
MEXTESOL Journal, Vol. 49, No. 4, 2025 
 

1 

English Teachers’ Organizational Commitment and Job Satisfaction: 
Can We Avoid Teacher Burnout?1 

Mehdi Sarkhosh2, Parastoo Pazuki3, English Language Department, Urmia 
University, Urmia, Iran 

Nazila Farrokh Eslamlou4, Clinical Research Development Unit of Imam Khomeini 
Hospital, Urmia University of Medical Sciences, Urmia, Iran 

Abstract 
The present study examines the relationship between organizational commitment and job satisfaction among English 
teachers at public schools in Iran. The Job Satisfaction and the Organizational Commitment Questionnaires were 
administered to 213 public school English teachers to measure their levels of job satisfaction and organizational 
commitment. There were two variables in the present study: a) organizational commitment as the predictor, b) job 
satisfaction as the response (predicted), and age, experience and gender as the moderator variables. The study 
utilized a correlational design to compute the association between the two variables of organizational commitment and 
job satisfaction. Structural equation modelling was utilized to analyse the results. The findings showed that all 
components of organizational commitment were correlated positively with and predicted job satisfaction. Teachers’ 
age, however, did not predict job satisfaction and their gender predicted only the relationship between the affective 
component of organizational commitment and job satisfaction showing that the association was significantly stronger 
among female teachers. As regards experience, it only predicted the association between the continuance component 
of organizational commitment and job satisfaction suggesting the fact that this association was far stronger among 
experienced teachers.  

Resumen 
El presente estudio examina la relación entre el compromiso organizacional y la satisfacción laboral en docentes de 
inglés de escuelas públicas de Irán. Se administraron los Cuestionarios de Satisfacción Laboral y Compromiso 
Organizacional a 213 docentes de inglés de escuelas públicas para medir sus niveles de satisfacción laboral y 
compromiso organizacional. Se consideraron dos variables: a) compromiso organizacional como predictor, b) 
satisfacción laboral como respuesta (predicha), y edad, experiencia y género como variables moderadoras. El estudio 
utilizó un diseño correlacional para calcular la asociación entre el compromiso organizacional y la satisfacción laboral. 
Se utilizaron modelos de ecuaciones estructurales para analizar los resultados. Los hallazgos mostraron que todos los 
componentes del compromiso organizacional se correlacionaron positivamente con la satisfacción laboral y la 
predijeron. Sin embargo, la edad de los docentes no predijo la satisfacción laboral, y su género solo predijo la relación 
entre el componente afectivo del compromiso organizacional y la satisfacción laboral, mostrando que la asociación fue 
significativamente más fuerte entre las docentes mujeres. En cuanto a la experiencia, solo predijo la asociación entre 
el componente de continuidad del compromiso organizacional y la satisfacción laboral, lo que sugiere que esta 
asociación fue mucho más fuerte entre los docentes con experiencia. 
Introduction 
Organizational commitment is a crucial factor that may reduce teacher turnover intentions and as a result, 
overall attrition (McInerney et al., 2015). It is defined as a psychological state that pictures an employee’s 
relationship with their organization and their likelihood of continuing that relationship (Farrukh et al., 
2017). Teacher turnover (also burnout or attrition) has become a pressing problem at schools (Hanson, 
2013; Reichl et al., 2014) and has become the centre of attention for teacher educators and school 
authorities (Hancock & Scherff, 2010; Hanson, 2013; Madigan & Kim, 2021).  
Turnover has been defined as “an individual's intention to leave the organization one is working for or to 
quit one's profession and move to a different career pathway” (McInerney et al., 2015, p. 11). Al Jabri and 
Ghazzawi's (2019) study on retention and turnover revealed that organizational commitment is one of the 
chief predictors of turnover. Other studies have shown that organizational commitment is a predictor of 
higher motivation, higher job satisfaction, lower turnover, and higher retention (Bucăţa et al., 2022; 
Klassen & Chiu, 2011; Safari, 2020).  
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Another important factor that can diminish teacher attrition is job satisfaction since when teachers feel 
dissatisfied with their careers, they leave their jobs. Job satisfaction is defined by Van Maele and Van 
Houtte (2012,) as “teachers’ overall satisfaction with work, which is assessed as perceiving the job to be 
fascinating, creative, useful, challenging, and so forth” (p. 879). Research has disclosed that associations 
between job satisfaction and teacher burnout, efficacy, stress, and job commitment (Grayson & Alvarez, 
2008; Safari 2020; Wang, 2020). Besides, previous research has shown that turnover can mar student 
learning and achievement (Ronfeldt et al., 2011), although some research studies have reported that 
organizational commitment and job satisfaction contribute to teacher retention and slow teacher turnover 
(Shah et al., 2017).  
In the Iranian context, public school teachers have a high attrition rate. These teachers begin their careers 
enthusiastically, but this evaporates in a couple of years. Several factors might be accountable for their 
disillusionment, one of which is their low salaries which are not even sufficient for subsistence. A typical 
public-school teacher in Iran is paid about one or two dollars per class. Living under such harrowing 
circumstances, these teachers prefer to abandon their jobs as soon as they can find a better source of 
income. Suffering from such a high attrition rate, public schools cannot provide high-quality education to 
the learners. Also, some teachers who continue in the classroom are forced to take up another job other 
than teaching in their spare time to make ends meet, which makes them weary and lifeless and prevents 
them from providing quality services. 
The literature is full of studies that have examined the factors that bring about job (dis)satisfaction among 
employees in organizational contexts (Anin et al., 2015; Hee et al., 2018; Janićijević et al., 2015; Rahman 
et al., 2017). and among teachers in school settings (Okeke & Mtyuda, 2017; Song & Mustafa, 2015). 
However, no study, as far as the review of the literature revealed, has examined the association between 
organizational commitment and job satisfaction among public school English teachers, which has become 
a serious problem plaguing Iran. The present study examines the association between organizational 
commitment and the job satisfaction of public school English teachers with respect to their age, gender, 
and experience. It is hoped that the present investigation into this unchartered area in the field of 
language teaching and learning can help stop or slow down teacher attrition.  

