have an interval is among the encountered 

problems (Aydın, 20 I 0). 

1.8.6. Doal Career 

Dua! career is the case that an individual has two careers at the same time. A 

person has dua! career if two jobs require a certain specialty and experience, and if 
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both of !hem provide individual title, · career and status especially with regard to 

individuals who works for more than one business. Here the problem is not whether 

an individual has dua! career or not but his preference about which one he will give 

more importance to since tıying to advance his career in two jobs that he chose is 

really hard, even impossible. Yet it should not be expected that he can accomplish 

with the dimidiate energy. Because of this, advancing in interested and aimed career 

step rather than devetoping career in two jobs will increase job motivation and 

motivation by preventing the difficulties that he encounters (Aybatlı, 2008). 

1.8.7. Disfavoring 

Harms of disfavoring to the institution beside the individual are very big. 

So, this problem which is encountered in institutions much should be discussed 

carefully, factors that can be the reasons of disfavoring should be investigated and 

necessary precautions should be taken before this case occurs because firm has big 

sitare for appearing of disfavoring problem. The institution should have a role in 

~ solution of the problem (Mutlu, 2010). . ······ . 

1.8.8. Layoff 

It expresses the situation of obliging an individual to leave the job 

involuntary. Layoff can happen for some reasons such as low performance, dosing 

down the business, changing of manufacturing type and shrinkage of the business. 

Even if layoff is known as a career gap for an individual, it can create a new career 

opportunity with which he can show his potential with a new job (Kocabey, 201 0). 

1.8.9. Plateau ofCareer 

It expresses stability in career advancement of an individual for a certain 

period because of his own private or business life. Because extension of this period 

more than adequate will affect both employee and organization negatively, it will be 

necessary to activate both individual and organizational precautions on time · 

(Sansarcı, 20 1 I). 

Structures of institutions which have decreasing number of management 

positions show that it is inevitable to be time for an individual when he cannot 
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advance more in his career. In addition, it is not a must for career advancement to be 

upwards consistently. Here employee loses his career allegation, his motivation and 

productivity decrease. Now efforts and expectations at the beginning are not seen 

because however he tries hard, he does not perceive a chance for an award or 

advancement In this stage, both individual and company should be avoid negative 

reactions in terms of physical and emotional, should support positive mental attitude 

and continue healthy business and human relationships (Sav, 2008). 

30 



ll PTER TWO 

2. OR IZ T IO L OMM ITM F. T 

2.1. o EPT OF ORG IZ T IO L OMM ITM E T 

The concept of organizational coınnı i tnıem is one of the issues v. hich is 

nıostly researched in the fields of nıanagement-organizaı ion, organizaıiona l behavior 

and human resources ıııanagenıcnt. The liıe rature reveals that organiLational 

coııınıitnıcnt has always been a current issue and the focus of various researches. In 

addition, organizational conımitnıent is included in ever-increasing studies as a 

variable, therefore it is indirectly addressed as well. Another reason why 

organizati onal commitment draws such auention is the intent and behavior of 

quiuing the job and the close relation ' hiclı is identitied to exist between them, 

'' hich is a subject of high im portance for organizations. lt can be al so sa id that 

organiza ıional com m itment is posiıi vely associated w ith work behaviors ''hi ch are of 

high importance for organizations, such as job perfor111ance, organ i zaı i onal 

citi zenship be lıavior and ailendance to work. Accordingly, it is believed that 

understanding the deve lopment, functioning and managernem of the process of 

organiza ıional coınmitmem would provide benefi ts to organizations (Çakmak, 20 ll ). 

ense of belonging inherent to the term of conımitmem results in development of a 

type of relation beıween individual and his organi zati on and it helps individuals 

w ithin an organization to gather around mutual valucs, objcctives and culturc. That's 

why the concept of organizational commitment is coıısidered to have effect on 

increase of organi zational cfficiency, defining yoursel f w ith the organization, 

productivi ty, outputs such as labor transform or labor tumover, or degree of 

accepting organiıa tiona l change. lt is the concept which draws the atıemion of 

researchcrs who focus on today's working life, as it is associated wiıh all of these 

organi;ational outputs. 

rganizaıiona l comıııitment is explained '' iıhin various conceptual frames 

wi th bclıavior-based and attitude-based viewpoints. Orgaııizational commitmcn t was 

explained as a psyclıo logical l in k beı" ecn individuals and the ir organi;ations in the 

pası. l t was researclıed as a conccpt \\hich does not includc a mulıi-dimensional 
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approach. According to Morrow, there are more than twenty five canceptual 

definitions and measurement tools related to organizational commitment. In their 

study which was carried out in 1997, Meyer and Alien emphasized that there was not 

a cansensus with regard to the definition of organizational commitınent; but most of 

researchers accepted that such commitınent was a psychological relation between the 

individual and the organization and structure of such relation might have various 

aspects (ÖztUrk 2008). 

2.1.1. Definition ofOrganizational Commitment 

· Before defining the terrn of organizational commitment, we should understand 

the meaning of 'organization'. Organization is a type of social relation which is 

established to achieve a certain goal, and which has a certain structure and 

perrnanence. (Taşçı, 2013:4). 

Plain organizational structure, flexibility and productivity is critica! for 

organizations to adapt to rapidly changing environment and competition conditions 

of business life (Yalçın, 20 13). Commitınent ofemployees is the most im portant key 

to the development in competition environment and to increase of efficiency of 

organizational mechanism. So what is organizational commitınent or commitınent to 

organization? 

Organizational commitınent is one of the modem management terrns which is 

highly emphasized. As the importance attached to personnet improved, number of 

researches canceming the concept of organizational commitınent increased and 

various definitions were made. Some of the remarkable defınitions related to this 

concept are given below: 

• According to one of the defınitions, organizational commitment means an 

employee's identicying himself with the organization and becoming 

committed to the organization (Yıldız, 201 1). 

• Grusky (1966) defines commitınent as 'the power of relation to the 

organization' (Boylu vd, 2007). 

• Commitınent is the willingness of social actors in offering their energy and 

commitınent to social systems (Kanter, 1968). 
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• lt means acceptancc of objcctivcs and values of the organization by the 

personnel, as well as pcrsonnel 's showing more effort for bencfıts of 

organization (Lauer, 1968). 

• lt is the total of attitudes and tendencies which connccts idcnıity of an 

individual to the organizat ion (Sheldon, 197 1 ). 

• It nıeans an enıployee's identif}ing himself with organi7ation, adopıing the 

job and ofTering his loyalty to the job, as v.cll as bcing eınoıionally 

committed to the objcctives and va lucs of the organ ization (B uchanan, 1974). 

• 1 t is the total of normati ve prcssures inıenıalized to acı in compliance ''ith 

objecıives of an organi lation ( Wieııer. 1 982). 

• Organizational conımiınıem i<> a bchavior "hich shapes rc laıion of personnci 

''ith the organization and "hi ch cnablcs personnci to tak e the dccision of 

becoıning a pcrmanent mcnıber of the organization (Meyer and A Ilen, 1 996). 

• According to arıother definition. organiıaıional conıııı itınem covers the will 

of personnci to s tay "i thin the organization, i demi ficaıion "•ith overall 

effıciency, bcnefiıs and success of the organiı.ati on , loyalty of personnci 

towards the organization, as well as effbrts of personnci to comributc to the 

success of hisllıer organization (13a) ranı , 2005). 

• Lxplained as ps) chological conınıiımenı of personnci to the organiıation, 

organizational conınıiuııenı is al so defincd as the ' 'ili of personnci to work 

for and stay within the organi 1.ation, ru; well as adoption of objcctives and 

valucs of the organilation by the personnci (Çetin Gürkan, 2006). 

• lt is the process of idcnt ificaı ion with purposes of multiple iıeıns of an 

organi Lation (it may CO\ Cr scnior nıanagcment, customcrs, industrial unions 

and the society; in general) (Reichers, 1 985). 

• Balay (2000) defines organi1atioııal commitmcnt as iıwestnıenıs of cnıpiO)ec 

in an organization, orientation towards behaviors ''hi ch rcsult in attitudinal 

comnıitment, as well as idenıificaıion with objccti, es and valucs of 

organization (Bayram, 2005 ). 

• ro ııo" ing thcir research in 1979, Mowdey, teers and Porter dctincd 

orgaııiı.ational comnıitmenı as an emoıional relation betwceıı \\Oıkc r and 
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organi zation. According to thenı, organi?ational comnıitınent is the relati ve 

power of an individual's identification "ith and panicipation in a certain 

organization (Yüceler. :!009). 

s you can see in the definitions, organi ı.ationa l commitment nıcans adoption 

or objectives and values of an organi t.a tion by the personnel. identification of the 

same with own objec ıi vcs and valucs by the pcrsonncl, feciing the equality 

bctwecn contributions to the organin tian and awards rcccivcd by the personnel. 

doing his best to ensure e rıtci ency and success of the organi ı.ation by the 

pcrsonncl. and sticking to the organization by considcring cıno tional and ethical 

values even when it is in own interests of the personnci to leave the organi ı.ation 

( ahin, 2007). 

2. 1.2. ınıpo rtan ce of rg:ı ni7a tio rı :ı l o nınıitııı c ııt 

rganizations canfront various conıplcx problenıs that they have to ovcrcomc 

in ordcr to survive in today's rapidly changing and harsh business world. Changes 

tlıat take placc in internal and cxtenıal cıı iro nı~ıent or organi1..ations rcquire thc nı to 

adapt to nC\\ devc lopnıcnts (A) taç, 2003: 3::!.0). Organi1ational conınıiımcnı is one of 

the priınary activities and ultinıate largcts of survival endeavors of organizations 

(Demir, 2009). 1 lu man factor is the ourcc with most iınportant role \\i thin 

organi ı.a ıions which have to nıa ı.. c the best of the ir limited sourccs in ordcr to surpass 

their compeıitors. Crucial as the kc) to get alıcad in competition, human factor urge 

organi1ations to producc human-oriented policies. That' s "hy organizational 

conıınitmcnt gains nıore iınporıance for organi zati ons. 

omınitment of employecs is considered as the most critica! ractor for 

success of an organization. Organi?ations scck to increase organi zational 

comnıitmcnt of their ınenıbers, sincc organi ;.aıi onal conım itment tı ansforın 

enıployees in to peoplc "ho sol ve problems, rather than producc proble nı s. 

rgani1ations have to inıprove commitment of their emp loyces if they want to 

survh c or reach pro perity in the business ,.,orld. Organizations where organ izational 

conıınitment is high are general Iy ınorc cffecti ve and producti ve than other<;. 

lt is idenıified that absencc of e ınployees whose commitment is high is 

significantl) lo\\ c ı than that of eınplo) ees "hose organizational comnııtnıcnt is lo\\ 
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(MathiugeandZagac, 1990). Possibility to c:-..hibit negativc belıaviors such as 

ıardiness or quitı i ng the job is also low for cmployees whose organ i .ı'ational 

comıniıınent is high. Enıployces who adopt targets of the organitation and strive to 

acconıplish those ıargcts gain conıpe titi vc power to their organizations. ince such 

c ııı pl oyees presem posi tive opinions, their organizations don' t experience any 

d i ffi culıy in engaging qualified personnci (Buda!.. , 2009). 

2.2. O EPT E 

OMMITM E T 

I V 

2.2. 1. Orga niz..ati o ııal oınrııillmcnt 

T TO IZ T lO 

ll is identi fi cd that the tcrms co ının i ttınem and coınnı itınent su bs ı i tu tc ca ch 

other in rcsearches. ll owcver, ılıesc two concepts have different nıeani ngs. 

rganizational coııııııiuıncnt means carrying organizational integration inıo the 

future o f organization. From th is aspcct, organi .ı'.a tiona l conımitımen ı is d i ffcrenı 

from organiza ıional conımiımenı '' hich ıncans be ing adhered to current benefi ts and 

targcts of an organization, as organiı<ationa l Coınmitı ınent covers being adhercd to 

future ıargets of an organization as well (GUrOI, 20 13). 

2.2.2. Orga niz.a ti o ıı a l Lo a lt • 

rganizational coııımitıııcnt is confused wiıh many terms due to the word 

·commitnıem' in iL<; definit ion. ne of them is the term · loyalty'. Both loyalty and 

coııııııitmcnt is long tcrııı emotions within an organi zation. L oyalty ııı cans 

identi fy ing the self with an organi 7ation and fec iing enıotional responsibility, which 

is based on sense of responsibility and duty. lt is an important factor in the rclati on 

bcl\\ een employec's values ,uıd e.\pectations and the decisions of sıay ing at the 

organi zation or q uitıing the job. According ly, loyalty decreases wi th q uiıı ing, whilc it 

increascs in positive and rcwarding cnvironments (Uygur, 2009: 15). 

