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Introduction
Teachers establish face-to-face close relationships with students. The quality of
these relationships is closely related to teachers’ emotional states and the way that they
display their feelings. Students want energetic, sympathetic, cheerful, tolerant, and
polite teachers. It can be claimed that academic achievement increases in such teachers’
classrooms (Barr, 1958; Mowrer-Reynolds, 2008; Thompson, Greer, & Greer, 2004).
Like students, the Ministry of National Education (MoNE), parents, and school
administrators expect teachers to display appropriate emotions. Truta (2014) states
that teachers are constantly in close contact with students, parents and various
segments of the society and that this interaction is much more intense compared to
other professions. As King and Chen (2019) stated, both students and teachers
experience a wide variety of emotions from negative to positive during teaching and
learning interactions. It can be claimed that teaching is one of the professions where
emotional labor is displayed most deeply (Brennan, 2006). Hochschild (1983), the
author who first defined the term emotional labor, was inspired by flight attendants
based on her observations. She concluded that to provide a satisfying service,
stewardesses were expected to display positive emotions without bothering what they
really feel. Research results showed us that the situation in the educational context was
similar to her conclusions that displaying positive emotions enhances the quality of
the service given. Some of these results tell us that displaying positive emotions boosts
the satisfaction (Nalipay, Mordeno, Semilla, & Frondozo, 2019) and efficacy of teachers
(Meier, Mastracci, & Wilson, 2006), and academic achievement increases in schools
where teachers can manage their emotions appropriately (Sutton, 2005). Therefore, it
can be argued that teachers' displaying their emotions in line with organizational
expectations is important for establishing and sustaining healthy teacher-student
relationships, and thus achieving the objectives of the class activities and education in
general.
When employees are in a good mood in the organizational environment, they may
be expected to display the expected emotions by feeling them instinctively. However,
when they are in a negative mood, employees may have to force themselves to display
the expected emotions (Diefendorff & Gosserand, 2003). As Humphrey, Ashforth, and
Diefendorff (2015) point out, if employees are really satisfied with their work, they
may not need fake smiles in their interactions with service recipients. In support of
these implications, Taxer and Frenzel (2015) report that teachers who have good
relations in schools naturally display positive emotions more often. The longitudinal
study of Philipp and Schuppah (2010) demonstrates that dedicated teachers do not
have to act as if they felt the positive emotions that they had to exhibit.
Previous research seeking for the antecedents of teacher emotional labor has
examined a wide variety of variables in the last decade and has found positive
predictive relationships. These variables were personality traits (Basim, Begenirbas, &
Yalcin, 2013), empathy (Wrobel, 2013), emotional intelligence (Yin, Lee, Zhang, & Jin,
2013; Pervaiz, Ali, & Asif, 2019), emotional traits (Keller, Chang, Becker, Goetz, &
Frenzel, 2014), interpersonal influence (Park, O’Rourke, & O’Brien, 2014), emotional
effort, positive and negative display rules, job demands, intrinsic and extrinsic
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motivation, self-monitoring, trust in colleagues (Chang, 2020; Huang, Yin, & Tang,
2019; Truta, 2014; Yin, Huang, & Lee, 2017), emotion regulation (Ghanizadeh & Royaei,
2015), school climate (Yao et al., 2015), distributed leadership (Tsai, Chang, & Hsieh,
2016), teacher anger (Buric & Frenzel, 2019), psychological capital (Zhao & You, 2019),
humor styles (Liao, Luo, Tsai, & Chen, 2020), work effort, teaching experience, and
family interference (Zhang, Jin, Chen, Zhang, & Wu, 2020). Much of the above
variables are related to teachers’ emotions and some other psychological constructs. A
general overview of these research results demonstrates that positive situations (for
example, high emotional intelligence) are related to high deep acting and genuine
emotions while negative ones lead surface acting. Organizational commitment, as a
positive organizational variable, may be a potential predictor of teacher emotional
labor and is still unsearched in the literature. In an in-depth qualitative study in
Turkey, teachers list some of the variables that they thought to affect their emotional
status in their schools. These variables are characteristics of the institution,
administrator, and teachers, administrative processes, school’s communication
medium, academic events, and the school environment (Argon, 2015). The positive
experiences and perceptions associated with all these variables can be argued to affect
teachers’ emotions positively. Therefore, teachers who feel a commitment to their
school are thought to be able to display the expected emotions while they are carrying
out their job. Based on these arguments, this study examines the relationship between
teachers’ emotional labor strategies and organizational commitment.

Emotional Labor Concept and Emotional Labor in Teaching
In organizations, employees sometimes emphasize some of their emotions more,
while they hide others, and they have to feel or display the emotions expected from
them even if these emotions are in conflict with their real feelings. Efforts spent by
employees to conceal their true emotions, to feel the expected emotions or to behave
as if they were feeling them are called “emotional labor” (Grandey, 2000; Mann, 1997).
Emotional labor is the effort of acting emotions desired by the organization during
service delivery (Morris & Feldman, 1996) and, briefly, it can be defined as the effort
shown to act emotions expected by the organization (Wharton, 2009; Zapf, Seifert,
Schmutte, Mertini, & Holz, 2001).
Emotional labor is a kind of labor like physical and mental ones performed in
organizations. Hochschild (1983), a sociologist who first used the term emotional
labor, states that she “means the management of feeling to create a publicly observable
facial and bodily display; emotional labor is sold for a wage, therefore, has exchange
value” (p. 7). In organizations where emotions are instrumentalized in this manner,
there are many rules that regulate the emotions of employees that they exhibit in their
relationships with service recipients, and employees are expected to exhibit behaviors
that comply with these rules. Hochschild (1979; 1983) called them “feeling rules”. The
effort spent to comply with these rules is manifested as a kind of labor and is called
“emotion work” (Zapf & Holz, 2006) or “emotional labor” (Ashforth & Humprey,
1993).
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According to Hochschild (1983), emotional labor can be displayed in two ways as
“deep acting” and “surface acting” (pp. 37-42). Following studies have also shown that
displaying “genuine emotions” is the third dimension (Ashforth & Humphrey, 1993;
Diefendorff et al., 2005). In deep acting, employees try to change their emotions
intimately to display the expected behaviors because they believe it is the case
(Grandey, 2003). In the surface acting dimension, they spend efforts to pretend to feel
the emotions although they do not feel that way (Diefendorff et al., 2005; Humphrey
et al., 2015). Employees who display their genuine emotions act with naturally felt
emotions and emotional labor is spent in this case, too (Ashforth & Humphrey, 1993).
Teaching is one of the professions that requires high levels of emotional labor
because of its nature necessitating close and intense interactions with students. Studies
in the literature report that displaying more emotional labor is necessary for
professions which have intense face-to-face relationships (Morris & Feldman, 1996;
Steinberg & Figart, 1999), and that teaching is one of these jobs (Isenbarger &
Zembylas, 2006; Leidner, 1999). Beyond that, the teaching profession is a work of
emotions. Teachers should be aware of their emotions, be able to manage their
emotions correctly and be able to cope with their emotions effectively so that they can
carry out this job eligibly (Chang, 2009).
Yin and Lee (2012) state that teachers are emotional workers and instrumentalize
their emotional experiences to meet the professional and ethical norms of teaching.
Their study conducted with Chinese teachers indicated that teachers should be
passionately devoted to the profession, hide negative emotions, sustain positive
emotions, and instrumentalize their emotions to realize teaching objectives. Similarly,
Sutton (2004) states that teachers need to manage their emotions and obey the display
rules as part of both carrying out their responsibilities effectively and being an ideal
teacher.
Teaching has a nature going beyond other kinds of “people work” and hosts
certain attitudes, behaviors, and emotions which differentiate the profession from
other ones. Concepts, such as devotion, compassion, mercy, and love, can be argued
to be closely related to teaching. O’Conner (2008) states that teaching is a profession
that is very closely related to emotions. Similarly, Cuceloglu and Erdogan (2016) state
that one of the basic values of teaching is love. The authors state that teachers spend a
lot of time and effort to ensure that their students are the best possible.