Literature Review 

Theoretical framework 

Job satisfaction  
Robbins (2005, as cited in Sony & Mekoth, 2016) defined job satisfaction as “a collection of feelings that 
an individual holds toward his or her job” (p. 24). Job satisfaction is also defined as meeting teachers' job-
related needs (Toropova et al., 2021). Three aspects of job satisfaction were identified by Hussein (2018) 
and Pehlivanoğlu and Civelek (2019): depersonalization, emotional exhaustion, and personal 
accomplishments. Depersonalization refers to an individual teacher feeling indifference and sometimes 
negative attitudes toward others. Emotional exhaustion takes place when an individual is emotionally 
depleted and has psychologically nothing to give anymore. Personal accomplishments refer to a teacher’s 
subjective perception of efficacy and effectiveness in his teaching career. Although job satisfaction is 
conceptualized and researched as having multiple dimensions, the present study investigates it as a 
unitary construct, giving it a holistic treatment and disregarding its subscales or dimensions. The topic is 
important since previous research has documented positive associations between job satisfaction and 
teachers’ retention (Omar et al., 2017; Toropova et al., 2020). The more teachers are satisfied with their 
jobs, the more likely they are to stay with their professions. (Ansah-Hughes, 2016; Okeke & Mtyuda, 
2017). 

Organizational commitment  
Organizational trust, identification, and commitment are three major streams of research dealing with 
psychological attachment to or bonding with organizations, among which organizational commitment is 
the one which has been most researched (Ng, 2015). It has been conceptually defined as an employee's 
emotional response toward his organization (Agrawal & Gangai, 2016). Along with job satisfaction, 
organizational commitment has become one of the most intensively investigated work-related attitudes 
(Adu Gyamfi et al., 2017). Organizational commitment is also defined as “identification with the goals and 
values of the organization, a desire to belong to the organization and a willingness to display effort on 
behalf of the organization.” (McInerney et al., 2015, p.11). Organizational commitment includes the idea 
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that members of an organization “wish to be active players in that organization, have an impact on what is 
going on in it, feel that they have high status within it, and are willing to contribute beyond what is 
expected of them” (Bogler & Somech, 2004, as cited in Hulpia & Devos, 2010, p. 566). It has been 
reported to be a strong predictor of teacher effectiveness, which brings about higher job effort and 
involvement on the part of committed teachers (Dee et al., 2006). While organizational commitment is 
often defined as “a unitary construct” (McInerney et al., 2015, p. 11), Allen & Meyer (1993) conceptualize 
it as a multidimensional construct, which has three components: The affective component is defined as 
the employee's feelings of emotional affinity with the organization; The continuance component is the 
employee's staying with the organization due to the perceived risk of leaving it, and the normative 
component is defined as an employee's staying with the organization out of the perceived feelings of 
obligation and duty (Amponsah-Tawiah & Mensah, 2016). All three components of organizational 
commitment have been consistently shown to be negatively correlated with employee attrition and 
turnover (Gajenderan et al., 2023 ). 