According ıo Kang and colleagucs (2004), organizational l oya lı) ıcfcrs ıo 

enıplo) ce bchaviors that includc inercasing organizational benefi ts rather than 

indi' idual bene fi ts and being conıııı i ttcd to ılıesc benefi ts. uch beha\ i oıs covcr 
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striving to improve overall organizational benefıts and making positive discourses 

about tbe organization for purpose of creating a positive image (Çöl, 2004). 

Even tbough tbese two terms show similarity, tbey differentiate witb regard to 

essential points. In addition, botb organizational commitment and organizational 

loyalty refers to tbe endeavour to sustain affiliation to tbe organization. 

Organizational loyalty is based on cultural values, while organizational commitment 

is based on job and related success. On tbe otber hand, organizational loyalty arise as 

a resul! oflong-term commitment (Yılmaz, 2013). 

2.2.3. Commitment to Profession 

Unlike commitment to job, commitment to profession is related to how 

important and central profession of an individual is in his life, which is gained as a 

resul! of his works tbat are carried out for purpose of gaining compelence and ability 

ina certain branch (Baysal and Paksoy, 1999). Commitment to profession is defıned 

as tbe time spent and effort made by individuals in improving tbemselves technically 

and practising tbeir profession more successfully. 

Commitment to profession refers to an employee's understanding tbe place 

and importance of his profession in his life, in parallel witb tbe knowledge, 

compelence and experience gained in working life. Commitment to profession means 

being identifıed witb tbe profession and carrying out a profession witb love. On tbe 

otber hand, coııuılltment to organization refers to being identifıed witb an 

organization and feeling a sense ofbelonging to tbat organization. 

If we are to compare professional commitment and organizational 

commitment, tbese two terms are generally considered to be opposite to each otber, 

since norms and values of commitment to organization and commitment to 

profession are incompatible in principle. lt is observed tbat commitment to utilitarian 

organizations is quite difficult for employees who were committed to a profession 

before, tbat commitment to profession is more permaneni tban commitment to 

organization for such employees (Kılınç, 2013). Corporate commitment of 

employees who adhere to tbeir objectives and professional targets is low. Nobody but 

employees who are committed botb to an profession and an organization, and who 
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balance tlıeir benefıts with organizational benefıts will succeed and contribute to 

productivity. 

2.2.4. Commitment to Colleagues 

Anather term that is simHar to and confused with organizational commitrnent 

is comrnitrnent to colleagues. Comnıitrnent to colleages is expressed as an 

employee's identifying himself with other employees within his organization and 

feeling loyalty to them. When a person is employed within an organization, elder 

employees guide him, meet his needs and effectuate permaneni effects in his 

attitudes towards the orgaıllzation. 

Individuals whose instinct of comrnitrnent is lıig!ı attach particular İnıportance 

to warm relations and friendships. They choose working in environments where they 

are together with other people, help and share things with them, rather than dealing 

with future plans. Commitrnent to colleagues is a goal for such people. In these 

cases, employee either does not quit his job due to his commitrnent to colleagues or 

., has difficulties when it is required to quit his job. 

Commitrnent to colleagues has certain outcomes both for the individual and 

the organization. With regard to the individual, sense of belonging to a group has 

positive effects on performance of the employee. Comrnitrnent to colleagues 

signifıcantly contributes to resolution of problems related to work. Social 

participation improves the sense of solidarity and creates the infrastructure required 

for formatian and development of a strong orgaıllzational commitment (Budak, 

2009). 

2.2.5. Commitment to Job 

Anather term associated with and similar to organizational commitrnent is 

commitrnent to job. Commitrnent to job is the emotional connection and faith that an 

enıployee feels canceming his job. Comrnitrnent to job is different from 

organizational commitrnent Commitrnent to job is defıned as internalization of 

İnıportance and value ofajob by an employee, as well as attitudes and trends which 

connect identity of an employee to his job. 
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Commitment to job is also defıned as an employee's making his job center 

and focus of his life and a part of his identity. According to anather defınition, it is 

employee's consideration of his job as an important part of his life. Allport (1943) 

defınes commitment to job as meeting the needs such as participation in work, 

prestige, dignity, self-respect, autonomy and feeling ofhonor at work. 

Commitment to job is also expressed as deeming the job important within the 

frame of self-worth and self-respect It is also possible to defıne the term as the 

degree ofimportance and value given to a job, in other words; degree of participation 

in activities of job and defıning oneself with the job in psychological terms (S~Iam 

Arı, Bal ve Çma Bal, 201 0). 

Commitment to job is feeling internal motivation to and becoming integrated 

with a job. It is the pleasure that an employee gets from his job and the will to 

maintain the job. In addition, it also refers to the commitment on immediale 

arrangement and fulfıllment of requirements of the job (Uygur, 2009:33). 

Characteristics of this term are listed as below in researches carried out on 

commitment to job: 

• Relation between the job and the image that an employee has about himself 

• Degree of embracing the job by employee 

• The extent that self-value of employee is influenced by !eve! of performance 

perceived 

• Degree of an employee's identifıcation himself with his job. 

Terms 'coınmitment to organization' and 'commitment to job' are usually 

confused with each other. Number of researches related to determination of the 

relation between these two terms is not high in the literature. While commitment to 

job refers to professional commitment, organizational commitment (or commitment 

to organization) refers to commitment to corporations. 

Commitment to job is defıned as identifıcation with the job that is carried out and 

owned by employee, as well as degree of integration with the job. In organizational 

commitment, the key factor is organization (Kaya, 2013). 
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2.J. Ol T R F R IZATIO L O.MM ITME T 

oııımitmen ı of cnıployces to thcir organi7.ations can occur in the form of 

various aııitudes or bchaviors. Vet, certain indicaıors allow the evaluation of 

organi zational comnıitmenı of employccs. 1 hcsc indicaıors are acccpting and 

depcnding on ' alu es and objectives of the organi1.ation. ma!, ing sel f-sac rı Ci ce for the 

organi 1aıion, identifying self with idenıity of the organization, and the process or 

interna l i ~ation. 

2.3. 1. cccpting and Dcpending on V:ı l u and Objc ti c ofOrg:ı niza t io n 

r he most im portant iııdicaıor of organi1ational conıın i tıncnı is the 

compatibility between objccıives and ıargets of c ııı p loyees and the objecti\ e-;, 

ıargcıs, values and vision of an organi 1.at ioıı. An cmpl oycc \\ho cannot acccpt 

objcctivcs and targcıs of an organi ı.ation i 'i not cxpcctcd to bcconıe comnı i tled to that 

organi zation. Lcading naıııes of the subject of organi7ational conını i tmenı, Poıicr , 

tccrs and Mo\\ day considcr acccpıing and fec iing a strong fa ith in valucs and 

objccuves of an organi lation as the mininıuııı rcqu i rcmeııt of organi ı.ationa l 

conınıitnıenı. Distance bctwcen expectations and offers is the most iıııporta nt critcria 

that determines the levcl of organi1ational coııııııitıııcnı. 

In conside rat ioıı of this information, it is possible to say that organ iı.aıiona l 

commitment of enıployccs v\hO don ' ı adopt objecıives and values of thcir 

organi7ations ' ili be low. 1 herefare (particularly) managers of organi1.ations should 

cnsurc that culıurc, values and objcctivcs of organi1ations are acccptcd and adopıcd 

by each of cmployces. 

l:.ffective ııı ethods of coınmunication should be used in this rcgard, as it is 

discussed in o ur re search ( Kıraç, 20 12). 

2.3.2. Ma ld ng elf- acrificr for the Organil-lltion 

Ana ther im portant indicator of organi 1.ational coının itment is the willingncss 

to nıa!,e ıııorc efio rt for the bencfit of organi1ation. Vet, such ciTort ıııust exeecd 

lo nnal requirenıcnıs of the job. Willingness of enıplo)ecs ıo \\or!, ınorc depends on 

the degree of organi1.ational coınmitment. If an cınploycc ma!,es sclf-sacrificc for the 
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success of his organization without expecting material benefi ts, it is considered as an 

im portant indicator of identifıcation with the organization (Yeniçeri, Demirel, 2011: 

355) 

Abovementioned characteristic wlıich is preseni in social structure of Japan 

enabled the countıy to quickly recover with regard to economy, even though Japan 

was defeated in the Second World W ar (Gündolı,an, 2009). 

2.3.3. ldentifıcation witb Organization 

Identifıcation is the effect arising from will of employees to imitate an 

organization which they are satisfıed with. When an employee identifıes his 

organization with the characteristics he uses to defıne himself, then it is possible to 

say that such employee identifıes lıimself with his organization and that he feels a 

strong commitment to the organization. Briefly, identifıcation refers to an 

employee's integraling hiriıself with his organization in retum for things that he 

values. 

The lıigher tb~ image and credibility of an organization, the higher the degree 

of identifıcation of employees with their organization. Identifıcation with the job or 

organization gives rise to the sense of peace and happiness in employees. As a result, 

employees go to work as if they go to their home. This sense of peace and happiness 

has positive effects on productivity as well. Such employees feel themselves as part 

oftheir organizations and their commitment to organization increase accordingly. As 

commitment to organization increases, employees have positive beliefs about their 

organizations. 

Employees are generally proud of their commitment to the organizations 

wlıich they identify themselves and they talk about their pride outside their 

organizations (Somuncu, 2008). 

2.3.4, Internalization 

Intemalization means evaluation and adoption of valucs and rules related to 

one's culture in own personality. Therefore the person both learns and accepts the 

things that he Iearns through socialization. 
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Internalization is a process of influencing, which covers combination of 

values tbat guide tbe behavior. Organizational values and objectives are internalized 

when relevant attitudes and beliefs of management of an organization match up witb 

values and objectives of employees (Dolu, 20 ll). 

2.4. CLASSIFICATION OF ORGANIZATION AL 

COMMITMENT 

Various authors suggest different approaches canceming the classifıcation of 

organizational commitment Organizational behaviorists and social psychologists 

have different points of view in tbis regard. In tbe literature, tbe term 'organizational 

commitment' is generally discussed under two different approaches, namely 

attitudinal and behavioral. According to attitudinal approach, commitment is an 

emotional reaction, while it is considered as tbe extension of pası behaviors of an 

individual according to tbe behavioral approach. The approach of multiple 

commitment, which develops out of tbese two approaches and which brings a 

diffe;ent po int ofview will be addressed "as tbe tbird type. 

2.4.1. Approach of Attitudinal Commitment 

Attitudes have tbree items: emotional, cognitive and behavioral. Emotional 

item refers to emotional behaviors driven witb tb e item of attitude, in otber words; it 

is tbe emotional reactions tbat attitude creates in tbe person. Cognitive item refers to 

beliefs tbat a person has about an item, inciden! or otber people. Behavioral item 

refers to taking action in line witb tbe attitude. In this context, attitudinal 

commitment is an emotional tendeney towards tbe organization or a point of view 

canceming tbe organization, which develops as a resul! of an assessment of tbe 

relation between person and organization. Attitudes of a person related to tbe relation 

between himself and tbe organization ensures that tbe person exhibits certain 

behaviors towards his organization or tends to exhibit such behaviors. These 

behaviors include behaviors associated witb quitting or staying witbin tbe 

organization, and striving/not striving for tbe benefi ı of organization (Kaya, 2013). 
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2.4.1.1. Etzioni Approach and Classification 

Etzioni researched compliance systems within organizations, as well as forms of 

orientation to these systems by employees. Accordingly, orientation of employees to 

compliance systems is titled as participation in organization. Degree of tl1is 

orientation can be hlgh or low, whlle direction can be positive or negative. Etzioni 

names positive participation as commitment, while negative participation is named as 

alienation. Commitment is addressed in three forms according to this approach 

(Kervancı, 20 13). 

• Moral Commitment 

It is based on employee's intemalization of values, norms and objectives of 

organization and identif)'ing himself witll the authority. Employees show hlgher 

commitment to their organizations when they follow purposes which are benefidal 

for the society. 