Teachers’ Organizational Commitment
Balay (2000) defines organizational commitment as the employee's willingness to
stay in the organization, to endeavor for the organization, to adopt the aims and values
of the organization, identify with the aims and values of the organization without
pursuing any material concerns, and to commit to the workplace psychologically.
According to Meyer and Allen (1991), organizational commitment shows a threedimensional structure, such as affective commitment, continuance commitment, and
normative commitment. Affective commitment means that the employee sincerely
wants to be in the organization. Continuance commitment means that the employee
wants to stay in the organization to meet his/her needs. Normative commitment
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means that the employee wants to stay in the organization as a result of ethical selfevaluation. O’Reilly and Chatman (1986) suggest that organizational commitment
consists of compliance, identification and internalization dimensions, which are
preferred to use in this study. Compliance means a commitment to instrumental
rewards and it is an obligation-based commitment. Compliance is not a type of
commitment desired by organizations. Identification is based on the desire to establish
relationships with the organization and employees. Internalization refers to the
compliance of the values of the individual and the organization and it corresponds to
the strongest and the most desired type of commitment.
Schools are also organizations and in the literature, teachers’ commitment to their
schools is being studied based on the theoretical framework of organizational
commitment defined above. Yoruk and Sagban (2012) identify the organizational
commitment of teachers as the availability of the emotions that will establish a bond
between them and the school. The findings of recent research (ChambersMack,
Johnson, Jones-Rincon, Tsatenawa, & Howard, 2019; Paramaartha, Mukhtar, & Akbar,
2019) show that teachers with high organizational commitment tend to do more than
expected for their school. According to Meyer, Morin, Stanley, and Maltin (2019),
teachers who are committed to both their work and school get more positive results
both in their jobs and in their lives. Somech and Bogler (2002) report that teachers with
a high level of commitment will faithfully work for the school's purposes and put more
effort than teachers who have low commitment. As researchers have pointed out, if
teachers' commitment to their school will positively affect the labor that they will
spend in their work (ChambersMack et al., 2019; Paramaartha et al., 2019; Somech &
Bogler, 2002), expecting a prediction relationship between organizational commitment
and emotional labor may be considered as possible.

Relationship between Emotional Labor and Organizational Commitment
Literature reports that surface acting broadly has negative consequences on
teachers (Akin, Aydin, Erdogan, & Demirkasimoglu, 2014; Lee, 2019; Yilmaz,
Altinkurt, Guner, & Sen, 2016; Zhang & Zhu, 2008). A recent study (Yin, Huang, & Lee,
2017) found that surface acting in teachers reduced the perception of professional
competence. Taxer and Frenzel's (2015) study also indicated that faking emotions
affects the well-being of teachers negatively. Although there is no empirical evidence
for the teaching profession, acting genuine emotions has been reported to produce
positive consequences in terms of both service recipients and employees (Walsh, 2019).
In addition, deep acting is reported to have no negative effect on the well-being of the
employee; on the contrary, it is stated to be positively associated with job satisfaction,
job performance and the satisfaction of the service recipient (Humprey, Ashforth, &
Diefendorff, 2015).
It is difficult to say that there is a complete consensus on the relationships between
emotional labor and organizational commitment. Humphrey et al. (2015) stated that
organizational commitment was positively related to deep acting and displaying
genuine emotions. The results of Schaubroeck and Jones (2000) revealed that the efforts
to display positive emotions in employees who have low identification with the
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organization and job involvement gave more negative results. The results of a study
on nurses showed that surface acting was negatively associated with organizational
commitment (Yang & Chang, 2008). The findings of the study conducted by Eroz
(2014) with the participation of hotel employees showed that the employees'
organizational commitment was an important predictor of emotional labor.
Conversely, the results of Hofmann and Stockburger-Sauer (2017) revealed a negative
relationship between emotional labor and organizational commitment. Furthermore,
Lin's (2006) study indicated that emotional labor in employees did not predict
organizational commitment.
Although there is a limited number of studies on other professions that directly
deal with the relationship between emotional labor and organizational commitment,
this relationship in teachers is still an under-researched topic. The findings of Argon’s
(2015) qualitative inquiry showed that when teachers' emotions in the school
environment are not considered, their commitment to school decreased. Wang, Hall,
and Taxer's (2019) meta-analytical study showed that studies conducted so far handled
variables, such as personality, emotional affectivity, motivation, emotional display
rules, perceived emotional expectations, and school atmosphere as the premises of the
emotional labor displayed by teachers. However, as emphasized earlier, the
relationship between teachers’ commitment to their schools and the emotional labor
they display seems to be the missing part of the literature on emotional labor in the
teaching profession. This study aimed to investigate the relationships between
teachers’ emotional labor and organizational commitment levels. To do this, this study
sought answers to the following questions:
1.

Is there a significant relationship between emotional labor and organizational
commitment levels of teachers?

2.

Do teachers' organizational commitments predict the emotional labor that
they display?

Method
Research Design
This study used a quantitative method. Studies in which the target characteristics
of individuals, groups, or organizations are identified through a sample taken from
the population are called survey studies (Berends, 2006; Creswell, 1994), in the same
way, studies in which a variable is used to explain other variables are called predictive
correlational survey ones (Buyukozturk, Cakmak, Akgun, Karadeniz, & Demirel,
2012). Predictive correlational survey design was preferred because it enables to
identify the antecedents of a present condition. Correlational designs involve the
gathering of two sets of data, one of which will be retrospective, with an approach to
determining the relationship between the variables (Cohen, Manion, & Morrison, 2007,
p. 265). This study, which examined whether teachers' organizational commitments
predicted the emotional labor that they display, used a predictive relational survey
design.
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Research Sample
The simple random sampling method was utilized in this research. This method
increases the probability of the members of the population to take place in the sample
equally (Cohen et al., 2007, p. 110). The data were collected in a central Black Sea region
province of Turkey, from 375 teachers, 100 from elementary, 139 from the middle, and
136 high schools, which was determined with a stratified sampling technique from the
population of 7606 teachers. Data were collected from 23 different public schools.
There were seven primary, nine secondary and seven high schools from both low and
medium socioeconomic environments. School levels taken as the strata and the
teachers to be placed in the strata were determined randomly. One hundred fifty-seven
of the participants were female (41.9%) and 218 were male (58.1%). The average age of
the participants was 40.87, and the mean seniority was 16.99 years.