Empirical studies 

Job satisfaction and organizational commitment at schools 
Research has documented that employees who show more satisfaction with their jobs display higher levels 
of loyalty to their institutions (Stirpe et al., 2022). In the same vein, teachers’ possibility of quitting their 
professions is also correlated with the extent to which they feel satisfied with their careers (Skaalvik & 
Skaalvik, 2011). In school contexts, a considerable number of studies have examined the factors which 
bring about job (dis)satisfaction among teachers (Admiraal & Røberg, 2023; Sarkhosh & Alinasab, 2024). 
The socio-demographic composition of the school (Stearns et al., 2014) and organizational culture 
(Hutabarat, 2015) have been reported to relate to job (dis)satisfaction among teachers. Teacher 
disempowerment (Ahrari et al., 2021) and the negative conditions at work (Miller et al., 2022) have also 
been reported to positively correlate with job dissatisfaction among both public and private school 
teachers.  
Xu and Pang (2024) investigated how and under what circumstances a principal's true leadership impacted 
on the teachers’ organizational commitments. They found that principals’ good leadership influenced 
teachers’ organizational commitment positively. Besides, their study found that principals’ leadership 
affected teachers’ organizational commitment. Zembylas and Papanastasiou (2004), in a study on 
teachers in Cypress, reported that teachers who selected their jobs for intrinsic reasons and those who 
had higher positions in the school had higher job satisfaction levels. Treviño-Reyes and Lopez-Perez 
(2023) found that teachers provided with support, information, resources, 
and opportunities to learn and develop by their organization had higher levels of job satisfaction and 
organizational commitment. Likewise, Alvariñas-Villaverde et al. (2022) said that many teachers selected 
teaching careers for intrinsic reasons, such as the pleasure of working with children. On the other hand, 
Dinham and Scott (1998,) found that few teachers entered the teaching profession for external rewards 
like, for example, payment. On the other hand, Collie et al. (2015), in a study from two different research 
projects in two provinces in Canada, identified three social-emotional learning profiles of teachers. They 
conceded that these different profiles were differentially associated with teacher stress and job 
satisfaction: those who had lower social-emotional learning profiles enjoyed higher levels of job 
satisfaction.  
High organizational commitment entails supporting the organization that recruited the person, and it is the 
state in which an employee supports a specific organization and its goals and desires to maintain 
membership in the organization (Sarumaha et al., 2018). Organizational commitment has been 
extensively investigated in school contexts (Akartuna & Serin, 2022; Xu & Pang, 2024); however, these 
studies have examined this construct as a unitary construct and not as the multidimensional construct 
conceptualized by Meyer et al. (1993, as cited in Al-Jabari & Ghazzawi, 2019). Instructors carry out 
policies with specific aims and have a strong dedication to the school where they work since they are 
professionals in school organizations who work closely with other instructors (Haniko et al., 2023). 

The role of teacher experience 
Research has documented that teachers with fewer years of experience feel less job security (Al Maktoum 
& Al Kaabi, 2024) and have higher attrition rates, a fact which has become into a serious concern in 
schools (Towers et al., 2022). Experience, in some studies, has been reported to be negatively associated 
with job satisfaction; more experienced teachers showed lower levels of job satisfaction than their less Th
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experienced counterparts (Pozas et al., 2023). On the other hand, some researchers have reported no 
significant association between experience and job satisfaction (Heydari et al., 2022; Pehlivanoğlu, 2023). 
Some factors such as older teachers’ lack of future career prospects or their inability to conform to 
changes and reforms have been suggested to cause job dissatisfaction (Hogg et al., 2023). Some studies 
have demonstrated that teachers who feel more efficacious feel more satisfied with their careers 
(Toropova, 2021). Besides, mastery experience is the main source of self-efficacy and, therefore, a good 
predictor of job satisfaction (Cayupe et al., 2023). Considering these two factors, teacher experience is 
relevant here since teachers who have fewer years of experience have less mastery experience and lower 
self-efficacy, therefore, less satisfied with their jobs. However, research findings concerning the 
relationship between years of teaching experience and job satisfaction are far from conclusive. Therefore, 
the present study investigates the relationship between organizational commitment and job satisfaction 
among English teachers in light of teacher experience since no study has examined the predictive role of 
experience in the relationship between organizational commitment and job satisfaction among English 
teachers in public school context. Besides, teachers’ age, experience and gender in predicting this 
relationship were investigated. Therefore, the following research questions were advanced: 