• Cheeseparing Commitment 

This kind of commitment is based on the relation of dealing between 

organization and employees. Employecs become committed to ilieir organization due 

to the rewards tllat tlley expect to receive in retum for value they add to their 

organization. 

• Alienating Commitment 

This kind of commitment develops with classifıcation of behaviors of 

employees and it refers to negative orientation towards tlle organization. 

Employee maintains his affıliation to organization even though he does not feel 

commitment to the same (Yeniçeri, Demirel, 20 ll: 354). 

2.4.1.2. Kanter Approach and Classification 

This view is based on rescarehes of Kanter and Buchanan who make different 

defınitions of commitment. According to Kanter (1968}, commitment is the 

willingness of employees to offer ilieir energy and loyalty to social systems, and 

employees' integraling tlleir personalities to social affairs tllat will satisfY their will 

and requirements. On the other hand, Buchanan (1974) defınes commitment as 

committing to organization, objectives ·and values of organization, and roles 
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associaıed wi ıh purposes of organization wiıh a serıse of partisarı hip (dogmatic 

commitrııent). 

According to Karıtcr, comnıitnıcnt is conıprised of three main typcs­

conınıiıment aimed at pernıaııeııcy, c l as piııg cornmitnıent, and control coınınitnıcnt. 

In coınnıitment aimed at pcrnıaıı cncy. it is ditTıcult and costly for enıployecs to quiı 

their organization as they makc personal i rı vesınıents in their organi7ation In this 

casc, enıployce has to nıaintain his assacimian since he madc remarkable sacrifice on 

bchal f of the organization. lasping conınıiınıcnt rcfers to conı ınitmen t to a group or 

relaıions in a group. lt givcs enıpl oyee enıotiorıal satisfaction ıo belong ıo a group. 

conınıunicate ''ith and care each nıenıbcr of group (Eğilnıczko l , 201 1 ). omıo l 

conıınitnıent arises w ith the conncction to norrns of organization ''hi ch s ha pe 

bchaviors of enıployce at wi ll of the orgarı i?ation. Crnployce firıds rul cs and 

cxpcctaıions of organi zation right and cıh ical. sincc they comply with his own 

valucs. '1 hat's why such enıploycc dceıns it necessary to coınply wi th and abidc by 

dircctives of organization (Aianıur, 2005). 

2A. I.J. O ' Rci ll a nd h a tnıaıı p()I'Oac lı a nd la ification 

Cvaluaıing organiz.aıional commitmem as psychological comıniımcm of an 

cmployee to his organization. O'Rcilly ::ınd Chatnıan suggcsıs that organi:tational 

conııniıment has three behavior-bascd aspccts: behavior of conıp liance, bcha\ ior of 

idcnıilicatiorı, and behavior of inıcrna li :t.a tion . 

13chavior of complia rıcc rcprcscnts allitudcs and beha\ iors that an cınployce 

C\.hibits in order ıo recc i ca rcward or a oid a pcnalty. ·compliancc comnıiuncnı ' 

arises for purpose of receivi ng certain rcwards, not for shared va lucs. In this t) pc of 

comnıitment, appeal of rcward and offcnsivcness of penalty is in qucsıion. 

Behavior of idcntiticaıion ıcfcrs to an employee's wi ll and acı to rcscnıblc a 

phenonıenon v. hi ch devclops a soc ial cllecı that the enıployec c\.pcrıcnccs. 

· tdenıification commitmcnı ' arises for purpose of esıablishing or maintaining a 

saıi sfying relation v. ith others. 1 herdare cnıplo) cc fcels bonored ıo be a nıenıbcr of 

a group. 
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Behavior of internalization is the motivation to do the right thing in the 

presence of a social effect. lt becomes evident with norms. 'Internalization 

commitment' refers to alignment ofvalues of the organization and the employee. 

Canceming identifıcation and internalization commitment, employees make 

additional effort and spend extra time for benefıt of !heir organization, without 

expecting benefıt in return. Willingness of employees to stay within the organization 

· is high. Canceming compliance commitment, employees stay within the organization 

only for purpose of receiving certain rewards, and they avoid working more than 

requirements of the job, which results in lower willingness to stay within the 

organization (Bozkaya, 2013). 

2.4.1.4. Penley and Gould Approach and Classifıcation 

Approach of Penley and Gould is based on the model of participation in 

organization by Etzioni. In his model, Etzioni discusses systems of compliance 

within organizations, as well as orientation to these systems by employees. Penley 

and Gould (1988) states that Etzioni's moral, selfish and alienating model of 

participation or commitment is quite appropriate to explain organizational 

commitment, but that the model did not draw enough attention in the literature for 

certain reasons. One of the important reasons is the complexity of this model. 

Because the model incorporates two emotional commitment - namely; moral and 

alienating. Yet, it is not clear whether these terms are independent of or opposite to 

each other. If they are used opposite to each other, alienating commitment would be 

the negative of moral commitment, the term 'alienating' will not be necessary. 

Penley and Gould addressed these two terms independent of each other. In this case, 

opposite of moral commitment is not alienating commitment, it is the absence of 

moral commitment. 

Another reason why Etzioni's commitment model did not draw much 

attention is the macro character of this model. Unlike Kanter, Etzioni emphasizes 

that a sin gl e· conıpliance system and related commitment type would be applicable 

within organizations. However, it is possible to observe various compliance systems 

and commitment types all together. At this point, Penley and Gould claims that 
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multiple compliance systems and commitment types could be seen all together within 

organizations. (Gül, 2002). 

Penley and Gould (1988) suggests that organizational commitment has three 

different aspects, basing upon the forms of participation in organization, which is 

covered by the model ofEtzioni (1961). 

Moral commitment is the type of commitment which is based on acceptance 

and identification with objectives of the organization. In this case, employee devates 

himself to his organization, feels responsible for the success of organization and 

supports the same. 

Selfish commitment is based on receiving incentives and rewards in returnfor 

contributions of employees. In this type of commitment, organization is considered 

asa means to achieve certain rewards. 

Alienating commitment: It is based on perceptions that the person does not 

have control over internal environment of the organization, and that !here is not any 

alternative jobs or organizations. In this type of commitment, employee believes that 

rewards and penalties are given randomly, norin returnfor the quality and amount of 

work. It gives the impression that employee does not have control over internal 

environment of the organization. On the other hand, absence of alternative jobs or 

organizations also lead to the development of alienating commitment In this case, 

employee believes that he does not have control over external environment of his 

organization. If an employee believes that he does not have control over internal and 

external environment of the organization, it will lead to development of a negative 

emotional relation between employee and organization (Dağdevİren Gôzen, 2007). 

2.4.1.5. Alien and Meyer Approach and Classification 

Classification by Alien and Meyer is the most commonly seen classification 

type in the literature. In this classification, organizational commitment is addressed 

according to a three-dimensional approach. Accordingly, organizational commitment 

is the process of identification of objectives with various components that constitute 

the organization. Components that constitute the organization are senior 

management, customers, industrial unions, employees, state, laws, suppliers and the 

public opinion. Therefore organizational commitment arises from the total of various 
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commitınents towards these components that constitute the organization. Most 

important researches of researchers who claim that organizational commitınent 

should be addressed from a multidimensional perspective are the researches of Alien 

and Meyer. In their organizational commitınent approach, Alien and Meyer 

addressed attitudinal and behavioral approaches and their supplementary relations 

collectively. In this approach, the term of organizational commitment is considered 

as a psychological state canceming beliefs and/or feelings of employee related to the 

organization (Özün! U, 20 13). 

Alien and Meyer made important contributions to resources of organizational 

commitınent with their researches that they carried outsince 1980s. Claiming that 

organizational commitınent may develop in various forms, they researched only one 

aspect in the beginning. In their fıfteen researches which were published in· I 984, 

Meyer and Alien distinguished organizational commitınent as emotional 

commitınent and permanence commitınent. Yet, they developed triple model in their 

researches in I 990 and classifıed organizational commitınent hasing upon three main 

items. They are emotional conunitınent (emotional commitınent to the organiz.:ıtion), 

normative commitment ( obligation to stay within the organization), and commitınent 

of permanence (perceived results of quitting the job ). Conceniing emotional 

commitment, employees stay within their organization as they want to sıay, whiİe the 

reason to stay is requirement in the commitınent of permanance. In normative 

commitınent, they stay within their organization because they feel responsibility 

(Bozkaya, 2013). 

• Emotional Commitment 

Emotional commitment is defıned as emotional connection to organization by 

employees, as well as their will to participate in and identifıcation with the 

organization. An employee with emotional commitınent feels positive feelings and 

pleasure for being a member of the organization. An employee with strong emotional 

commitınent continues to work within the organization only because he wants to do 

so (Meyer and Alien, 1991: 67). · 

Employees are eager to strive for benefıts of their organization. That's why 

emotional commitınent is the most desired commitınent type at organizations. Job 

experiences and personal characteristics have direct effects on emotional 
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coınmitment According to aresearch carried out in our country, it is determined that 

satisfaction from job and the communitarian organization culture are the variants 

which affect emotional coınmitment at the most 

Meyer and Alien (1984) emphasizes that emotional commitment of employees 

increase as they get older, !heir job experience increases or time they spent at the 

organization increases (Göksel, Aydıntan, 2012). 

• Normative Commitmeot 

This kind of commitment arises from considering staying within the organization 

as a moral obligation. Employee prefers to stay within the organization due to his 

moral beliefs and values. In this commitment type, employee believes that loyalty is 

important, and he sticks to his organization with a sense of moral respoosibility and 

obligation. 

Normative commitment arises as a personal liability. Employee feels that he is 

debted to his organization. Employees continue to work within the organization 

because of !heir feeling of gratitude, trainings received, or friendships and close 

· · relations that they established. Briefly, normative commitment is influenced by · .-. ·--

social and cultural features of employees. Employees with high normative 

commitment consider working at the organization as a 'task' for themselves (GOrill, 

20 13). Normative commitment is more frequently observed in employees whose job 

experince is high and who worked at the organization for long years. 

• Commitmeot ofPermaoeoce 

In this type of commitment, employees recognise costs of quitting !heir job. 

Such employees maintain !heir affıliation to the organization as they need to do 

so (Kurşuno~lu, Bakay and Tannö~en, 2010). At this point, sense of obligation 

arises. Amount, size and !eve! of investments made in the organization by the 

employee, as well as absense or presence of altemative jobs are among the 

factors that affect the decision of either quitting or staying at the organization. In 

addition, fınancial possibilities, prestige, dignity, mass housing, family status, 

personal features and settlement are other factors that have effect on the 

willingness to stay within the organization (Mahmuto~lu, 2008: 75,76). 
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2.4.2. Approach ofBehavioral Commitmeot 

Behavioral commitment arises from commitment to behavioral activities of 

employees. According to this approach, behavioral conıınitment is based on socio­

psychological perspective. It is associated with the process of becoming committed 

to the organization by employees, depending on past experiences and compliance of 

employees. 

Behavioral commitment isa term related to the problem of working for a very 

long time for a certain organization and employees' way to deal with this problem.· 

Employe~s with behavioral commitment are committed to a certain activity, not the 

organization itself(Eğriboyun, 2013). 

Behavioral commitment is related to behaviors of an individual, rather than 

the organization itself. For example, after an employee exhibits a behavior, he 

maintains such behavior for certain reasons and become committed to that behavior. 

As time goes by, employee develops attitudes which justify or comply with that 

behavior, which increases the possibility to repeat such behavior (Budak, 2009) . 

. _ .... 

2.4.2.1. Becker Approach and Classification 

Becker conceptualizes commitment with accumulation of interesiS (side bet) or 

sunk costs of the organization. Employees transfer their important values to 

organizations. They make elfort and spend time for their organizations and receive 

side benefits such as seniority and retirement pay in retum. The higher the value of 

resources invested in the organization by employees, the higher their organizational 

commitment is. Because they receive side benefits in returo for their investments 

(Usta, KOçükaltan, 2012). 

According to Becker, si de bet sources which result in commitment of employees 

are: 

• Social expectations: An individual may make side bets that restrict his 

behaviors due to social and moral sanctions ofexpectations of his society. An 

example to such social pressures is regarding persons who frequently change 

jobs as unreliable. 