Research Instruments and Procedures
Two previously developed scales were used to collect the data: The Scale of
Emotional Labor in Teaching and Organizational Commitment Scale. Table 1
summarizes the properties of the scales.
Table 1
Information about the Instruments

Scale

The Scale of
Emotional Labor in
Teaching (Akın et
al., 2014)
Organizational
Commitment Scale
(Balay, 2000)

Sub-dimension

Number
of items

Cronbach’s alpha
Original

Current

1. Surface acting

10

.87

.87

2. Deep acting

13

.81

.83

3. Genuine emotions

5

.64

.65

1. Compliance

8

.79

.79

2. Identification

8

.89

.86

3. Internalization

11

.93

.92

As summarized in Table 1, to measure emotional labor, the Scale of Emotional
Labor in Teaching was used. This scale has been developed by Akın et al. (2014),
adapting emotional labor literature (Ashforth & Humphrey, 1993; Diefendorff et al.,
2005; Grandey, 2003; Hochschild, 1983; Humphrey et al., 2015) to the Turkish culture
and the school context. The three-dimensional scale consists of 10 items in deep acting
(e.g., as a teacher, I try to be unbiased towards all students), 13 in surface acting (e.g.,
I pretend to seem well so as not to reflect my personal problems), and five in the
genuine emotions dimension (e.g., I feel good when I see students being cheerful).
Cronbach’s alpha coefficients that were reported for the subscales in the original study
were .87 for surface acting dimension, .81 for deep acting dimension, and .64 for
genuine emotions. For this study, coefficients for the same dimensions were .87, .83,
and .65, respectively.
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The organizational commitment levels of the teachers were measured by the 27item Organizational Commitment Scale. This scale has been developed by Balay (2000)
using O’Reilly and Chatman’s (1986) theoretical framework. The scale has a threedimensional structure, including compliance, identification and internalization. Some
of the examples of the statements from the scale are "I work in this school for financial
concerns primarily (compliance)", "I perceive the problems of this school as my own
problems (identification)", and "I am proud to be a member of this school
(internalization)". Cronbach's internal consistency coefficients reported in the original
study were 0.79 for the compliance dimension, 0.89 for the identification dimension,
and 0.93 for the internalization dimension. These values, which were recalculated in
the current study, were 0.79, 0.86, and 0.92, respectively.
The approval of the Provincial Directorate of National Education was obtained
before launching the data collection process. The data collection tool was administered
to teachers who volunteered to participate in this study. For ethical consideration, the
participants were informed that the data would be evaluated anonymously and
personal data would be kept confidential.
Data Analysis
The scales were in 5-point Likert-type and the participants responded to the items
with options ranging from “strongly disagree” (1) to “strongly agree” (5). The means
and standard deviations were calculated for descriptive analyses. The Pearson
correlation was used to determine the correlations. The predicting relationship
between organizational commitment and emotional labor scores was analyzed
through hierarchical multiple linear regression analysis. Gender and age were added
to the analysis to control the potential contribution of these variables on the explained
variance. Dummy variables were created for gender scores. Before conducting the
multiple linear regression analysis, the data were analyzed to determine whether they
were suitable for this analysis, and then multiple normal distribution status was
analyzed. In addition, the data were examined to find out whether there was
multicollinearity. To do this, tolerance values, variance inflation factors, and status
indexes (Buyukozturk, 2006) were examined, and the data were observed to meet the
assumptions of multiple linear regression analysis.

Results
The first question of this study was whether there was a significant relationship
between teachers' emotional labor and their organizational commitment levels. To
answer this question, Pearson’s correlation coefficients were calculated. The results are
shown in Table 2.
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Table 2
The Relationship between the Teachers’ Emotional Labor and Organizational Commitment
M
SD
Variables
SA
DA
GE
C
I
In
1. Surface acting (SA)

3.74

.66

2. Deep acting (DA)
3. Genuine emotions (GE)

4.36
4.40

.46
.45

4. Compliance (C)
5. Identification (I)

1.77
3.63

.69
.78

6. Internalization (In)

3.92

.70

1

.47*

.40*

.03

.21*

.35*

1

.74*
1

-.23*
-.17*

.32*
.33*

.42*
.48*

1

-.32* -.22*
1
.69*
1

* p< .01

As can be seen from Table 2, there were low and medium positive correlations
between the teachers’ identification scores and all three dimensions of the emotional
labor scale. There was a medium positive correlation between internalization scores
and all three dimensions of emotional labor. In addition, there were low negative and
significant correlations among the compliance, the deep acting and the genuine
emotions scores (p< .01). No significant correlation was found between the teachers’
compliance and the surface acting scores.
The second question of this study was whether the teachers’ organizational
commitment predicted their emotional labor. To answer this question, hierarchical
multiple linear regression analyses were employed to test the status of the subdimensions of organizational commitment to predict the three dimensions of
emotional labor as independent variables. Gender and age were added to the first
model to control the potential contribution of these variables on the relationship
between organizational commitment and emotional labor. In the second model, the
sub-dimensions of the organizational commitment were added to each analysis. The
results of the analysis are presented in Table 3, Table 4, and Table 5.
Table 3
Organizational Commitment as the Predictor of Surface Acting
Standard
Model Variables
B
Error
1
Constant
3.27
.18
Gender
.27
.07
Age
.01
.00
2
Constant
1.10
.26
Gender
.22
.07
Age
.00
.00
Compliance
.10
.05
Identification
-.04
.06
Internalization
.38
.06
Model 1: R= .19, R²= .04, Adj.R2= .03, F= 7.13,* p< .05
Model 2: R= .40, R²= .16, Adj.R2= .15, F= 14.17,* p< .05

β
.20
.12
.17
.05
.11
-.05
.40

t

p

18.35
3.63
2.23
7.71
3.26
.10
2.13
-.72
5.94

.00*
.00*
.03*
.00*
.00*
.32
.03*
.47
.00*
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Table 3 shows that, when controlled for gender and age, the model testing
organizational commitment as a predictor of surface acting was significant (F= 14.17,
p<. 05). The sub-dimensions of organizational commitment predicted 16% of
emotional labor in the surface acting dimension (R2= .16). The examination of T values
indicated that the compliance and internalization dimensions were significant
predictors of emotional labor (p<. 05). When the β coefficients were examined,
relatively the most important predictor of the surface acting was perceived
commitment in the internalization dimension (β= .40).
Table 4
Organizational Commitment as the Predictor of Deep Acting
Standard
Model Variables
B
Error
1
Constant
3.93
.13
Gender
.17
.05
Age
.01
.00
2
Constant
3.28
.18
Gender
.13
.05
Age
.01
.00
Compliance
-.10
.03
Identification
-.01
.04
Internalization
.25
.04

β
.18
.17
.14
.12
-.15
-.01
.37

t

p

31.51
3.38
3.13
18.78
2.82
2.33
-3.04
-.15
5.80

.00*
.00*
.03*
.00*
.00*
.32
.03*
.47
.00*

Model 1: R= .20, R²= .04, Adj.R2= .04, F= 7.90,* p< .05
Model 2: R= .47, R²= .22, Adj.R2= .21, F= 20.47,* p< .05