RQ1: Is there a statistically significant relationship between organizational commitment, its three 
components, and English teachers’ job satisfaction at public schools? 
RQ2: Is experience a statistically significant predictor of the relationship between organizational 
commitment and job satisfaction among these teachers at public schools? 
RQ3: Is gender a statistically significant predictor of the relationship between organizational 
commitment and job satisfaction among the teachers? 
RQ4: Is age a statistically significant predictor of the relationship between organizational commitment 
and job satisfaction among the teachers? 

Methodology 

Participants 

The participants in the present study included 213 (64 male and 149 female) public school English 
teachers from different public schools in Urmia, a city in the northwest of Iran. A convenience sampling 
method was used for data collection by selecting teachers from different schools. The teachers’ age 
ranged between 21 and 65 (Mean=36.96; SD=10.78). The participants were assured that their identities 
would remain anonymous, and participation was completely voluntary. Besides, a consent form was given 
to the participants and having filled it out, they communicated their voluntary participation in the study.  

Design and procedure 

There were three variables in the present study: a) organizational commitment as the predictor, b) job 
satisfaction as the response (predicted), and c) age, experience, and gender as the moderator variables. 
The study utilized an ex-post-facto correlational design to compute the association between the two 
variables of organizational commitment and job satisfaction based on questionnaires that were filled out 
by the English teachers. Besides computing the relationship between organizational commitment and job 
satisfaction, the extent to which organizational commitment and its three components could predict job 
satisfaction was also measured. Teacher age, experience, and gender were also measured as possible 
predictors of the relationship between these two constructs.  
Teachers were asked to fill out two questionnaires on organizational commitment and job satisfaction. Two 
hundred forty questionnaires (120 organizational commitment questionnaires; 120 job satisfaction 
questionnaires) were distributed to the participants. Since some of the questionnaires were not returned, 
and some were carelessly or incompletely answered, they had to be discarded. Therefore, 213 
questionnaires total remained for the final analysis. The questionnaires were from different public schools 
in order to guarantee the generalizability of the findings. The participants first filled out the organizational 
commitment questionnaire and then the job satisfaction questionnaire. 

Research scales and questionnaire design 

Organizational commitment scale 
The three-component model of commitment which has been reported to have excellent psychometric 
properties and has been validated many times in different studies (Meyer et al. 2012) was the version of 
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the commitment scale developed by (Meyer & Allen, 1991) originally chosen to be used in this study. 
However, a revised version of this scale was developed by Meyer et al. (1993) to be used for academic 
research purposes, and this was utilized in the present study in order to a) find the relationship between 
organizational commitment and job satisfaction, and b) to investigate if organizational commitment can 
predict job satisfaction of public-school teachers. The components of organisational commitment that were 
taken into account were affective (a person’s emotional dependence on the organization), continuance (a 
person’s staying with the organization because quitting might be costly and he might not find another 
job), and normative (staying with the organization since he feels obliged and loyal to the organization).  

Job satisfaction questionnaire 
The job satisfaction questionnaire was originally developed by Spector (1985) in order to measure the 
child welfare workers’ feelings of contentment with and accomplishment in their careers. The internal 
consistency reliability of this questionnaire was found to be 0.87 with the child welfare samples. In the 
original there were 36 items, nine questions for each topic and each question having six choices ranging 
from strongly disagree to agree strongly. The nine topics included pay, promotion, supervision, fringe 
benefits, contingent rewards (performance-based rewards), operating procedures (required rules and 
procedures), coworkers, nature of work, and communication.  