• Bureaucratic arrangements: It is the second source of side bets. For example, 

think about a person whose salary is deducted for a certain amount each 
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nıonth for ıhe re ti remenı pay. When this person wams to qu i ı his job, he\\ ili 

recognise that the nıoney deducı ed from his salary during hi ternı of service 

reached a high aınount. 1 his bureaucraı ic arrangeıncnt re l aıcd ıo the 

retirement pay urges the enıployee to nıake a side bet, s ince he will lose said 

aınount which he deserves and which is deducted from his salary for year<; 

and he will not receive retirement pay if he quits his job. 

• ocial interactions: lt is another side beı source of Bed.er. People have 

cenain beliers abouı a pcrson, \\hich urge such per on to e'\.hibit behaviors 

conı plianı \\ ith such beliefs. f·or exanıple, if a per:.on asserts hiıııse l f as 

reliable, he shoud noı teli lies to ınaintai n ıhis belief abouı h i ımel f. In this 

case, he develops conııniımenı ıowards honest behaviors. 

• ocial roles: ide bets may ar ise from a person's becoming adaptcd to a 

cenain social situation. In thi s case, person is accustumed to fullili ing 

requirements of a ce ı ta in social role, and he fa i ls ı o adapt himsel r to arıother 

role. 

According ıo Becl.er, s ide bets \\hi ch are made d uc to abovemcmioned 

sources, and invcstnıents m ade in ıhenı are inercasing in time. ThaL 's \\ hy age 

and sen ioriıy of a penıon is considered as main indicators of i nvesı nıents. As a 

person gets oldcr and his senioril) increases, his i nvestnıems also incrca:.e and i ı 

beconıes diflicult for the person ıo quit his job (GOl, 2003). 

2A.2.2. alan cik Pı> roueh und In ifica tion 

alancik defines organitational conıınitıııenı as ' behavioral acıions that arise 

asa result of conınıitnıcnt aıtitudcs of persons'. Unlike organi Lational coııınıitıııem 

appronch of Becl.er, GOl (2002) enıphas i zes that organizational coııınıiınıen t 

approach or alancik is based oıı the compliance beıween behaviors and aııiıudes. 

Accordi ng ıo GUI (2002), if ı lıere is a compliance berwecn behaviors and atti tudes, 

enıployees devetop conım i ınıent to ıheir organizai ton. [ mplo)ees feci stressed and 

ncrvous when the ir be ha\ iors and aı ıiıudes don ' t conıpl) \\ ith ca ch other. 

ompliance bet\\Ccn aııiıudcs and belıa' iors gi, es rise ıo commitment. alanci ı. 

suggests that com ııı itment \\ ili dc\elop \\ hen a person ident ities himself with his 

bchaviors. 1 hree characteristics \\ hich connect an individual to his behaviors are 

' isibility, irrevocabiliıy and volunıaı i ness of beha ior. According to Aka lın (2006), 
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individuals exhibit less or more loyalty to !heir behaviors and related meanings, 

depending on extent of these characteristics. In other words, each behavior has a 

different effect on development of commitrnent. Behaviors which are clear, 

unquestionable, irrevocable, witnessed by others and exhibited voluntarily have 

effects on commitrnent (Uslu, 2012). 

2.4.3. Multiple Commitment Approach 

In an organization, employees may develop multiple commitrnents to various 

groups which they interact with. Employees who are affıliated with both !heir 

organization and an industrial union are exarnple to this situation. Various groups, 

employees, managers, industrial unions and the public opinion are suggested as 

exarnples to sources of multiple commitment According to researches, both 

managers and employees themselves are aware of the tendeney of employees to 

multiple roles. 

Reichers (1 985) claims that reasons of organizational cornrnitrnent may vary 

from person to person, that whil~ the reason might be product quality for a person, it . 

might be close interestand sincerity to employees for another person according to the 

multiple commitment approach (Aj;\ıroj;\lu Bakır, 2013). 

2.5. OUTCOMES OF ORGANIZATIONAL COMMITMENT 

One of the most im portant targets of organizations is to improve abilities and 

competencies of employees, get the highest !eve! of efficiency, and to improve 

organizational cornrnitrnent of employees. Employees with high organizational 

commitrnent make more contributions to the organization and production and display 

better perforrnance than employees with low organizational commitrnent. In addition, 

employees whose organizational commitment is high establish healthy relations with 

other members and !heir levels of satisfaction with !heir job is usually higher than 

others. Therefore it is critica! for organizations to identifY organizational 

cornrnitrnent of employees (Çetin Gürkaİl, 2006). 

Outcomes of commitrnent to organization can be positive or negative 

depending on the effect of commitınent. When organizational objectives are not 

acceptable, high !eve! of commitment by employees might expedite dissolution of 
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the organization. On the other hand, high level of commitment may resul! in efficient 

behaviors when objectives are reasonable and acceptible (Gillle, 2013). 

Researches revealed that outcomes of organizational commitment by 

employees are generally behavioral. There is a positive relation between commitment 

and job satisfaction, motivation, participation and will to stay within the 

organization, while there is a negative relation between the commitment and absence 

and changingjobs (Ya~cı, 2007). 

In his research related to organizational commitment, Randali (1987) addressed 

levels of commitment, as well as positive and negative outcomes of these Jevels on 

the organization and the employee. Terms of low, moderate and high organizational 

commitment are explained below. 

• Low Organizational Commitınent 

Low organizational commitment is usually associated with high Iabor tumover, 

absence, low job quality, disloyalty to organization, employee theft, insufficient 

effort, change of residence and similar outconıes. In this level of commitment, 

employee is lackirig strong attitudes and tendencics that connect him to organi7ation.· 

Creativity of employee and being open to improvement can be in question. In 

addition, since the employee is committed to his organization at low level, he might 

search altemative job opportunities, which may result in more efficient utilization of 

human resources. If the organization manages to utilize from this communication 

system-which is informal and genuine-in due time, it may overcome problems which 

can cost much in the future. 

Since low organizational commitment leads to rumors, objections and 

complaints, it tarnishes names of organizations, breaks confıdence of customers, 

obstructs adaption to new situations and causes loss of revenue. Informal and 

unfavorable communication within an organization threatens the authority structure 

and renders the legitimacy of top management questionable (Mamedov, 2013). 

• Moderate Organizational Commitment 

In this type of commitment, experience of employee is strong, yet 

organizational identification and conımitment is not strong enough. Employee 

objects to the system which aims at reshaping him, and he strives to protect his 

identity as an individual. In this case, employees adopt only certain values of the 
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organization. While they meet expectations of the organization, they also identify 

themselves with the organization and preserve their personal values. Yet, 

moderate organizational commiıment may not resul! in positive results at all 

times. Employees waver or suffer from a conflict between social responsibility 

and organizational loyalty, which might result in inconstancy and inefficient 

functioning of the organization (Dogan, Kılıç, 2008). 

• High Organizational Commitment 

In this type of commitment, employee is committed to his organization with 

strong attitudes and tendencies. Developed as a resul! of identification with the 

organization, high organizational commitment reflects significant results both for the 

employee and the organization. Employee is satisfied with his salary and success at 

the job, while he maintains a high !eve! of loyalty despite extemal pressures. The 

·understanding 'Be !oya! to organization, so that the organization will be !oya! to you' 

appears here. Organization rewards employee by authorizing and promoting the 

employee in return for his loyalty. Employees with high commitment represent the 

work force that iHeliable and stable. Employees voluntarily accept objective of the 

organization, based on the target of producing the most efficient product. As a result, 

the organization achieves high !eve! of success. 

In addition, high organizational commitment might obstruct improvement of 

employee and restrict his dynamism within the organization, which might suppress 

innovation and creativity and develop resistance to improvement. lt may also give 

rise to certain negative outcomes for the organization. Excessive commitment can 

lead to decrease of flexibility of organization, overreliance to pasi practices and 

policies, consequently permaneni settlement of traditional practices. In high !eve! of 

commitment, organization may fail to change its structure and strategies to respond 

to environmental changes (Karagöz, 2007). 
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The main purpose of the study is ıo coınparatively asscss the rclationship 

bctwccn carcer nıanagcmcnı pracıices and the organizaıional conımitnıent of 

nıanagcrs and eınployees at various diffcrcnt ranı.s. To this end, it is e:-.amined in 

""hat follo\\s whaı son of an impacı career managenıem activities such as promoıion , 

wage and sa lary increascs, international assigıııncnts and training programs have on 

organi1ational coınmitmcnt. 

In the face of a globali.ting world and progressively inercasing econoınic 

conıpcti:ion, comraniı>s necd to be concerned, not jusı "ith ıJıe production of goods 

and scrviccs, but also "ith the productivit • of thcir cnıployecs. Within the contexı of 

such intcnsivc coınpeıi ıion and rapid changes, the organizaıiona l commiınıent of 

cıııployees. besides thcir skills and worı. experience, takes on greater significance. 

Rcali7ing that human capııal is ıhcir nıosı inıporıanı asset, companics need ıo 

iınplenıcnı 'arious organi1.aıional inııo\'ations and ıaı.c ınanagcrial measures in ord er 

ı o ı. cep up \\ith the changing business cnvironnıenı. 

1 he scope of the prcscn ı study of the iınpacı of carccr nıanagement on 

organi1ational comıniımcnı includes public ins ıiıuıions and enıcrpri ses as well as 

privaıe companics opcraıing in the TRNC. In the sa ıııplc selecıion process, web data 

was also used. llıc wcbsiıes of coınpanics and public insıutions \\ere visi ıcd lirsı in 

order to cxanıinc whcıher the) have a human resources di ision and \\hat son of 

human resourccs managcmenı policies they adopı. 

3.2. 1ET II OO 

3.2. 1. Oc ign of the tudy 
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1 he surve) used in thi s study was carried out by nıeans of a questionnaire 

abouı carecr managcmcnt pracıices and organizaıional commitmcnt. The 

quesıionnarie was admin isıered pcrsonally in facc-ıo-face intcrvicws or, "'here thi s 

w as not possible, by c-mail. 

Bcforc the questi onnai re was adnı inistercd, the individual participams werc 

infoı med aboutthc survey ; and it was al so confirnıed that they comprchend all of the 

survey questions. As the data collecıion method, questionnarie is preferred. nıonıas 

( 1998) dcfincs questionnaire as an invcstigative tool comprising a number of 

questions designed to providc a descripıion of people's living conditions, bclicfs and 

atıitudes. ompared to other data collcction tcchniques (intervicw, obscrvation), 

questionnaircs ha c the ad\ anıagcs that they can be quicldy adminisıered to tar 

larger groups from dilTerenı geographical rcgions and that they are less cxpcnsive. 

l lo' cvcr, a long qucstionnaire mcans thal a longer time wi ll be rcquired to complete 

it, which leads to a decrease in the will ingness to anS\\er and answering "ithout 

ınuch consideraıion. fhi s, in turn. typically results in invalid or incorrect rcsponses, 

and cvcn makes it more probablc that the questionnaire will noı be completcd. 

fherefore, the iniıial 44 quesıions wcıe reduced ıo 16 by e:-.:cluding those irrelevant 

to the employment issue. 

rhe priınary assunıption of quesıionnaiıcs is that respondents are being 

honest (130yOköt:tO rlo. vd., 20 13: 124 ). fhus, it w as assunıed in the study that the 

rcspondcnts are acıing sincerel) . 

1 he quesıionnaire used in the study is ad.ıptcd from Albayrak (2007) by 

omiuing ques ıions that are irrclevam to the preseni sıudty. Albayralo. (2007) states in 

his study that his quesıionnairc is bascd on the organizationul commitmcnı scale 

developcd by A Ilen and Meycr. and calcu l aıes ı he re liabiliıy cocfficicnt of his fivc­

point Li l-erı scale quesıionnaiıc "ith 44 qucstions as 87%. 1 n the prescnı study, the 

reliabi liıy coefficicnı of ı he modi fied questionnairc w ith 16 quesıions " as calculated, 

in consulımion with l\ o facul y nıcınbers cxperı on the subj ect, as 79%. 

l he fo ll o"' ing sun ey focuses on the conccpts of carccr and org.ınizaıiona l 

coınm itıncnt. lt exp lains ılıesc conccpts and invesıigaıcs the rclaıionship betwccn 

them. Within this conıexı, carecr ınanagcmcnı pracıi ccs (pronıoıion, wage increasc, 

transfer. inıemational ıraining program ... , ete.) aı c considered an independent 
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variable, whereas organizational commitrnent is a dependent variable. The leading 

question in examining !heir relationship is whether the organizational commitrnent of 

individuals increases proportionally w ith career management practices. 

The preseni study uses a "descriptive research design" as a study design. 