As seen in Table 4, controlling for gender and age, the model testing organizational
commitment as a predictor of deep acting was significant too (F= 20.47, p<.05). The
sub-dimensions of organizational commitment predicted 22% of emotional labor in
the deep acting (R2= .22). The T values revealed that the compliance and internalization
dimensions were significant predictors of deep acting (p <.05). The examination of β
coefficients indicated that perceived commitment in the internalization dimension was
relatively the most important predictor of deep acting (β = .37).
Table 5
Organizational Commitment as the Predictor of Genuine Emotions
Standard
β
Model Variables
B
t
p
Error
1
Constant
3.96
.12
32.70
.00*
Gender
.02
.05
.03
.47
.64
Age
.01
.00
.21
3.94
.00*
2
Constant
3.12
.17
18.83
.00*
Gender
-.02
.04
-.02
-.47
.64
Age
.01
.00
.14
2.95
.00*
Compliance
-.06
.03
-.09
-1.89
.06
Identification
-.01
.04
-.02
-.36
.72
Internalization
.29
.04
.45
7.22
.00*
Model 1: R= .21, R²= .04, Adj.R2= .04, F= 8.23,* p< .05
Model 2: R= .50, R²= .25, Adj.R2= .24, F= 25.12,* p< .05
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According to the results in Table 5, the model testing the status of organizational
commitment as the predictor of genuine emotions was also significant (F= 25.12, p<
.05). The dimensions of organizational commitment predicted 25% of displayed
emotional labor in the genuine emotions dimension (R2= .25). The examination of T
values revealed that only the internalization dimension of the organizational
commitment was the significant predictor of genuine emotions (p <.05). The β
coefficient was calculated as .45 for this dimension.

Discussion, Conclusion and Recommendations
This predictive relational survey aimed to analyze the relationship between
teachers’ emotional labor and their organizational commitment scores. Further, this
study explored that whether teachers’ organizational commitment explains their
emotional labor strategies they used in the relationships with students. If so, we could
assert that organizationally committed teachers would meet organizational
expectations about emotions.
Correlational results revealed that there was a negative relationship between the
compliance commitment and the deep acting and the genuine emotions scores. In
addition, positive and meaningful relationships were determined between teachers'
identification and internalization commitment scores and all three emotional labor
strategies. Compliance commitment means loyalty to instrumental rewards, such as
financial concerns (Balay, 2000; O'Reilly & Chatman, 1986); therefore, this kind of
teacher commitment may not result internally felt emotions. Identification and
internalization commitment refers teachers’ internal desires to have good relationships
in the school and internalizing the values of the school. Thus, increased identification
and internalization scores may result in teachers to make more effort for their
relationships, values, and schools.
The existence of a positive correlation between identification and internalization
scores and teachers’ levels of using a surface acting strategy is not an expected result.
Because surface acting is considered as “the dark side of the emotional labor” (see
Ward & Mc Murray, 2016) and known as a negative organizational variable (Lee, 2019;
Zhang & Zhu, 2008). This finding shows that both teachers’ desire to have good
relations in their school and the consistency of the values of teachers with the values
of the school, that higher identification and internalization scores tell us, do not
prevent teachers from pretending their emotions in their relations with students.
Based on the same finding, teachers' pretending their emotions can be said to not affect
their organizational commitment adversely.
Results indicate that teachers' commitment scores predict their emotional labor
scores in all three dimensions. The variance explained by the organizational
commitment shows an increase from surface acting to genuine emotions. The most
important predictor of all three emotional labor strategies is the commitment
experienced in the internalization dimension. In other words, the commitment of
teachers experienced particularly in the internalization dimension explains the
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emotional labor they display to a great extent, which is the lowest in the surface acting
dimension and the highest in the genuine emotions dimension.
Surface acting means the inconsistency between the felt and displayed emotions.
Research results show that emotional dissonance makes up the most stressful
dimension of emotional labor (Zapf & Holz, 2006). Kruml and Geddes (2000) pointed
out that the emotional dissonance decreases as the commitment of employees to the
service recipients increases. Both correlation and regression analyses showed a
positive relationship between surface acting and organizational commitment. As
Humprey et al. (2015, p. 750) argued, deep acting and genuine emotions may be
defined as the “bright sides” of emotional labor. Surface acting is generally known as
representing the “dark side”. Results of the present study suggest that the antecedents
and the consequences of surface acting in the teaching profession may be different
from other professions.
Argon (2015) reported that teachers avoid reflecting their genuine emotions
because they do not want to be in disagreement with their colleagues, be excluded
from their circles, be in disagreement with management, break up their relations with
the administrator, and affect the school environment and student success negatively.
According to Balay (2000), internally committed teachers will make all kinds of
sacrifices for their schools. Trying to conceal their inner feelings for the benefit of the
school can also be seen as an important sacrifice. Therefore, the fact that the
commitment to the internalization dimension predicts teachers' surface acting
behaviors can be interpreted as hiding their true feelings for the benefit of their
schools.
Truta (2014) found that teachers display more genuine emotions as their internal
motivations increase. The high level of internal motivations of teachers mean that the
power that drives them is related to internally induced variables (internalization of
organizational values) rather than instrumental rewards (compliance commitment) or
relationships with others (identification). With this regard, the fact that the
commitment experienced in the internalization dimension is the most important
predictor of the level of teachers’ use of genuine emotions in their relations with
students seems to be consistent with Truta's (2014) findings.
One of the most important results of this study is that the teachers’ internal
commitments to their schools are an important predictor of their use of emotional
labor, especially deep acting and genuine emotions. This result means that school
leaders can facilitate their teachers’ use of emotional labor by providing and
supporting their internal commitments to their school. Thus, this may help reduce
teacher stress and burnout (Akin et al., 2014; Zhang & Zhu, 2008) caused by emotional
labor. As recent studies proposed (Tsui, Lee, Zhang, & Wong, 2019; Zheng, Shi, & Liu,
2020), effective leadership which incorporates the values of the school into the values
of teachers and ensures teachers’ internalized commitment can be suggested as the
most functional way to achieve the stated benefits.
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Limitations and Implications for Future Research
This research adds a new brick to teacher emotional labor literature by bringing
forth teacher organizational commitment as a predictor, which was a missing part of
the previous research. However, some important limitations can be argued for this
research. First of all, there may be some potential mediators that may affect the
relationship between emotional labor and organizational commitment. To go a step
further about implications of these results, further researchers should inference these
potential mediators from both emotional labor and organizational commitment
literature. Other remarkable limitations may be related to the method followed in this
research. The first limitation of our method is related to our population and sample.
To make more generalizable implications, a sample can be defined representing
Turkey. The second limitation concerning the method can be identified as using pure
quantitative tools that may not produce a clear and holistic understanding of the
relationship between teachers’ commitment and emotional labor. Knowing how and
why internalized commitment facilitates teachers’ displaying emotional labor,
qualitative and mixed method research may be more illustrative.
Another limitation may be some unanswered questions still after this research.
Although surface acting is known as the “dark side” of emotional labor (while deep
acting and genuine emotions are called as the “bright side”), results show that surface
acting functions in a different way in teaching when compared to other professions
(e.g., Yang & Chang, 2008). It is still unclear that what is the real case for the teaching
profession, and if still deep acting and genuine emotions are beneficial, then what
about surface acting? How teachers really perceive surface acting and this process
really works in the context of the teaching profession? It is taught that further research
is needed to answer these questions.