Scoring and data analysis 

PLS-SEM using SmartPLS 3 software was run to assess (a) the measurement model (construct reliability 
and validity) and (b) the structural model (convergence validity and discriminant validity). The steps for 
testing the measurement model and structural model are according to the suggestion of Hair et al. 
(2017). The aim of testing the multigroup analysis (MGA) was to compare the effects of each 
organizational commitment (ORC) dimension on job satisfaction (JS). PLS-SEM was used because non-
parametric SEM is appropriate for MGA (Hair et al., 2017). Before comparing groups or MGA, we also 
referred to establish measurement invariance, for which we used the measurement invariance for 
composite (MICOM) approach (Rasoolimanesh et al., 2017). 

Results  
Using PLS-SEM, we assessed the measurement and structural models for hypotheses testing (e.g., high 
and low age and teaching experience of groups of teachers). In this study, the conceptual framework 
included four reflective constructs: dimensions of organizational commitment (i.e., affective, continuous, 
and normative) and job satisfaction.  

Figure 1: The hypothesized conceptual framework 

The measurement model, indicator, and construct reliability, convergent validity, and the discriminant 
validity of these four reflective constructs for age and teacher experience were tested (Hair et al., 2017). 
The outer loading of the items for each variable should be higher than 0.7 to establish item reliability. To 
measure the construct reliability and convergent validity, the Composite Reliability (CR) should be > 0.7. 
The Average Variance Extracted (AVE) should be > 0.5 (Hair et al., 2017) (see Table 1). Th
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Construct Indicator Loading CR AVE 

Affective organizational commitment (AOC) 

AOC1 0.779 

0.862 0.647 

AOC2 0.854 
AOC3 0.802 
AOC4 0.926 
AOC5 0.903 
AOC6 0.913 
AOC7 0.827 
AOC8 0.964 

Continuous organizational commitment 
(COC) 

COC 1 0.890 

0.829 0.628 

COC 2 0.863 
COC 3 0.787 
COC 4 0.752 
COC5 0.713 
COC6 0.892 
COC7 0.914 
COC8 0.920 

Normative organizational commitment 
(NOC) 

NOC1 0.946 

0.844 0.652 

NOC2 0.880 
NOC3 0.906 
NOC4 0.870 
NOC5 0.951 
NOC6 0.883 
NOC7 0.910 
NOC8 0.867 

Job satisfaction (SJ) 

SJ1 0.811 

0.791 0.580 

SJ2 0.803 
SJ3 0.725 
SJ4 0.709 
SJ5 0.812 
SJ6 0.912 
SJ7 0.831 
SJ8 0.773 
SJ9 0.752 
SJ10 0.806 
SJ11 0.843 
SJ12 0.885 
SJ13 0.862 
SJ14 0.893 
SJ15 0.931 
SJ16 0.893 
SJ17 0.712 
SJ18 0.707 
SJ19 0.729 
SJ20 0.812 
SJ21 0.726 
SJ22 0.863 
SJ23 0.904 
SJ24 0.718 
SJ25 0.853 
SJ26 0.715 
SJ27 0.622 
SJ28 0.804 
SJ29 0.711 
SJ30 0.698 
SJ31 0.702 
SJ32 0.747 
SJ33 0.811 
SJ34 0.691 
SJ35 0.825 
SJ36 0.772 

Table 1: Results of the assessment of measurement mode 

In this study, Table 2 shows that the reliability and convergent validity for all four variables involved were 
acceptable for teachers. For measuring the discriminant validity (DV), this study relied on the conservative 
approach and the heterotrait-monotrait (HTMT) ratio. For each construct, the HTMT ratio should be below 
0.90 to establish discriminant validity (Henseler et al., 2009). The results of HTMT show acceptable 
discriminant validity.  
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 AOC COC NOC JS 
AOC     
COC 0.830    
NOC 0.743 0.855   
JS 0.797 0.814 0.752  

Table 2: Discriminant Validity Assessment (HTMT 0.9 ratio) 

To test the structural model, PLS-SEM was used by applying the bootstrapping technique with a sample 
size of 5000. The results of the estimated path coefficients are listed in Table 3. 