Studies that seek to deseribe a given situation as completely and meticulously as 

possible are called descriptive studies (BOyOköztürk, 2013: 22). According to 

BUyOköztOrk (2013, 22), survey method is the most common descriptive design in 

social science, because it enables researchers to outline various features (talents, 

preferences, behavior, ete.) of individuals, groups or physical environments. In this 

study, a survey was conducted to deseribe the facts. 

3.2.2. Universe and Sample 

The universe of the study consists of all private companies as well as public 

institutions and enterprises operating in the lRNC. In accordance with the request of 

the participants, the narnes of the companies will not be specifıed . 

. The study was conducted wil'l 180 employees working in private companies 

and public institutions and enterprises in the lRNC (in Nicosia, Famagusta, and 

Kyrenia) operating in such diverse sectors as banking and finance, media and 

tourism. The participants were chosen by simple random sampling method. A 

sampling method is cal! ed simple random sampling if each unit of the population has 

an equal probability orseleetion (BOyüköztOrk, 2013: 85). 

The sample included officers, directors, managers and engineers working at 

various ranks. 

3.3. HYPOTHESES AND ASSUMPTIONS OF THE STUDY 

3.3.1. Hypotheses of tb e Study 

In the !ight of the explanations provided in the theoretical part, the working 

hypothesis of the present study was that career management practices in a company 

have an impact on the organizational commitment of employees. 

In other words, the main hypothesis of the study is: 

Ha: Career management practices have an impact on organizational commitment 

Besides the working hypothesis, the sub-hypotheses are as follows: 
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lll : Ttıereisa significant differencc in the orgruıizational conınıiınıent of c ıııployees 

dcpendiııg on the respccıivc fi eld or acıivity or the company. 

11 :2: : Thcrc is a significant diffcrence in the organizational conını iınıcnt of 

enıployecs dependiııg on tlıeir dcıııographic characteristics (gendcr, nıarital status, 

age, cducation). 

113: The re is a signi ticant di fıercncc in the organi7ational coııınıitnıcnt or cıııp l O) ccs 

dcpending on tJıei r opinions about the most inıponruıt factors in career success. 

114 : the existence of a human resources division has an inıpact on organizational 

coınıııiunent. 

J.J.2. A uınption of the :ıu d 

enain issues about the reliability of the data for the study werc considcred and 

the rcliability is dcternıincd by the follo" ing assumptions. 

• lt was cnsured that inıcrcsıcd. wi lling individuals panicipaıcd in the survey, 

"ho arıswercd the qucsıions si ncercly. 

.. The daıa is collected by the rescareher hinıself. 

• The reliab iliıy of ıhc data is ascertained by analysis. 

J .-'. Da ta o llcction Tool :ı nd Prc en ta tion of th e Pro c 

Questionnaire \\as prefcrred as the data collection tool in this study. t he 

QUCStionnairc consistcd Of l\VO parts. f n the lirst part, the re wc re 8 QUCStions about 

the dcıııograph ic charactcri sıics or the panici panıs and introductory qucstions about 

the company they work at as well as 6 qucstions about the carecr managenıcnt 

practices. Thus, the fi rsı part coınpriscd 14 qucstions. The second part of the 

qucstionııaire containcd, on the other hand, 16 statcnıents/qucs ıions coııccrn ing 

career and organi zational conı nıitnıcnt. 1 hese stmenıenıs are couplcd '' ith li ve 

Lik.en-ıype rcsponse lc\ cls .. trongl) agrce," "Agrce:· "Undecidcd:' "Disagree," 

·· uongly di agree." The quesıionnaire that was used cruı be seenin Appendi'\ 1. 

The quesıionnarie ''as adnıinis tcn:d ıo tJıc sanıple of 212 cnıplo)ecs 

personally in face-to-facc inıcrvic" s or, where this was not possible, by e-mail. The 

study is based on 180 rcıurned qucsıionnairec,. The rcsponsc raıc is ıh us 85%. 
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3.4.1. Validity and Reliability Analysis 

The concept of validity concerns how accurately a test measures some 

characteristic of an individual that it is supposed to measure. Whether the specific 

content of a test is both qualitatively and quantitatively sufficient to measure the 

characteristic that is supposed to be measured is indicated by content validity. In fact, 

content validity focuses on the question of "whether the test content can reflect the 

behavior that is to be measured" (BUyOköztürk, 2013; 180). 

One reasonable way to determine content validity is to consult an expert. In 

this study, experts were consulted via expert evaluation forms. lt is expected that the 

degree of agreement on the validity of each question is within the range of9Q..I 00%. 

The validity of the questionnaire usedin this study was determined in this fashion, by 

asking experts to rate each of the questions as "valid" or "not valid", and then 

calculating the reliability between these opinions according to the formula (inter­

rater reliability = number of agreements 1 total number of agreements + 

disagreements) developed by Miles and Huberman (1994, 64). The degree ofvalidity 

was assessed as 90%. 

The reliability of the questionnaire used in the study was tested by putting it 

through a reliability analysis. Reliability can be defined as the internal consistency 

between the individual's responses (BOyOköztürk, 2013; !81). As a Likert-type five­

point scale was used, Cronbach's alpha coefficient was utilized in order to determine 

the reliability of the scale. Accordingly, the reliability coefficient was calculated as 

79%. If a test (scale) is assigned a value of within the range of 0.60-0.80, then the 

degree of reliability is considerably high. The reliability of the scale used in this 

study is determined as 0.792, which means that the relaibility of the test is fairly 

high. 

3.5. Evaination of the Survey Data and S tatislical Analyses 

After the survey period, the required checks were performed and the numbers 

oftlıe questions were coded. The data in question were inputted to the SPSS software 
' (version I 8.0), and statistical analyses were employed in order to measure the 

variables. of the study. The distribution of demographic characteristics were 

presented in tabular form. Reliability analyses were performed in order to determine 
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whether the survey is applicable, and since the survey turned out to be reliable, it was 

decided to apply it. 

Statistical analyses of the data acquired via questionnaires were performed 

with the SPSS software (version ı8.0) and the results were presented in tabular form. 

The data were analyzed on the basis of the tabular values. The evaluation is based on 

the fıve-point Likert scale, commonly usedin social science. Accordingly, 

• "Strongly agree" response was assigned 5 points, 

• "Agree" response was assigned 4 points, 

• "Undecided" response was assigned 3 points, 

• "Disagree" response was assigned 2 points, 

• "Strongly disagree" response was assigned ı po int 

The fırst ı5 questions were evaluated on the above basis. However, the respanses 

to ı6. questions were assigned the opposite values (5 points to "Strongly disagree," 4 

to "Disagree," 3 to "Undecided," 2 to "Agree," and ı point to "Strongly agree"). As 

this question contains a negative statement, the most positive response was assigned 

the lowest value, and tlıe most negative response was assigned the highest value. 

In order to choose the a~propriate analysis for the survey, the assumptions of 

normality were tested. The analysis performed gave the following results: mean = 

56.53, median = 58.50, mode = 62, skewness coeffıcient = -0.65, kurtosis coeffıcient 

= 0.19. These results show that the distribution is not normal. 
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While it is advised to employ parametric methods to analyze normally 

distributed data sets, non-parametric methods are applied to non-normally distributed 

data sets. 

Thus, since the collected data set does not conform to the normal distribution, 

non-parametric methods were used in statistical analyses. 

In the preseni study, the data were analyzed by employing statistical methods 

such as frequency distribution, reliability analysis, the Mann-Whitney U test, and the 

Kruskal-W allis test 

A frequency distribution deseribes the distribution of the values or points that 

one or more variabtes take by representing the frequency of each value in numbers or 

as a percentage. 
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1 he Mann-Whiuıey U test and ıhe Kruskai- Wallis test are non-paraınetric 

ıesı. Non-parametric tesıs are ordering and class ifica ıion tesıs . Paranıetri c tesıs 

cannot be used in cases that do not canform to the normal distribut ion; instead, non­

paranıetric ıests are enıployed . ı he Man n- Whitney U ıest deternı i nes \\hether m o 

independent groups have s imilar di stributions in the un i verse "' ith rCSJlCCt to ıhe 

relevant variable. The -ıcst is also known as the alıernative to the independent t-tcst 

in cases in which the assumption of nornıalit) is not sat is fied. lhc Kruskai-Wallis 

tes ı is used to conıpare three or more sa ınples. 1 his procedure is reconınıendcd in 

cases in "'hi ch the assunıption of normal it) of single-factor AN VA is not satis fied 

(B O) OkönOrk, 20 13: 165- 169). 

3 .6. Finding about llı c Ocm ographic h a racıe ri tic o f th e Pa rticipa tin g 
Ernplo cc 

1 he finding about the dcnıogrophic charactcristics of the parti ci paı i ng 

eıııployees (i ncluding their gcnder, age, nıa r i tal status, level or education. lcngth of 

service and overall work e:\pcrience, the t) pe or company they " or k at) are 

prescmcJ below. 

3.6. 1. Di tribution of rnplo ec b • Gendc r 

3 1.7% of the participating cnıplo) ccs are fe ına l e, "hile 68.3% are ma le. 

According to the 2006 census in the 1 RNC, 46° o of the population is female, 

"hercas 54% is mal e (Atasoy, :!0 ll). fhese nunıbers are perfectly cansistem " ith 

the data obtained from ıhc survey for the presem study. In particul ar, j ust as in the 

:!006 ccnsus, the percentage of the m ale population is higher than the percentage or 

ıhe female population. Tablc :! below shows ıhe distribution of the employccs by 

ge nder. 

Fcma lc 

Mal c 

T ota l 

57 

123 

180 

60 

Pe rce ntage (% ) 

3 1,7 

6 ,3 

100 



3.6.2. Di tributio ıı of nıploycc h • M:ırital l:llu 

As l able 3 below denıonstratcs, 47.2% of the pa11icipating empiO) ees are 

marricd, while 52.8% are singlc. 

T:ıble 3 : Di tribution of th e 
Marit:ıl ' ı :ı ıu f Pc rcc nt a~?,e (%) 

M:ırried 85 47,2 

ingle 95 52,8 

Tota l 180 100 

3.6.3. Distribution of the P:ırtic ip:ıtiıı g E.nıplo ces b Age 

As can be sccn in l able 4. 17.8% or the participaıing enıployees are bemeen 

the ages :W-25, 33.3% are bctween the ages 26-3 1.25°o are betwcen 12-37. 11.9% 

are between 38-43, 6.7% are bemeen 44-49. and 3.3% are 'iO or oldcr. According to 

the 2006 ccnsus in the TRN • 26.9<\o of the population are between the ages 0-19, 

24 .5% are bcıwecn 20-29. 15.8% aıc bctwcen J0-39. 17.1°/o are bemecn 40-54, and 

15.7% pcıcent are 54 or older (Atasoy. ::!0 11). Thcse nuınbers, too. are cansistem 

''ith the age groups resultcd from the que:;tionııairc. 1 or e:-.ample. those \'vho are 50 

Or abo C Jı a\C the JoweSl percentage (J.J 0 'o) or aJ J age grOUpS. J his coheres Wilh the 

'>tatistical linding or the 2006 censuc; that the age group 54 and abovc conıprising 

seni or indi iduals has the kl\\ cst pcrccmage. 

f 

20-25 32 

26-3 1 60 

32-37 -tS 

38-43 25 

-t-t-49 12 

50 and abo\'e 6 

Total 180 

age 

61 

Percenta ge (%) 

17,8 

33,3 

25,0 

13,9 

6,7 

3,3 

100 



J .6..t. Di tribulion o ftlıc Pa rticipaliıı~ •rnplo •cc b Lcvcl of 
Edu ca tion 

2.8°·o of the panicipaıi ng eınployees conı p l etuJ prinıary school, and 18.9% 

secondary school. Funhcr. 6. 1% have associate . .ı 8. 9°'o bachclor's. 15.6% nıaster's, 

and 7.8% Ph D dcgrecs. A c;urvcy conductcd by the 1 RNC cınpiO) nıenı ageney in 

February 201 2 fou nd that 41 % of the po pulation graduated from a univcr:.i ıy. 3 1 o,o 

had prinıal) and 27° 'o secondary educa ıion. "hile 1° o i c; i lliıc raıc (Özbil. ~O 12). 

Univers ity graduaıes are found to be the majority by ıhe survey conducted by 

the enıplo) nıenı ageney as well. 1 abi c 5 below ill ustraıes the distribution of the 

panicipams by their lcvel ot cducaıion . 