References
Abraham, R. (1999). The impact of emotional dissonance on organizational
commitment and intention to turnover. The Journal of Psychology, 133(4), 441455.
Akin, U., Aydin, İ., Erdogan, C., & Demirkasimoglu, N. (2014). Emotional labor and
burnout among Turkish primary school teachers. The Australian Educational
Researcher, 41(2), 155–169.
Argon, T. (2015). Ogretmenlerin sahip olduklari duygu durumlarini okul
yoneticilerinin dikkate alip almamalarina iliskin gorusleri [Views of teachers
regarding whether school administrators take teachers’ state of emotions into
consideration or not]. Abant Izzet Baysal University Journal of Faculty of Education,
15(1), 377-404.
Ashfort, B. E., & Humphrey, R. H. (1993). Emotional labor in service roles: The
influence of identity, Academy of Management Review, 18(1), 88–115.

74

Ugur AKIN / Eurasian Journal of Educational Research 91 (2021) 61-82

Balay, R. (2000). Ozel ve resmi liselerde yönetici ve ögretmenlerin orgutsel bagliligi: Ankara
ili ornegi [Organizational commitment of administrators and teachers in private and
public high schools: The case of Ankara]. (Unpublished doctoral dissertation).
Ankara University Institute of Social Sciences, Ankara.
Barr, A. S. (1958). Characteristics of successful teachers. Phi Delta Kappan International,
39(6) 282-284.
Basim, H. N., Begenirbas, M., & Can Yalcin, R. (2013). Effects of teacher personalities
on emotional exhaustion: Mediating role of emotional labor. Educational
Sciences: Theory & Practice, 13(3), 1488-1496.
Berends, M. (2006). Survey methods in educational research. In J. L. Green, G. Camilli
& P. B. Elmore (Eds), Complementary methods in education research (pp. 623-640).
USA: Lawrence Erlbaum.
Brennan, K. (2006). The managed teacher: Emotional labour, education, and
technology. Educational Insights, (10)2, 55-65.
Buric, I. & Frenzel, A. C. (2019). Teacher anger: New empirical insights using a multimethod
approach.
Teaching
&
Teacher
Education,
86,
https://doi.org/10.1016/j.tate.2019.102895
Buyukozturk, S. (2006). Sosyal bilimler icin veri analizi el kitabi [Data analysis manual for
social sciences]. Ankara: Pegem.
Buyukozturk, S., Cakmak, E. K., Akgun, O. A., Karadeniz, S., & Demirel, F. (2012).
Bilimsel arastirma yontemleri [Scientific research methods]. Ankara: Pegem.
Chambers Mack, J., Johnson, A., Jones-Rincon, A., Tsatenawa, V., & Howard, K. (2019).
Why do teachers leave? A comprehensive occupational health study evaluating
intent‐to‐quit in public school teachers. Journal of Applied Biobehavioral Research.
Advance online publication. https://doi.org/10.1111/jabr.12160
Chang, M. L. (2009). An appraisal perspective of teacher burnout: Examining the
emotional work of teachers. Educational Psycholology Review, 21, 193-218.
Chang, M. L. (2020). Emotion display rules, emotion regulation, and teacher burnout.
Frontiers in Education, 5(90). https://doi.org/10.3389/feduc.2020.00090
Cohen, L., Manion, L., & Morrison, K. (2007). Research methods in education. New York:
Routledge.
Creswell, J. W. (1994). Research design: Qualitative and quantitative approaches. California:
Sage.
Cuceloglu, D., & Erdogan, I. (2016). Ogretmen olmak: Bir cana dokunmak [Being a teacher:
Touching to a life]. Istanbul: Fidan.
Diefenndorff, J. M., & Gosserand, R. H. (2003). Understanding the emotional labor
process: a control theory perspective. Journal of Organizational Behavior, 24, 945959.

Ugur AKIN / Eurasian Journal of Educational Research 91 (2021) 61-82

75

Diefenndorff, J. M., Croyle, M. H., & Gosserand, R. H. (2005). The dimensionality and
antecedents of emotional labor strategies. Journal of Vocational Behavior, 66, 339357.
Eroz, S. S. (2014). Otel isletmelerinde orgut iklimi ve duygusal emek iliskisi: Trakya
bolgesinde bir arastirma [The relationship of organizational climate and
emotional labor in hotel enterprises: A research in Thrace region]. HAK-IS
International Journal of Labor and Society, 3(7), 198-223.
Ghanizadeh, A. & Royaei, N. (2015). Emotional facet of language teaching: Emotion
regulation and emotional labor strategies as predictors of teacher burnout.
International Journal of Pedagogies and Learning, 10(2), 139-150.
Grandey, A. (2000). Emotion regulation in the workplace: A new way to conceptualize
emotional labor. Journal of Occupational Health Psychology, 5(1), 95-110.
Grandey, A. (2003). When the show must go on: Surface and deep acting as
determinants of emotional exhaustion and peer-rated service delivery. Academy
of Management Journal, 46, 86–96.
Hochschild, A. R. (1979). Emotion work, feeling rules, and social structure. The
American Journal of Sociology, 85(3), 551–575.
Hochschild, A. R. (1983). The managed hearth: Commercialization of human feeling.
California: University of California Press.
Huang S., Yin, H., & Tang, L. (2019). Emotional labor in knowledge-based service
relationships: The roles of self-monitoring and display rule perceptions.
Frontiers in Psychology, 10(801), https://doi.org/10.3389/fpsyg.2019.00801
Humprey, R. H., Ashforth, B. E. & Diefendorff, J. M. (2015). The bright side of
emotional labor. Journal of Organizational Behavior, 36, 749–769.
Isenbarger, L., & Zembylas, M. (2006). The emotional labour of caring in teaching.
Teaching and Teacher Education, 22, 120–134.
Keller, M. M., Chang, M. L., Becker, E. S., Goetz, T., & Frenzel, A. C. (2014). Teachers’
emotional experiences and exhaustion as predictors of emotional labor in the
classroom: An experience sampling study. Frontiers in Psychology, 5.
https://doi.org/doi:10.3389/fpsyg.2014.01442
King, R. B. & Chen, J. (2019). Emotions in education: Asian insights on the role of
emotions in learning and teaching. Asia Pacific Education Researcher. Advance
online publication. doi: 10.1007/s40299-019-00469-x
Kruml, S. M., & Geddes, D. (2000). Exploring the dimensions of emotional labor: The
heart of Hochschild’s work. Management Communication Quarterly, 14(1), 8-49.
Lee, Y. H. (2019). Emotional labor, teacher burnout, and turnover intention in highschool physical education teaching. European Physical Education Review, 25(1),
236-253.