Hypotheses 
Original 
sample 

(O) 

Sample 
mean (M) 

Standard 
deviation 
(STDEV) 

T statistics 
(|O/STDEV|) P values Supported/ 

Rejected 
Q2 

(construct) 

AOCàJS 0.251 0.252 0.039 6.245 0.006 Supported 0.374 (ACO) 
COCàJS 0.106 0.104 0.047 2.612 0.002 Supported 0.256 (COC) 
NOCàJS 0.370 0.368 0.047 6.988 0.000 Supported 0.384 (NOC) 

Table 3: Structural relationships and hypothesis testing 

Table 3 reveals that affective, continuous, and normative components of organizational commitment have 
a desired relationship and are supported. The results produced R2 values of the three endogenous 
constructs (affective, continuous, and normative) as 0.628, 0.581, and 0.612, respectively, which are 
considered to evince predictive accuracy of the structural model in the behavioural sciences 
(Rasoolimanesh et al., 2017). The cross-validated redundancy (Q2) is a means for testing the structural 
model of predictive relevance. The Q2 value should be higher than zero (Hair et al., 2017) (see Table 3). 
The multicollinearity was tested by conducting the VIF for each of the four endogenous constructs. It was 
seen that the VIF value was below the threshold value of 3.33.  
The measurement invariance was measured for gender (male and female), age (high and low), and 
experience (high and low) as a requirement to perform MGA (Sarstedt et al., 2011). The research by Md 
Noor et al. (2019) revealed that the method to assess measurement invariance of composite models 
(MICOM) is ideal for PLS-SEM. In this study, a three-step model was conducted to test the MICOM: (a) 
configural invariance, (b) compositional invariance conducting the correlation between constructs, and (c) 
equal means and variances (Henseler, 2016). Partial measurement invariance is required to perform MGA, 
which is obtained by establishing configural and compositional invariance. The results of MICOM 
demonstrated that partial measurement invariance exists in this study. In addition, the MGA can be 
applied to compare the path coefficients and to test the hypotheses of the three dimensions of 
organizational commitment on job satisfaction between gender, age (high and low), and experience (high 
and low).  
Tables 4, 5, and 6 show the results of MGA and hypothesis testing. Two conservative and nonparametric 
methods of Henseler’s MGA using bootstrapping and the permutation approach (Henseler et al., 2009) 
were used to compare the effects of teachers' organizational commitment dimensions on job satisfaction 
between two different genders, age and experience groups.  

  Path Coefficient 
Confidence 

Interval (95%) 
Bias Corrected 

 P-value Difference  

Hypothesis Relationships Male Female Male Female 
Path 

Coefficient 
Difference 

Henseler’s 
MGA 

Permutation 
test Supported 

H1 AOC→JS -0.051 0.468 [0.075, 
0.268] 

[0.172,
514] 0.417 0.964* 0.023* Yes/Yes 

H2 COC→JS 0.244 0.272 [0.033, 
0.426] 

[0.157, 
0.523] 0.028 0.169 0.238 No/No 

H3 NOC→JS 0.219 0.296 [0.083, 
0.414] 

[0.111, 
0.566] 0.077 0.188 0.316 No/No 

Notes: *Significant at 5% 
Table 4: Moderating effect of gender 

Table 4 shows that the predictive power of affective organizational commitment on job satisfaction is 
positive and strong for female teachers, whereas this effect is insignificant for male teachers. That is, 
gender predicts the relationship between only the affective component of organizational commitment and 
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job satisfaction in that this association, although existing for both sexes, is significantly stronger among 
female teachers.  

  Path Coefficient 
Confidence 

Interval (95%) 
Bias Corrected 

 P-value Difference  

Hypothesis Relationships 
Lower 
Age 

Groups 

Higher 
Age 

Groups 

Lower 
Age 

Groups 

Higher 
Age 

Groups 

Path 
Coefficient 
Difference 

Henseler’s 
MGA 

Permutation 
test Supported 

H1 AOC→JS 0.329 0.312 [-0.084, 
0.540] 

[0.144, 
0.420] 0.017 0.523 0.971 No/No 

H2 COC→JS 0.286 0.261 [0.118, 
0.497] 

[0.238, 
0.511] 0.025 0.616 0.843 No/No 

H3 NOC→JS 0.363 0.374 [0.331, 
0.466] 

[0.029, 
0.510] 0.011 0.517 0.964 No/No 

Table 5: Moderating effect of age 

Table 5 reveals that the effects of affective, continuous, and normative organizational commitment on job 
satisfaction are positive for both high and low-age groups, but the difference is not significant (sig>0.05). 
That is, age does not predict the relationship between the three components of organizational 
commitment and job satisfaction.  
 