Ta blc -: Di tribution of enıploycc 

Level of Edu cation f Percenta ge (%) 

Primary c lıoo l 5 2,8 

J~ ı 8,9 

ll G, l 

8 ~8,9 

28 ı s,6 

ı~ 7, 

Tota l ı so 100 

3.6.5. Di ıribution of the P:ı rticipa ıiıı g ıııployce b • eıı g tlı of en ice 

As can be secn in rable 6. 20.6% of the panicipating cınployecs have bccn 

\\ Orl-ing atıheir cuırent company for 1- 11 ınonıhs. 37.2°/o for 1-5 )Cars. 2·1A% for 6-

1 O years. 8.9°'o for 11 - 15 ) cars. 5.0% for 16-20 ) C<ırs. and 3.9% for 2 1 and ınore 

) ears. 
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c ı·v ice 

f Pe rcentage (%) 

1- 11 ııı onth 37 20,6 

67 37,2 

44 24,4 

16 8,9 

9 s,o 
7 3,9 

To ta l o 100 

3.6.6. Di tribution of th e Partic ip:ı ting Emplo cc b Overall Worl f: \pcric ncc 

1 ablc 7 illustrates the distribution of the panicipar:ts by thci r overall \\Or!,. 

c-.:pcricncc. Accordingly. 8.9% have bccn working for 1-1 1 momhs. 25.6% for 1-5 

years. 27.8% for 6-10 )Cars. 20.6% for 11-15 years. 8.9% for 16-20 year'>. 8.3% for 

2 1 or ınore ) ears. 

T:ıhlc 7: Di tribution of crnployc 
Ovcr:ı ll Work E\pcricıı cc f 

1- 11 nı onth 

16-20 · c:ı r 

2 1 •c:ı r :ınd nı orc 

Tota l 

16 

so 
37 

16 

IS 

ı o 

by Ol'Cra ll wo rl e~pcricn cc 

Perceııtagc (%) 

,9 

2S,6 

27, 

20,6 

8,9 

8,3 

100 

3.7. fti ııding :ıbout ıhc oınpn nic ılı c P:ırı icipant Work :ı ı 

The lindings about the companies the panicipants " ork at are documcntcd 

belo'' · 
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3.7. 1. Oi tribution b th e t pc of compan , 

The distribution of the participants by the typc of company they \\ or!.. at is 

given in f a b le 8 bclow. 37 .8~o work at public institut ions or cnıerpri scs, 4 1.1 ° o at 

privaıe companics, ı 3.9% at service compan i es, and 7.2% at i ntcnıationa l 

coınpan ies. 

Percentage (%) 

68 37,8 

74 41 ,1 

ervicc ompan , 25 13,9 

International IJ 7,2 

Total 180 100 

3.7.2. Oi trbuıio ıı b the o ıııpanie ' Field of etivii 
Asl..ed about the fi eld of activity of the company they worl.. at, 18.9% of the 

participants respor.dcd by ''l'ood." 18.3% by .. Ranl..ing/Finance," 10% by · •Tourı ::. •n:· 

10% by .. Media," and 4::! .8% chose the opıion "Other." The d ıstribution by the fi eld 

of activity is shown in f able 9. 

Tablc 9: Oi tri b tıtio ıı nceordi ng to conıpa nics' field ofa cti it , 

Field of 

Food 

Ilan king/ Finance 

To u ri s nı 

Media 

!her 

Tota l 

f 

34 

33 

77 

ı o 

Per eniage (%) 

ı ,9 

18,3 

10,0 

10,0 

100 

J . . Finding about the arcer t\1anagenı ent Practiccs a t ompanics 

!his seetion of the study presents 1he findi ngs about the carecr nıanagenıent 

practices at the coınpnnies and the enıpl o) ccs' opinions aboutthcın. 
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3.8. 1. Di tributio ıı of llu rn :ı n n e o u rcc Oivi io rı 

As l able 1 O deınonsıraıes, 58.9°~o of the participants work at a company 

which has a human rcsourccs di ision, ' hercas 4 1.1% work at coınpan ics wiıhout a 

human resourccs divis ion. 

1 he diSLribution of the respanses to the qucsıion ""which unit is rcsponsible 

for cınployee-orientcd pracıiccs such as performunce evaluation, wages, personnci 

nıatters, and hiring?" is illustraıed in Tablc 1 1. The distribution of the respanses 

accord ing to this tablc is as fo llows: 67.5% rcsponded by "di rector," 14.8% by ""chief 

cxccuıive,"' ı 0.8°/o by "'eınplo) er," 5.5°/o by "stalf manager," and 1 A% by 

··adınini s ıraıivc affair .... " 

T:ıb lc 10: Di tributio rı of llunı :ın n e ouı·cc Oi ision 
---'---

f 

106 

74 

Toı:ıl 180 

Pc rccnt:ı gc (%) 

58,9 

41 ,1 

100 

:ıb lc ll : Oi tribution of the re po ıı c to th e quc ıioıı of who i rcsponsible for 
c ııı lo cc-o ri en tcd r:ıc t ice 

isi on f Percent age (%) 

Director so 67,5 

ll 14,8 

8 10,8 

5,5 

1,4 

Tota l 74 100 

3.8.2. Oi tribution by th e • \.i tcncc of :ı rccr Plan n ing ctiviti s 

<t3 .3~o of ıhc parıic ipanLS indicaıed that carccr pl anning acti vit ies ı ake place at 

the company they work at, v. hercas J5.6° 'o indicaıed that they do not. 2 1.1 % stated 

that they do not know '"hcthcr or not carecr planning activi ties take place. fhe 

distribution of the rcsponscs b gi ' en in 1 ab le 1:! bel o\\. 
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o 

Do ıı o t 1 no' 

Total 

64 

38 

180 

3.8.3. Di t ribut ion of pccific a r r Pl :ı nning ctivi tic 

43,3 

35,6 

21,1 

ı o 

When askcd abouı the specific caıecr planning acıiviıies that take place aı 

ıhcir company, :!5.6% or ıhe parıic irants rcsponded by .. trcngıhs and wcakııcsscs or 

the eınployees are identified," 5% b) ··carccr goals are set," 10.5% by ··avail able and 

possiblc career paıhs are dcıcrınincd ," 6.l % b) "carecr plan'i are established,'' 4A% 

by " ıraining programs are applied for the improvemcnı of the cmployces," 12.3% by 

"the needs of the employees and the needs of the company are i denıilied and 

reconci ı ed," 5.5°,o by ··career consulting and guidance are otTered," ı 7.2% by "noııc 

ofıhese activities ıake pıacc;· and 13.4% by "1 have no idea." 1 he results concerning 

career planning activities are presented in Tabıe ı J . 

Percentage 

(%) 

and wea kn e s s of ıh e c ınplo c a re 46 25,6 

9 s 
are dct crmirı cd 19 10,5 

ı ı 6, 1 

a re applicd for the i mprovcmcııt of 8 4,4 

the eınplo •ces 

T he necd of th e cınployce and th e need of the 22 12,3 

10 5,5 

3 1 17,2 
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o idea 

To ta l 

24 

180 

IJ,-t 

100 

J .8.-t. Oi tribution of th e Opinion about ' ho is Re pon iblc for the areer 

Plan n in g of the ' mplo •cc 

The respanses of ı he participaıing enıployees to the quesıion "\\ho is 

responsible for the carecr p l aııning of the enıpl oyees?" are prcscnted in rabl e 14 

be low. Accordingly. 12.8% think that companics are responsible for the carecr 

planning. ::! 1. 7°'ıı thin k that indi\ iduals ıhe ınsc lves are responsible for career 

planning. and 65.6% thin!- ıhat boılı are jointl) responsible. 

Tahle 1-t : Di lribulion of th e opinion 
1lanning 
Who i re poıı s ible for carccr pla nnirıg 

lndividual 

Ooth ar 

T otal 

::ıbo ut who 

f 

2J 

J9 

11 8 

180 

responsible for c::ırcer 

Percent age (%) 

12, 

21,7 

6S,6 

100 

J .8.5. Di tribution of th e Opi nion a bout th e Be ı Indical ia n of arecr ~ ucce 

l he best indication of career success is wage according to 1 ::!.2% of the 

pa rtic ipaı ing enıployees, pronıoıion according ıo 17.2°/o. high presıigc accord ing to 

11 .7° o, l ong-terın eınpl oyıncm according ıo 10%. csıccın accord ing to 14.4°'o, social 

status according to 7.::!%. and high li\ing standards according to ::!7.::!0 'o. rııc 

distribution of the respanses is givcn in 1 ab le 15. 
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T:ıble IS: Di tribution of th e opinion 

B t indi :ılio rı of :ır cr uccc 
----------
W:ıgc 

Prorn otion 

ll igh Prc tigc 

Lon g-t c rnı cnıploynıcrıt 

F. tecın 

t:ınd:ırd s 

Tot:ıl 

f 

22 

31 

2 1 

18 

26 

IJ 

.ı9 

180 

J .. 6. Oi tribution of the Opi rıion nbout :ı rcc r 

Pc rcc rıt:ı gc (%) 

12,2 

17,2 

11 ,7 

10,0 

........ 
7,2 

27,2 

100 

As Table 16 ~hows. 10.6% of the panicipams responded to the question 

·'\\hat is a careerT by •·the worh. e:-.pericnce of an individual in his/her li fetiıne," 

6.7% by "the experience of an individual in his/her lifctinıc," 10% by "progress at 

\\Ork." 70% b) .. the totality of the training. sJ..ill s and experience an individual 

acquires in the long-term in order to achieve the lifestyle he/she wants," and 2.8% by 

· · ı have no idea." 

f P rcentagc 
o/ o 

19 10,6 

12 6,7 

18 10,0 

The totalit of th e tr:ı inirı g, kiJI :ı nd e\:pcricncc arı 126 70.0 
indi idun l :ı cquir in the l o n g-t crnı in o rdcr to nchicvc th e 
life t •Ic he/ lı 

5 2.8 

Tota l o 100 
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3.9. Fiııdin g from ta li ıica l na ly c o f th e If po t he c 

The worki ng hypothcsis of the study was established as "The carcer 

ınanagcnıcnı practices at a company has an inıpacı on organizational commitment." 

Moreover, several sub-hypotheses suppoı1ing the working hypothesis were 

fornıulatcd . 

The sub-hypotheses were cvaluated by means of the appropriate data analyscs 

as well. The relevant sub-hypothescs can be stated as follows: 

l l l : Therc is a signi li can ı difTcrcncc in the organ iza ı i ona l coınmitment of enıp loyees 

depending on the respective field of activi ty of the company. 

112: There isa s ignilicanı difTcrence in the organizational conııni t nıenı of cmp loyecs 

dcpendi ng on llıe ir denıograph ic charactcristics (gender, ınarita l status, age, 

education). 

113: Thcre isa signilicanı dillerence in the organi zational conını i tnıcnt of enıpl oyees 

depending 011 their opinions about the most i ınportan ı factors in carcer success. 

114: The ex i sıe11 ce of a human resources division has an inıpact on organiza ıiona l 

.-.:ını nı i tııı enı. 

3.9. 1. E ,a nı in a tion o f wheth e ı· T here 1 a igrıifica rıt Oiffere rıce betwecn th e 

O rga niz.a tio na l o ınnıitm cnt of th e ınployccs R elative to th F ield of 

ctiv ity o f the oınpa ny T hey W o r k a t 

To examine the question of whcther ılıere is a differencc bet\veen the 

organ izational conınıitınent of the paı1 ici pams relative ıo their conıpany's fi eld of 

acti vi ıy, the non-parametric Krus kai-Wall is test was used. because the groups do not 

fullili the para ıneır i c condi tions. 

The resul! of the analysis showed that llıe points the parı i cipants received 

from the test abouı the inıpact of career nıaııagcnıen ı practices 011 organizational 

coııım itınent do not significantly differ relative to the fi eld of activ iıy of their 

conıpaıı ies, x2 (sd- 4, n 180) 8,4, p>.05. 