76

Ugur AKIN / Eurasian Journal of Educational Research 91 (2021) 61-82

Leidner, R. (1999). Emotional labor in service work. The ANNALS of the American
Academy of Political and Social Science, 561, 81-95.
Liao, H. S., Luo, S. Y., Tsai, M. H., & Chen, H. C. (2020). An exploration of the
relationships between elementary school teachers’ humor styles and their
emotional
labor.
Teaching
and
Teacher
Education,
87.
https://doi.org/10.1016/j.tate.2019.102950
Lin, C. L. (2006). The role of emotional labor in generating OCB and organizational
commitment (Unpublished doctoral dissertation). The Chinese University of
Hong Kong, China.
Mann, S. (1997). Emotional labour in organizations. Leadership & Organization
Development Journal, 18(1), 4-12.
Meier, K. J., Mastracci, S. H., & Wilson, K. (2006). Gender and emotional labor in public
organizations: An empirical examination of the link to performance. Public
Administration Review, 66(6), 899-909.
Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of
organizational commitment. Human Resource Management Review, 1(1), 61-89.
Meyer, J. P., Morin, A. J. S., Stanley, L. J., & Maltin, E. R. (2019). Teachers' dual
commitment to the organization and occupation: Aperson-centered
investigation. Teaching and Teacher Education, 77, 100-111.
Morris, J. A., & Feldman, D. C. (1996). The dimensions, antecedents, and consequences
of emotional labor. Academy of Management Review, 21(4), 986-1010.
Mowrer-Reynolds, E. (2008). Pre-service educator’s perceptions of exemplary teachers.
College Student Journal, 42(1), 214–224.
Nalipay, M. J. N., Mordeno, I. G., Semilla, J. B., & Frondozo, C. E. (2019). Implicit beliefs
about teaching ability, teacher emotions, and teaching satisfaction. The AsiaPacific Education Researcher. Advance online publication. doi: 10.1007/s40299019-00467-z
O’Conner, K. E. (2008). ‘‘You choose to care’’: Teachers, emotions and professional
identity. Teaching and Teacher Education, 24, 117–126.
O'Reilly, C. A., & Chatman, J. (1986). Organizational commitment and psychological
attachment: The effects of compliance, identification, and internalization on
prosocial behavior. Journal of Applied Psychology, 71(3), 492-499.
Paramaartha, D. N., Mukhtar, M., & Akbar, M. (2019). The effects of perceived
organizational support and affective organization commitment on
organizational citizenship behaviour of senior secondary teachers. Indian
Journal of Public Health Research & Development, 10(1), 1281-1285.
Park, H. I., O'Rourke, E., & O'Brien, K. E. (2014). Extending conservation of resources
theory: The interaction between emotional labor and interpersonal
influence. International Journal of Stress Management, 21(4), 384–405.

Ugur AKIN / Eurasian Journal of Educational Research 91 (2021) 61-82

77

Pervaiz, S., Ali, A., and Asif, M. (2019). Emotional intelligence, emotional labor
strategies and satisfaction of secondary teachers in Pakistan. International
Journal of Educational Management, 33(4), 721-733.
Philipp, A., & Schupbach, H. (2010). Longitudinal effects of emotional labor on
emotional exhaustion and dedication of teachers. Journal of Occupational Health
Psychology, 15, 494–504.
Schaubroeck, J, & Jones, J. R. (2000). Antecedents of workplace emotional labor
dimensions and moderators of their effects on physical symptoms. Journal of
Organizational Behavior, 21, 163-183.
Somech, A., & Bogler, R. (2002). Antecedents and consequences of teacher
organizational and professional commitment. Educational Administration
Quarterly, 38(4), 555-577.
Steinberg, R. J., & Figart, D. M. (1999). Emotional labor since The Managed Heart. The
ANNALS of the American Academy of Political and Social Science, 561, 8-26.
Sutton, R. E. (2004). Emotional regulation goals and strategies of teachers. Social
Psychology of Education 7, 379-398.
Sutton, R. E. (2005). Teachers' emotions and classroom effectiveness: Implications from
recent research. The Clearing House, 78(5), 229-234.
Taxer, J. L., & Frenzel, A. C. (2015). Facets of teachers' emotional lives: A quantitative
investigation of teachers' genuine, faked, and hidden emotions. Teaching and
Teacher Education, 49, 78-88.
Thompson, S., Greer, J. G., & Greer, B. B. (2004). Highly qualified for successful
teaching: Characteristics Every Teacher Should Possess. Essays in Education,
10(1). Retrieved from https://openriver.winona.edu/eie/vol10/iss1/5
Truta, C. (2014). Emotional labor and motivation in teachers. Procedia - Social and
Behavioral Sciences 127, 791-795.
Tsai, M. H., Chang, S. H., Hsieh, M. (2016). The impact of Taiwan elementary
principal’s distributed leadership and teacher’s emotional labor on teaching
effectiveness. International Journal of Intelligent Technologies and Applied Statistics,
9(1), 67-88.
Tsui, K., Lee, J. C., Zhang, Z., & Wong, P. (2019). The relationship between teachers’
perceived spiritual leadership and organizational commitment: A multilevel
analysis in the Hong Kong context. Asian Journal of Social Sciences & Humanities,
8(3), 55-72.
Walsh, G. (2019). Service employees’ naturally felt emotions: Do they matter? European
Management Journal, 37(1), 78-85.
Wang, H., Hall, N. C., & Taxer, J. L. (2019). Antecedents and consequences of teachers’
emotional labor: A systematic review and meta-analytic investigation.

78

Ugur AKIN / Eurasian Journal of Educational Research 91 (2021) 61-82

Educational Psychology Review.
10.1007/s10648-019-09475-3

Advance

online

publication.

doi:

Ward, J. & McMurray, R. (2016). The dark side of emotional labor. New York: Routledge.
Wharton, A. S. (2009). The sociology of emotional labor. Annual Review of Sociology, 35,
147-165.
Wrobel, M. (2013). Can empathy lead to emotional exhaustion in teachers? The
mediating role of emotional labor. International Journal of Occupational Medicine
and Environmental Health, 26(4), 581-592.
Yang, F., & Chang, C. (2008). Emotional labour, job satisfaction and organizational
commitment amongst clinical nurses: A questionnaire survey. International
Journal of Nursing Studies, 45, 879–887.
Yao, X., Yao, M., Zong, X., Li, Y., Li, X., Guo, F., & Cui, G. (2015). How school climate
influences teachers’ emotional exhaustion: The mediating role of emotional
labor. International Journal of Environmental Research and Public Health, 12, 1250512517.
Yilmaz, K., Altinkurt, Y., Guner, M., & Sen, B. (2015). The relationship between
teachers’ emotional labor and burnout level. Eurasian Journal of Educational
Research, 59, 75-90. http://dx.doi.org/10.14689/ejer.2015.59.5
Yin, H., Huang, S., & Lee, J. C. K. (2017). Choose your strategy wisely: Examining the
relationships between emotional labor in teaching and teacher efficacy in Hong
Kong primary schools. Teaching and Teacher Education, 66, 127-136.
Yin, H., & Lee, J. C. K. (2012). Be passionate, but be rational as well: Emotional rules
for Chinese teachers’ work. Teaching and Teacher Education, 28, 56-65.
Yin, H., Lee, J. C. K., Zhang, Z., & Jin, Y. (2013). Exploring the relationship among
teachers’ emotional intelligence, emotional labor strategies and teaching
satisfaction. Teaching and Teacher Education, 35, 137-145.
Yoruk, S., & Sagban, S. (2012). Okul mudurlerinin kulturel liderlik rollerinin
ogretmenlerin orgutsel baglilik duzeyine etkisi [The effects of school
administrators’ cultural leadership roles on organizational commitment level
of teachers]. Turkish Studies, 7(3), 2795-2813.
Zapf, D., & Holz, M. (2006). On the positive and negative effects of emotion work in
organizations.,European Journal of Work and Organizational Psychology,15,(1), 128.
Zapf, D., Seifert, C., Schmutte, B., Mertini, H., & Holz, M. (2001). Emotion work and
job stressors and their effects on burnout. Psychology & Health, 16(5), 527-545.
Zhang, Q, Yin, J., Chen, H., Zhang, Q., & Wu, W. (2020). Emotional labor among early
childhood teachers: Frequency, antecedents, and consequences. Journal of
Research in Childhood Education, 34(2), 288-305.