  Path Coefficient 
Confidence 

Interval (95%) 
Bias Corrected 

 P-value Difference  

Hypothesis Relationships 
Less 

Exper-
ienced 

More 
Exper-
ienced 

Less 
Exper-
ienced 

Less 
Exper-
ienced 

Path 
Coefficient 
Difference 

Henseler’s 
MGA 

Permutation 
test Supported 

H1 AOC→JS 0.470 0.483 [0.324, 
0.568] 

[0.269,
0.617] 0.013 0.147 0.256 No/No 

H2 COC→JS 0.261 0.475 [-0.118, 
0.369] 

[0.486, 
0.520] 0.214 0.972 0.027 Yes/Yes 

H3 NOC→JS 0.157 0.180 [0.021, 
0.335] 

[0.017, 
0.287] 0.023 0.448 0.985 No/No 

Table 6: Moderating effect of experience 

Table 6 shows that the effects of affective and normative organizational commitments on job satisfaction 
are positive for less and more-experienced teachers, but the difference is not significant. Also, the effect 
of continuous organizational commitment on job satisfaction is positive for both high and low-experience 
groups and stronger for highly experienced teachers, and the difference is statistically significant 
(sig=0.027). In simpler terms, experience only predicts the relationship between the continuous 
component of organizational component and job satisfaction suggesting that this relationship is stronger 
among more experienced teachers. 