Thus, organization coııını i tnıem does not depend on the fi eld of acıi v i ty of the 

organization: the organizational comın i tmenı of an individual would not be altered if 

he/s he switchcs to a d i fferen ı company operaıing in a di fferenı field of acti vi ıy. 

llowever, if the mca ıı ranks are considered, it can be observed ıhaı the organizational 
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conınıiınıem of those work.ing a ı conıpanies operating in the food scctor is highcr 

( 1 05,6) than that of those working aı companies operating in other scctor, the nıed ia 

seetar in particular (79,5) 

Table ı 7: Krus lw i-Walli Tc t R ul ts: Org:ı nila tio na l onınıitm cnt of ttı 

c to th e Fi Id of eti i ofTiıcir ___::..;__o;__ 

n Mcan Ra ni sd p 

Foo d 34 105,9 

To u ri ın 102,3 

B:ınl in g/Finance 33 98,2 
.ı 8,4 0,08 

th cr 77 80,2 

Media 79,5 

Tota l 

3.9.2. f:\arni n atiorı of "hclher ttıere i a ignifica nt diffcrcncc bct\\ cc rı th e 

organiz.:ı tio ıı a l co rıırııitrıı cnt of th e crnplo cc relative thcir dcnı ograplıic 

lıara ctcris tic (gen dcr, rıı ari t:ı l s tatu , ~w· !cv ı of cduca tion) 

lt was e:xanıined by means of staıi sıi cal analyses whether the organizaıiona l 

conını i ımcnt of enıpiO)ees differs relative to their demographic characteristics such 

as gcnder, mari ıal status, age, and lcvc l of educaı ion . The results of the sıaı isı ical 

studies are presenıed below. 

3.9.2. ı. \anıi rı at io rı or \\lı C tlı c r th e orga rıiz:ı ti on a l co nırııitnı c rıt or th e 

particip:ı nt diffcr rela tive to th cir gcnd r 

According to the resul ts of the Mann-Whi ıney U analysis, the poi nts the 

partici panıs received from the te ı about the impacı of carcer nıanagenıent practiccs 

on organizational coınmi ıınent difrcr significantly rclati\ C to ıhe ir gcndcr, U 

2683,50, p<.05. 

Thcrc isa s ignificanı diffcrcncc bct\\ Cen the ınean ran k.s of the l\\O groups: 

the analysis shows that organizaıiona l conımitnıenı differs relative to gender .ınd that 

ı he organizaıional conınıitnıent of men is s igni fi canı l y higher than that of \\Onıen. 
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The fact that men have far more job possibilities or the comman self-image of 

men as the head of the household and family are among the most im portant factors 

that produce this result 

Table 18: The Mann-Whitney U Test Results: Organizational Commitment of 
the Employees Relative to Their Gender 

Gender n 

Mal e 123 

Female 51 

Total 180 

MeanRank 

97,18 

76,08 

Sumof 

Ranks 

11953,50 

4336,50 

u p 

2683,50 .011 

3.9.2.2. Examination of whether the organizational commitment of the 

participants differs relative to !heir marital status 

To examine the question of whether ılıere is a difference between the 

organizational commitment of the participants relative to their marital status, the 

non-paraıİıetric Maılıt"Whitney test ·was used, because the groups do rıot fulfıll the 

parametric conditions. 

The resul! of the analysis showed that the points the participants received 

from the test about the impact of career management practices on organizational 

commitrnent differ significantly relative to their marital status, U= 3323,00, p<.OS. 

There is a significant difference between the mean ranks of the two groups: 

the analysis reveals that organizational commitrnent differs relative to marital status 

and that the organizational commitrnent of married individuals is signifıcantly higher 

than that of singles. The reason for this result seems to be that working members of a 

family have a strong the sense of responsibility: after all, they bear the expenses of 

those whom they are responsible for. This might lead ıbem to be committed to the 

organization that they work at with a simUar sense ofresponsibility. 

The results of the analysis of the data is presented in Table 19. 
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Table 19: The Mann-Whitne rga ni~ııio ıı a l o nınıilnı c nl of 
ıh e EnıQ ioyee R 

uın of 
Marila l latus n Mean Ran i p 

R:ı ııl · 

Married 85 98,9 1 8-407,00 
--

• in gle 95 2,98 7 8J,OO 3323,00 .040 

Toıa l 180 

3 .9.2.3. E'a nıin :ı ıion of ''hether th e orga nitation :ı l co nınıiını ent of th 

p:ırticipant diffcr rclati c to th ei r a ge 

To examine the qucsıion ol \\hethcr ılıe re ı s a diffc rcnce bctwecn the 

organiLational conınıitnıent ol the panicipants relati c to their age, the Kruskal-

Wallis test was uscd, because the groups do not fulfill the paraıne tric condiıions. rhe 

rcsulı ol this analysis was lound as"' (sd S, n 180) 9.407, p>.05, as illustraıed in 

1 able 20. 1 here is no statisıically signilicanı diiTerencc bet\\cen the organizational 

comıniımcnı ol participants relati ve ıo lhcir age. ır one considers the mcan ranks of 

ıhc groups, one can observe that individuals thaı are 50 or older haY.. the highcst 

dcgrec ol coınnıitnıenı ( 1 09.67), white th se "ho are bctwccn the agcs 20-25 have 

the IO\\ CSt degrce ol conıınitnıent (7~.66). rhis result ınight be relatcd to the fact 

older individual have a stronger sense ol bclonging and conınıitnıenı than younger 

on es. 

Tablc 20: The Kru 1 ai-Wa ll i T c ı Re u lt : Org:ı nitatio ıı a l o ınnıitrn ent of ı he 

Re la t ive to T hcir ge 

n Mea ıı Ra nk p 

50 and a hove 6 109,67 

32-37 4- 106,77 

44--49 12 97,92 

26-3 1 60 7,06 5 9,-407 ,09-t 

38--43 25 8 1,60 

20- 25 32 7-4 ,66 

Tota l 180 
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3.9.2A. Exa nıiııatio ıı of ''heth er organi.wtiona l co rnıııitnı e rıl of th e 

pa rıicipaııt di ıfer relative lo th eir level o f ed u ca tio rı 

To exanıine the quesıion of whether ılıere is a difTerence beıween the 

organizational coııımiııııem of the participams relative to their level of education, the 

Kruskai-Wallis test was used. because the groups do not fullili the paranıetri c 

conditions. rııe resul ı of th is anal) sis was found as' ' (sd 5. n 180) 5.454, p>.05. 

According ıo the resul ts. ılıere is no sıaıi sti ca lly signifi cant difference between the 

organizational coınınitnıenı of parıic ipams relative to their levcl of educaıion . 

llo\\ ever. if one considcrs the nıcan ranks of the group -. one can obscrve that those 

' ith a Ph D ha\e a higher degree ( 1 08,00) or organi;ational coınm i tınent than other 

part icipants. particul arly in comparison \\ith those\\ ith a Master's degree (80,07). 

T:ıb lc 2J : The Kru k:ıi-W:ılli T ti , onuçla rı : rg:ı niza ti o n:ıl onınıitnı ent of 

Levcl of Edu ca tion n ı p 

Ph D l.t 108,00 

ll 103,23 

3-t 100,37 

5 9-t,.tO 5 5,.t54 .363 
---

88 85,41 

28 80,07 

180 

3.9.3. Ex:ı nıin :ı ıion of th e rcl :ıtion hip bet\\ ecn th e org:ı ni .w tiona l conınıitnıcnt 

of th e p:ırti cipa nt and th eir opinions :ıbout the best indication of c:ı recr 

uccc s 

ro examinc the question of whether ılıe re is a difference bctwcen the 

organizational conını i tnıent of the participants relati ve to thcir opin ions about the 

best indicmion of carecr success. the non-paraınetric Knıskai-Wall i s tesı \\ <lS used. 

bccause the group do not fultil l the paraıncıri c condi tions. The resul ı or the analysis 
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showed that the points the participants rcccived from the test about the inıpact of 

career nıanagenıent practice::. on organiLational commiuncnt differ significamly 

relative to their opininions about the best indication of career success. r he result of 

the analysi:> "' as found as ,ı (sd 6, n 180) 13.:!36, p<.05. As for the mean ranks 

of the groups, it can be observed that those who respom.led by " long-term 

cnıploynıent" have the highest degrcc of organin tional conını i ını c nl. When 

individuals fi rst takc ajob, thcir priority is to nıake a living and satisly somc per!>onal 

needs. ·ı hose individuals who work at the same company for a long time wi ll lind it 

per::.onally satisfactory to achicvc certain slıared aims through joinı efforl. Asa result 

of this, organi.tational comnıitınent iıı creascs proportionally with l oııg-ıernı 

enıploynıcn ı , as the presenı study deınonstrates. 

Table 22: The Kru l<ai-Walli tc tr ults: Anal is of the rela tion hip betwee rı 

n Menn Rank p 

18 111 .58 

2 1 108.83 

<19 98.44 

22 96.59 6 ı 3.:!36 .039 
26 75.54 
13 74.85 

Pro nı oti o ıı 31 71...l7 

Total J 80 

J .9A. "\ a nıinatio ıı of ılı imp:ıct of lıurn :ı n re ource di ision on 

org:ı niz:ı ti o ı ı:-ı l comıııitııı ent 

According to the results anal) sis carried out, the points the parti cipams 

received from the test about the inıpac t of carccr managemem practices on 

organizational com ıni tmen t di lTer sign i ficanı ly relati ve to the cxi:>tence ot a human 

resources division at the conıpan) they woık at, U :!569,50, p<.05 . rhe dilferencc.: 

beı"' een the mean ranks is signilicanı : the organizational coının i tınen t of the 

participants who \\Ork at conıpanies wiıh a human rcsources di vision is significantly 

higher than that of those ''ho woık at conıpanie \\ ithout a hum an resourccs division. 
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Human resources divisions are crucial for organizational performance 

improvement Career improvement activities, performance evaluations and 

encouraging well-performing employees through rewards, planned and effıcient use 

of human resources, training and orientation programs, and the existence of a 

separate division responsible for all these activities increase both the effıciency of the 

company as well as the productivity and organizational commitment of employees. 

Table 23: The Mann-Whitney U test results: Analysis of the impad of human 

resources divisions on organizational commitment 

Human Resources . Sum of 
n Mean Ran k 

Division Ranks 
u p 

Yes 106 103,26 10945,50 

No 74 2,22 5344,50 2569,50 ,000 

Total 180 
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CONCLUSION AND SUGGESTIONS 

In this chapter, the findings of the study perfonned for the thesis entitled "The 

Impact of Career Management Practices on Organizational Commitment" are 

evaluated and some suggestions are made in the light ofthese findings. 

The results of this study carried out to detennine the impact of career 

management on organizational commitment can be summarizedas follows. 

• 58.9% of the companies considered in this study have a human resources 

division, while 41.1% do not. According to the survey, employee-oriented 

practices are the responsibility of a director (67.5%), a chief executive 

(14.8%), the employer (10.8%), a staff manager (5.5%), or the administrative 

affairs (1.4%) in companies without a human resources division. The analyis 

took tlıis data as a starting point and showed that the organizational 

commitment of employees differs significantly relative to'the existence of a 

. human resources division at the company they work at and that those who 

work at a company with a human resources division is significantly high. 

. Employees will· be more active and involved, if career paths are open at the 

company they work at. The existence of a human resources division is the 

first step towards fair wage management, fair perfonnance evaluation and fair 

rewarding. 

As the present study demonstrates, human resources divisions play a significant 

role in increasing employees' organizational commitment and trust. Here are some 

suggestions about this connection that might be relevant for future research: 

• Companies should be ab le to satisfy the primary needs of !heir employees; yet 

they also need to establish a stimulating organizational environment that 

would lead employees to be as productive as possible. 

• Companies should continue to play an active role in the career progress of 

individuals and they should be ready to invest time and money in !heir 

training and personal development if they want to keep themat the company. 

• Job rotation is essential to alleviale monotony and to keep the company an 

attractive place for employees to work at. 
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• ll uman resources divisions ııeed to play an active role in establishing and 

mai ntaining the communication between employees. elebrating successes, 

aıTanging frequent ııı otivatioııa l activities such as social event are crucial in 

this context. 

rgani ıationa l comnıitnıent is one of the most inıporıam factors in achieving 

organizational a iıııs. rnıp loyees who are comnıitted to the organi1.ation strongly 

believe in the ainı s and valucs of the organi 1.ation. and conıply \\ ill ingly wllh orders 

and e\.pectations. rurthcr, they Strivc tO givc ınore than whaı is C\.pectcd lronı thcnı 

in order to reali 7e the des i red ends, and reıııain dcıermincd to sıay at the conıpanı . 