Ugur AKIN / Eurasian Journal of Educational Research 91 (2021) 61-82

79

Zhang, Q., & Zhu, W. (2008). Exploring emotion in teaching: Emotional labor, burnout,
and satisfaction in Chinese higher education. Communication Education, 57(1),
105-122.
Zhao, X. & You, X. (2019). The impact of psychological capital on vocational wellbeing: The mediation effect of emotional labor and its invariance across
ethnicities. Current Psychology, https://doi.org/10.1007/s12144-019-00287-w
Zhegn, X., Shi, X, & Liu, Y. (2020). Leading teachers’ emotions like parents:
Relationships between paternalistic leadership, emotional labor and teacher
commitment
in
China.
Frontiers
in
Psychology,
11
(519),
https://doi.org/10.3389/fpsyg.2020.00519

80

Ugur AKIN / Eurasian Journal of Educational Research 91 (2021) 61-82

Öğretmenlerin Duygusal Emek ve Örgütsel Bağlılık Düzeyleri Arasındaki
İlişkinin İncelenmesi

Atıf:
Akin, U. (2021). Exploring the relationship between emotional labor and
organizational commitment levels of teachers. Eurasian Journal of Educational
Research, 91, 61-82, DOI: 10.14689/ejer.2021.91.4

Özet
Problem Durumu: Truta (2014) öğretmenlerin öğrencilerle, velilerle ve toplumun çeşitli
kesimleriyle sürekli sıkı ilişki içinde olduğunu ve bu etkileşimin diğer mesleklere göre
çok daha yoğun olduğunu belirtmektedir. Brennan’a (2006) göre, duygusal emek
kavramını ilk defa ortaya atan Hochschild (1983) her ne kadar gereği kadar
vurgulamamış olsa da öğretmenlik mesleği duygusal emeğin en yoğun biçimde
sergilendiği mesleklerden biridir. Öğretmeler, öğrencilerle yüz yüze yakın ilişkiler
kurmakta ve öğrencilerin iyi bir ruh hali içinde olmalarından sorumlu tutulmaktadır.
Kamu ya da işverenler ve okul yöneticileri öğretmenlerin uygun duyguları
sergilemelerini beklemektedir. Olumlu duygular sergilemek öğretmenlerin
etkililiklerini arttırmakta (Meier, Mastracci, & Wilson, 2006), öğretmenlerin
duygularını uygun biçimde yönetebildiği okullarda akademik başarı yükselmektedir
(Sutton, 2005). Dolayısıyla, öğretmenlerin kendilerinden beklenen duyguları
sergilemelerinin, öğretmen-öğrenci ilişkilerinin sağlıklı biçimde kurulması ve
sürdürülmesi, böylece sınıftaki etkinliklerin ve genel olarak eğitim-öğretimin amacına
ulaşması için önemli olduğu ileri sürülebilir. Ancak bu noktada yanıtlanması gereken
önemli sorulardan biri, öğretmenlerin öğrencilerle ilişkilerinde duygularını
kendilerinden beklenen biçimde sergilemelerinin nasıl sağlanabileceğidir.
Öğretmenlerin uygun duyguları doğru zamanda sergileyebilecekleri okul iklimi ve
çalışma ortamı nasıl olmalıdır? Çalışan, örgüt ortamında iyi bir ruh halinde olduğunda
sergilemesi gereken duyguları kendiliğinden hissederek ortaya koyması beklenebilir.
Diğer taraftan, çalışan olumsuz bir ruh halinde iken beklenen duyguları sergilemek
için kendisini zorlamak ya da bu duyguları taklit etmek zorunda kalabilir (Diefendorff
& Gosserand, 2003). Humprey, Ashforth ve Diefendorff’un (2015) belirttiği gibi,
çalışanlar işleri ile ilgili konularda gerçekten tatmin olabiliyorlarsa hizmet alanlarla
etkileşimlerinde sahte gülücüklere ihtiyaçları olmayabilir. Bu çıkarımları destekler
biçimde, Taxer ve Frenzel’in (2015) araştırması, öğrencileri ile ilişkileri iyi olan
öğretmenlerin doğal olarak hissettikleri olumlu duygularını daha sık sergilediklerini
göstermektedir. Philipp ve Schuppah’ın (2010) boylamsal çalışması ise işine adanmış
öğretmenlerin sergilemek zorunda oldukları olumlu duyguları hissediyormuş gibi
yapmak zorunda kalmadıklarını ortaya koymuştur. Türkiye’de öğretmenler;
kurumun, yöneticinin ve öğretmenlerin özelliklerini, yönetsel süreçleri, iletişim
ortamını, akademik etkinlikleri ve okul çevresini duygu durumlarını etkileyen
değişkenler olarak sıralamaktadır (Argon, 2015). Tüm bu değişkenlere ilişkin olumlu
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yaşantı ve algıların öğretmenlerin duygu durumlarını olumlu etkileyeceği ileri
sürülebilir. Dolayısıyla, görev yaptığı okula ilişkin olumlu bir algısı olan, okulundan
memnun olan ve okuluna bağlılık hisseden öğretmenlerin işlerini yaparken
duygularını kendilerinden beklenen biçimde sergileyebilecekleri düşünülmektedir.
Bu düşünceden hareketle, araştırmanın amacı, öğretmenlerin sergiledikleri duygusal
emek ile örgütsel bağlılık düzeyleri arasındaki ilişkileri incelemektir. Bu amaca
ulaşmak üzere aşağıdaki sorulara yanıt aranmıştır:
i)

Öğretmenlerin sergiledikleri duygusal emek ile örgütsel bağlılık düzeyleri
arasında anlamlı ilişki var mıdır?

ii) Öğretmenlerin örgütsel
yordamakta mıdır?