Discussion 
The current study probed into the relationship between job satisfaction and organizational commitment 
among English teachers at public schools in light of teacher experience. It as well examined how years of 
experience, age, and gender mediated the relationship. The findings suggested a positive and significant 
relationship between job satisfaction and organizational commitment. It was also found that all three 
components of organizational commitment (affective, normative, and continuous) manifested a positively 
significant correlation with job satisfaction. Therefore, it can be said that the higher affective, continuous, 
and normative organizational commitment, the more satisfied a teacher is with his/her job. The above 
research findings are similar to those of Lumley et al. (2011), who found a statistically significant positive 
relationship between job satisfaction and affective and normative commitments. They hypothesized that 
job satisfaction relates more strongly to affective commitment because it is related to one's attitude 
toward work. The findings suggest that job satisfaction and affective commitment originate from an 
individual’s attitude toward their work (Ahmad, 2018). Similarly, the positive relationship between job 
satisfaction and normative commitment suggests that satisfied employees are committed to their Th
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organization, more inclined to stay with their organization, and are supportive of the goals of the 
organization (Aamodt, 2015). To answer the first research question, “Is there a statistically significant 
relationship between organizational commitment, its three components and English teachers’ job 
satisfaction at public schools?”, this relationship resulted positively significant. Therefore, it can be 
concluded that the more committed the teachers in this study were to their schools affectively, 
normatively, and continuously, the more satisfied they would find themselves in their professions. That is, 
those public-school teachers who had a great sense of commitment to their workplace found more job 
satisfaction.  
In this study, it was discovered that the effect of affective and normative organizational commitments on 
job satisfaction was positive for low and high-experienced teachers, but the difference was not significant. 
Also, the effect of continuous organizational commitment on job satisfaction was positive for both high and 
low-experience groups, but stronger for highly experienced teachers, and the difference was statistically 
evident. These findings run counter to those of the study by Tella et al. (2007), which suggested that no 
relationship was observed between the organizational commitment of the library personnel and their years 
of experience. However, in line with our findings, the findings of a study by Sujatha et al. (2013) reported 
that employees developed seniority and relationships inside the organization as their job experience 
developed. In substantiating these findings, Super (1957), as cited in Brimeyer et al., 2010) showed that 
younger and less experienced employees were less committed to their employers than older, more 
tenured workers. The idea is that an employee's commitment makes it more difficult for them to abandon 
the company since the longer they stay with the company, the more investment they have made in it. 
This suggests that the longer a person stays with an organization (the more experienced employees), the 
more commitment they feel toward that organization. Be that as it may, the result obtained in this study 
may be due to the particular local situation. Therefore, in answer to the second research question through 
SEM analysis, “Is teacher experience a statistically significant predictor of the relationship between 
organizational commitment and job satisfaction among English teachers at public schools?”, it was 
observed that teacher experience did not moderate the relationship between normative and affective 
components and only the relationship between the continuous component of organizational commitment 
and job satisfaction was predicted by experience, which means that this relationship was stronger among 
more experienced teachers. 
As regards the third research question, “Is teacher gender a statistically significant predictor of the 
relationship between organizational commitment and job satisfaction among English teachers at public 
schools?”, the results showed that only the affective component of commitment was significant in this 
regard. This infers that gender only predicted affective component although the relationship was positive 
between affective component and job satisfaction, the relationship was considerably higher among female 
teachers. That is, female teachers demonstrated higher associations than male teachers as regards the 
relationship between affective organizational commitment and job satisfaction. The empirical study of 
Farrell and Finkelstein (2007) conveyed the idea that females engage more in their jobs helping others as 
compared to men. Few studies have shown that males and females are similar in the level of 
organizational commitment (Bukhari & Ali, 2009; Chou & Pearson, 2011). Consistent with this finding of 
the study, Shekhar and Kumar (2017) stated that females are more committed to teaching than their 
male counterparts. Therefore, Eagly's (1987) “Prescriptive Stereotype Theory” supports this study's 
finding that females own a high level of collective features compared to males. These differences display 
how men and women differ with respect to organizational commitment. These findings suggest that 
females are more interested in teaching than males since males regard this career to be but one among 
many other work choices. Judge and Kammeyer-Mueller (2012) also reported that organizational 
commitment and job involvement differed between males and females. However, a study by Chin-Wen et 
al. (2016) suggested that males appeared to be the breadwinners for their families, while the females 
were often dependent on their husbands, and this made them less job committed. Working women seem 
to experience higher levels of tension between domestic household responsibilities and work 
responsibilities, which might diminish their organizational commitment and job satisfaction. The findings of 
the present study are not congruent with their study. In this case, generally speaking, it can be said that 
gender does not moderate the relationship between organizational commitment and job satisfaction.  
Finally, in answer to the last research question, “Is teacher age a statistically significant predictor of the 
relationship between organizational commitment and job satisfaction among English teachers at public 
schools?”, the findings showed no significant difference between high and low age groups as regards the 
association between organizational commitment and job satisfaction. It means that age did not predict the Th
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relationship between job satisfaction and organizational commitment. Inconsistent with this result, Kim 
and Kang (2017) found that older individuals reported more positive job attitudes at work, experienced 
fewer negative emotions, and described their job environment more favourably than their younger 
counterparts did. The findings of the present study are also incongruent with the study of Yucel and 
Bektas (2012), who reported the significant moderating effect of age on the relationship between job 
satisfaction and organizational commitment. Also not agreeing with the results of this study, Kooij et al. 
(2011) expressed that accomplishment and achievement at work become more and more important for 
older workers. Some other studies are also incompatible in that they state that younger employees are 
enthusiastic and enjoy the challenge of work and, in contrast, older workers have accepted their position 
in the organization and see limited career prospects (Dodanwala & Santoso, 2022). Only one study (Azim, 
2013) gives results in agreement with the present study. The discrepancy between our findings and the 
findings of similar studies is that because of the high unemployment rate, especially for teachers in Iran, a 
person of any age is forced to accept responsibility and start work. Also, since English teachers are low-
paid workers, they are not happy with their jobs despite their forced commitment to the educational 
organization. Hence, teachers, both young and old, do not indulge in much job satisfaction.  

Conclusion  
The theme of the present study was to find out if organizational commitment and its three components 
correlated with and predicted job satisfaction among English teachers at public schools in Iran. the 
findings communicated that all three components of organizational commitment predicted job satisfaction. 
Experience only predicted the relationship between the continuance component and job satisfaction, 
gender only predicted the relationship between the affective component and job satisfaction, while age did 
not turn out to be a predictor of the relationship.  
The study concludes that teachers who are more satisfied with their jobs, have a higher propensity to be 
cheerful and a stronger desire to work hard, which means they will be more efficacious and successful in 
their roles. This sense of fulfilment and positive feelings about one's job encourages a sense of devotion to 
the organization. As a corollary, establishing and sustaining the sense of accomplishment that one obtains 
from one's employment should be fostered in order to increase instructors' emotional attachment or 
commitment to their schools.  
The Structural Equation Modelling that was utilized in the present study fares better with larger samples. 
For that reason, it is suggested that future studies carry out their research on larger samples, replicating 
the same study on private school English teachers where teachers find their occupations more lucrative 
and experience a different work environment. Comparing those results with the findings of the present 
study might further illuminate our understanding of the hypothesized relationships in the current study.  
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