This is \\ hy all conıpanics see~ to incrcase the lcvcl of conım itnıcn t of thci r 

cnıployccs. Modern organi7.ations try to achicve this through the functions of hu ınan 

re ourccs ın anagemcnı. 

• lt is clear that employccs will not be very optimistic about the prospccts of 

sta) ing at the organi1ation, if the organilation does not provide additional 

infannation that would allow thc ın to conıpare available career opporıunities 

and e:xplorc thcir carecr plans. Such additional information .hC'~.Id be 

provided by scholars/acadenı ics. 

• Besides, scholars can help organizations in career planning by devetoping 

carecr strategics. 

• One way to ensure that employccs are properly i nfornıed about the carcer 

paths within ıhe organi ~..<~ ti on and the ways of ma~ing progress is to establish 

a career center that would olfcr consulting and guidancc. 

• Whi le 35.6°o of the parıi ci pan ts stated that career planning activities do not 

Lake place at the company they woı ~ at, the majority of the part ici panıs 

( 43.3%) stated that they do. llowcver, 2 1.1 ~'o stated that they do not ~now 

\\ heıher or not carecr ac tivi ties ıa ~ c place at the company they wor~ at. lt is 

very inıporı:ım thaı eınploıees are well -inlonııed :ıbouı career and career 

planning. Activities such as career da) s \'-'OUid help creaıe sonıe awarcncss 

abouı thesc bsucs, whıch \\ OulcJ also Icad to incrcased organi ;.atioııal 

cffi ciency. 
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• According to the survey results, the most comman career planning activity is 

"strengths and weaknesses of the employees are identifıed" (25.6%). The 

least comman activity is, on the other hand, "training programs are applied 

for the improvement of the employees" (4.4%). 

• Career planning and management requires continuity and specialization, and 

companies need to patiently support their employees in this respect 

• lt is out of the question that unskilled, incompetent individuals are employed 

at the organization and that they are tolerated by executives. Companies that 

are involved in career planning activities need fırst to know their employees 

very well and take performance evaluations and work analyses very seriously. 

A successful executive can accurately assess which employee is interested in 

and enjoys which assignment most. It might be helpful to make good use of 

the 360-degree feedback method. 

• Scholars can help organizations in career planning by developing career 

strategies. One example would be: "What is the 360-degree feedback method 

aı!a how is it applied?" · · - · ·' · 

• 65.6% of the employees think that both the company and the individual are 

jointly responsible for career planning. 

• Companies need to be concemed with career management in order to keep 

their employees at the company, to boost their !eve! of motivation and 

productivity, to increase their organizational commitment, to fınd and train 

fıtting employees for a given job, and to be ab! e to fıll job positions that will 

be vacant and available in the future. Otherwise, employees will be unhappy, 

unproductive and unwilling to improve themselves, and seek other jobs 

because they feel that the company they work at fails to appreciate their 

merits. Therefore, companies need to take career nıanagement very seriously 

both for reasons of self-sustainability and in order to establish organizational 

commitmen by fıılfılling the expactations oftheir employees. 

• 70% of the employees defıne career as "the totality of the training, skills and 

experience an individual acquires in the long-term in order to achieve the 

Iifestyle he/she wants." Individuals participate in certain training courses and 
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programs in order to prepare for achieving a certain social status and certain 

positions in professionallife. Certain examinations or aptitude tesıs determine 

whether an individual has the necessaıy qualifications for same achieving 

same status or title. Sometimes, on the other hand, work experience is the 

faremost requirement for achieving same position. The significance of age 

and work experience in making progress within an organization is an 

appropriate topic for further research. 

• 27.2% of the participating employees stated that high living standards is the 

best indicalian of career success. However, the study alsa included an 

analysis of the relationship between the employees' opinions about the best 

indicalian of career success and their organizational commitment, and the 

organizational commitment of those who think that long-terın employment is 

the best indicalian of career success was shown to be significantly high. 

Having a satisfactory career means having reached a certain !iv ing standards. 

And being employed at the same organization for a long time is a clear 

. indi~tioıı of this. 

• This study demonstrates that demographic factors such as gender, age, marital 

status and level of educalian play a significant role in organizational 

commitment. The analysis that was carried out revealed that organizational 

commitment differs relative to gender and t11at men have significantly more 

organizational comrnitment than women. lt was found that there is no 

significant difference between the organizational commitment of the 

participants relative to !heir age. However, if one considers the mean ranks of 

the age groups, one can observe that individuals that are 50 or older have the 

highest degree of commitment, white those who are between the ages 20-25 

have the lowest degree of comrnitment. Individuals internalize their job and 

the institution or company they work at. As a resul! of this, they begin to 

regard the organization they work at as !heir home after a white, which 

increases !heir organizational commitment. The result of anather analysis 

showed that organizational comrnitment differs relative to marital status and 

that married individuals have significantly more organizational commitment 

than single ones. Yet a further analysis canceming demographic factors 
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suggests that there is no statistically significant difference between the 

organizational commitment of the participants relative to their level of 

education. Nevertheless, once one considers the mean ranks of the groups, 

one notes that those with a PhD have more organizational commitment than 

others. 

• No statistically significant difference was found between the organizational 

commitment of the participants relative to the field of activity of the company 

that they work at. The organizational commitment of an individual would not 

be altered if he/she switches to a different company operating in a different 

field ofactivity. However, ifwe consider.the mean ranks of the groups, we 

can observe that the organizational commitment of those working at 

companies operating in the food sector is higher than others. 

Career planning and career development is considered nowadays as a joint 

responsibility of the individual and the organization. It is plausible to say that 

employees will not be very optimistic about the prospects of staying at the 

organization, if the organization fails to provide the additicnal information and 

possibilities that would guide them in comparing available career opportunities and 

developing the ir care er plans. For if an organization und e rtakes career management 

activities, it will be perceived very positively by the employees, which will help 

increase and maintain organizational comnıitment To sum up, the integration of the 

individual and the organization is possible, only if the aims and goals of the 

individual are successfully reconciled with the aims and goals of the organization. 
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YPR TER T l O L 

RVE . T OY 

Dcar Participant, 

r his questionnairc is dcsigned for the grad ua ıc research conducıed by Şene l 

D C (Cyrus International ni versi ıy, Institute of G raduaıe. ıud ies and Research). 

I he q uesıionnaire cons isıs of ıwo parts. I he first comprises quesı ions about 

intıoducıory information, whcreas the second pan conıpri ses statcnıcnts conceııı ing 

carcer and organizational commitmenı. ·ı here are abso lu tc ıy no right or ~ rong 

answcrs to these sta tenıents. What matters is only that each of the qucstions is 

answcred s incerely (v. ithout lca\ ing out any ol thcm). What is expected from you is 

ıo assess '' heıher and ıo "ha ı ex ıent you agrce \\ith the sıateınems on the 

quesı i onnai re. Please mark with an ( ' ) the clıo i cc that secnıs ıo you the most 

appropriate rcsponsc to ca ch or the sıaıc nıcnıs. ı n accordance " ith principles or 

conlidcnı ialiıy, your respanses '' ili be asscssed only by the re::.earch throughout the 

study 

Than'- ) ou for your time and partic ipaı i on. 

1 . • cnd cr 

2.Maritn l ıa ıu 

J . g 

.t. E.d uca ı ion 

. enel O 

'yp rus ı Illernational University 

Institute of Gradua ıe tudies and Research 

Business dnıin isıraı ion G ıaduate tudent 

LE( Q E T l IRE ) 

BiRi i OÖ .. M 

: o renıa lc oMaı e 

:oMarri ed o ingle 

: :!0 25 :!6-J ı .32 37 [ 38-0 u44-t9 o50 and abovc 
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oPrinıary chool o econdary chool o Associate Dcgrce oBachclor's Dcgrec 

oMastcr's Degree o PhD 

5. ince ' hen ha ve ou bcc ıı wo rl ing at thi compan ? (Your 1 nglh of crvicc 

al llıi compan •) 

o l- 1 1 momhs o l-5 years o 6 10 years o l 1- 15 years o l6-20 years c 21 years 

or nıorc 

6. iıı cc \\hen have •ou b en \\ Orkiııg? ( our overall work c pe ri c ıı ce) 

1- 11 momhs o l-5 years c 6 10 years c.. ı 1- 15 years o l6-20 )ears .21 )Cars 

or ınore 

7. Wlı n t t •pe of co mpan do •ou '' ork a l? 

o Public company o Private company oCoınpany with foreign capital 

o Produclion company o ervice company oTrade company 

o National company o l ntcrnaıional company 

8. \ hat i lh fi eld of ac ıiv il of •our co mpan ? 

uFood o Bankingtrinancc o 1 ouri sm 

c i\ led ia o Other 

9. 1 lherc a human re ourcc d h i ion aa •our compan ? o Y es No 

1 f your answer is o, please s ta te ''h i ch u nit is responsible for enı plo) ee-oriemed 

practices such as perfomıance eva luation, ""ages, personnci mallers. and biring 

10. Do carcer plan n ing aclh•itie tnke plncc at our compan ? 

o Yc!:> oNo o l do not l..now 

ll. What ort of carccr pla ııniıı g :ıc ti v ili c are :ıv:ıil :ı bl c at our compan ? 

o t rengıhs and weak.nesse!:> of ıhc cnıployecs are idemificd. 

c arccr goals are !:>Ct. 

c Available and possible carccr paths are dcıenııined . 

oCarccr plans are established. 

Training programs are appl icd for the inıprovemenı of the employees. 

('ITh~ needs of the employces and ı he needs of the com pan) are i demi fi cd and 

reconciled. 

r arecr consulıing and guidancc are ofTcrcd. 

c N one of these activi ties tal..e placc. 
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c 1 have no idea. 

12. \ ho do you tlıiıık i re po ıı ible for c:ırcc r ııı a n agcın eııı ? 

o Company o lndi vidual oBotlı are joi nt Iy respons ible 

lJ. W hat do ou thin k i th e be. l ind ication of ca recr u eec ? 

JWage Promoıion o ll igh Prcstige 

ı l ong-ıemı cmploynıent l sıecm , oc ial status 

• ll igh living standards 

J.t Wlıaı do c:ı rccr rn c:ı n ıo ·ou? 

J l he \\ Or!.. e>.perience of an individual in hic;/hcr lifeti me. 

o The experience of an individuul in his/her l i f cıiın c 

o Progrcss al ' ork 

oThc toıal i ıy of the lraining. sl..ill s and c:-.pcricncc an ind ividual acquires in the long­

tcrııı in order to achicvc the li festyle he/shc '"'ants 

r 1 have no idea. 

F.: O O P RT 

Pleaso read careruııy each or the statements 

below and mark your oplnlon about these 
'2 .i!:- 'tl Cil .i!:- Cil statcments with an (X) on the scale from O> Cil Cil ü e! Ol f c: Cil Ot c: O> g .. e! "C .. g _; "Strongly agrco" to "Strongly disagrec". e;, O> c: .. 

lll < < :ı ö lll c 
1 . 1 know where ı want to be in 

~ - - -
professional life and what 1 need to do 
to reach th ere. 

2. At th is company, there are several 
options to help employees make 
proqress in the ir careers. 

3. At this company, employees gel the 
required support for setting ind iv idual 
ca reer goa ls and devetoping ca reer 
s trateq ies. 

4. At this company, employees are 
pro perly informed about the 
possibilities of making prograss w ith in 
the organization as well as about 
available and possible ca reer paths. 

-- --5. 1 enjoy my job more, because my j ob is 
in compliance with my skills and 

l_ com_eetcncics. 
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6. 1 participate in activities to improve my 
ca reer. -

7. My j ob is in accordanca with my 
profess ional skills, experience and 
intcrests. 

8. 1 w ant to spend the rest of my ca rcer at 
the company 1 am already working at. 

9 . -
At this company, all employees have 
equal chances of promotion. 

·- --
1 O. 1 am concern ed that 1 can reach my 

carecr goals at this company. 

11 . 1 do not plan to leave this company 
because there are too few j ob 
o~ortunities out there. 

12. At this company, a successful 
employee can make signifıca nt 

progress. 
13. At th is company, employees who have 

the required profess ional skil ls gct 
romoted easil . 

14. At this company, train ing programs are 
av ailable to make me more successfu l 
at my job. 

15. At th is company, 1 fe el myself as part of 
the family. 

16. At my company, having good relations 
is more important than doing your job 

_ to_get promoted. 
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