bağlılıkları

sergiledikleri

duygusal

emeği

Araştırmanın Yöntemi: Araştırmada nicel yöntem benimsenmiş; bireylere, gruplara ya
da örgütlere ilişkin ilgilenilen özelliklerin evrenden alınan bir örneklem üzerinden
belirlendiği tarama araştırmalarından (Berends, 2006; Creswell, 1994); bir değişkenden
yola çıkarak diğer değişkenlerin açıklanmaya çalışıldığı yordayıcı ilişkisel tarama
(Buyukozturk, Cakmak, Akgun, Karadeniz, & Demirel, 2012) deseni işe koşulmuştur.
Araştırmanın örnekleminde bir Orta Karadeniz ilindeki 7606 kişilik evrenden tabakalı
örnekleme tekniği ile seçilen 100 ilkokul, 139 ortaokul ve 136 lise öğretmeni olmak
üzere toplam 375 öğretmen yer almaktadır. Okul kademelerinin tabaka olarak
belirlendiği araştırmada tabakalarda yer alacak öğretmenler yansız olarak
belirlenmiştir. Veriler 23 farklı okuldan toplanmıştır. Katılımcıların 157’si kadın
(%41,9), 218’i erkektir (%58,1). Katılımcıların yaş ortalamaları 40,87, ortalama mesleki
kıdemleri ise 16,99 yıldır. Araştırmada duygusal emeği ölçmek üzere, Akın ve
diğerleri (2014) tarafından geliştirilen Öğretmenlerde Duygusal Emek Ölçeği
kullanılmıştır. Üç boyutlu ölçeğin içten sergileme boyutunda 10, yüzeysel sergileme
boyutunda 13 ve gerçek duygular boyutunda 5 madde bulunmaktadır. Öğretmenlerin
örgütsel bağlılık düzeyleri ise Balay (2000) tarafından geliştirilen 27 maddelik Örgütsel
Bağlılık Ölçeği aracılığıyla ölçülmüştür. Ölçek, uyum, özdeşleşme ve içselleştirme
olmak üzere üç boyutlu bir yapıdadır. Araştırma verileri toplanmadan önce İl Milli
Eğitim Müdürlüğü’nden izin alınmıştır. Demografik bilgilere ilişkin sorular ve ilgili
ölçeklerin yer aldığı veri toplama aracı araştırmaya katılmaya gönüllü olan
öğretmenlere uygulanmıştır. Öğretmenler, verilerin anonim olarak değerlendirileceği
ve kişisel veri güvenliğinin araştırmacının garantisi altında olduğu konusunda
bilgilendirilmiştir. Değişkenler arası ilişkilerin belirlenmesi için ise Pearson
korelasyonu kullanılmıştır. Örgütsel bağlılık puanlarının ve duygusal emek
puanlarını yordama durumu hiyerarşik çoklu doğrusal regresyon analizi ile
incelenmiştir. Birinci modelde cinsiyet ve yaş, ikinci modelde bunlara ek olarak
örgütsel bağlılığın alt boyutları analize dahil edilmiştir. Böylece cinsiyet ve yaşın
örgütsel bağlılık ile duygusal emek ilişkisindeki açıklanan varyansa olası katkısı
kontrol edilmiştir. Çoklu doğrusal regresyon analizinden önce verilerin bu analiz için
uygun olup olmadığı araştırılmış, çoklu normal dağılım durumu incelenmiştir. Ayrıca
çoklu bağlantılılık olup olmadığına bakılmıştır. Bunun için tolerans değerleri, varyans
büyütme faktörleri ve durum indeksleri (Buyukozturk, 2006, p. 100) incelenmiş ve
verilerin çoklu doğrusal regresyon analizinin varsayımlarını karşıladığı görülmüştür.
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Bulgular: Öğretmenlerin uyum boyutunda örgütsel bağlılık puanları ile yüzeysel
sergileme arasında anlamlı bir ilişki yoktur. Bunun yanında, uyum puanları ile içten
sergileme ve gerçek duyguların sergilenmesine ilişkin puanlar arasında düşük
düzeyde negatif ve anlamlı ilişkiler tespit edilmiştir. Öğretmenlerin özdeşleşme
boyutunda örgütsel bağlılık puanları ile duygusal emeğin boyutları arasında düşük
ve orta düzeyde pozitif yönlü ilişki bulunmaktadır. Diğer taraftan, içselleştirme
boyutunda örgütsel bağlılık ile duygusal emeğin her üç boyutu arasında pozitif yönde
orta düzeyde anlamlı ilişki olduğu anlaşılmıştır. Tespit edilen tüm ilişkiler .01
düzeyinde anlamlıdır. Örgütsel bağlılığın hem yüzeysel sergilemeyi (F= 14.17, p< .05)
hem içten sergilemeyi (F= 20.47, p< .05) hem de gerçek duyguların sergilenmesini (F=
25.12, p< .05) yordama durumunu test eden modeller anlamlıdır. Örgütsel bağlılık alt
boyutları yüzeysel sergileme boyutunda duygusal emeğin %16’sını, içten sergileme
boyutunda %22’sini ve gerçek duyguların sergilenmesi boyutunda % 25’ini
yordamaktadır. β katsayıları incelendiğinde, her üç duygusal emek boyutunun göreli
en önemli yordayıcısının içselleştirme boyutunda yaşanan örgütsel bağlılık olduğu
anlaşılmaktadır.
Sonuç ve Öneriler: Bu araştırmanın en çarpıcı sonuçlarından biri, öğretmenlerin
okullarına içselleştirilmiş bir bağlılık duymalarının öğrencileri ile ilişkilerinde
özellikle içten sergileme ve gerçek duygular boyutlarında ortaya koydukları duygusal
emeğin çok önemli bir yordayıcısı olmasıdır. Bu sonuç, okul yöneticilerinin
öğretmenlerin örgütsel bağlılıklarını sağlayarak ve destekleyerek onların
kendilerinden beklenen duyguları sergilemelerini kolaylaştırabilecekleri anlamına
gelmektedir. Böylece, yoğun duygusal emeğin öğretmenlere olan stres ve tükenmişlik
gibi olumsuz yansımaları (Akin, et al., 2014; Yilmaz, et al., 2015; Zhang & Zhu, 2008)
da bir azaltılabilir. Bu sonuca ulaşmak için okulun değerleri ile öğretmenlerin
değerlerini bir araya getiren, uzlaştıran ve böylece içselleştirilmiş bir bağlılık oluşturan
bir liderlik (Tsui, Lee, Zhang, Wong, 2019; Zheng, Shi, & Liu, 2020) sergilemek en
işlevsel yol olabilir. Bu araştırmanın bazı önemli sınırlılıkları vardır. Birinci olarak,
öğretmenlerin sergiledikleri duygusal emek ile örgütsel bağlılıkları arasındaki ilişkide
bazı potansiyel aracı değişkenler bulunabilir. Dolayısıyla bu araştırmanın sonuçları
üzerinden daha ileri düzeyde çıkarımlar yapabilmek için sonraki araştırmacılar
duygusal emek kuramına dayalı olarak bu aracı değişkenleri ortaya koyabilirler. Bir
başka önemli sınırlılık ise nicel araştırmanın doğasından kaynaklanmaktadır. Salt nicel
araçlar kullanarak konu hakkında açık ve bütüncül resim elde etmek oldukça zordur.
Öğretmenlerin içselleştirilmiş örgütsel bağlılıklarının duygusal emek sergilemelerini
neden ve nasıl kolaylaştırdığı anlayabilmek için nitel ve karma araştırmalar çok daha
ileri düzeyde açıklayıcı olabilir.
Anahtar Kelimeler: Duygusal emek, örgütsel bağlılık, öğretmenlikte duygular,
öğretmenlerin bağlılığı.

