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Abstract

An organisation's efficiency and effectiveness can be viewed as depending on the qualification of its employees. Organisational 

support and career development are among the factors that enable organisations to employ and retain qualified people. This study, 

which was conducted within the context of a social exchange, investigates the effect of career development on job engagement. 

As a result of the literature research, it has been determined that career development has a positive effect on job engagement, 

and it  is further considered that normative commitment might have a mediating effect and organisational justice might have 

a moderating role in this relationship. The data was collected from 234 academics from four foundation universities in the Ankara 

and Mersin provinces of Turkey. The collected data were analysed using SPSS and AMOS package programs and the R and Python 

programming languages. The analyses demonstrate that there is a positive causal relationship between career development and 

job engagement, while normative commitment has a partial mediating role in this relationship, and organisational justice does not 

have a moderator role.
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1 Introduction
Everything changes rapidly in today's world, and this has 
led to a transformation in the human–organisation rela-
tionship. Although having people directing their energy 
and attention to their work can be viewed as a desir-
able behaviour, people's engagement with their jobs has 
decreased compared with the past; moreover, changing jobs 
for the sake of one's career has become accepted as nor-
mal. An individual has a positive attitude toward a particu-
lar behaviour (believes it) when he knows his behaviour is 
accompanied by potential outcomes. When the individual 
believes that he can achieve a better position and the men-
tal work pressure will be decreased, he more likely leaves 
his work (Rasouli et al., 2014). In response to this situation, 
a significant amount of an organisation's energy is put into 
the attention that is given to employees. By relying on their 
human resources inside the organisation, organisations can 
improve their activities as much as possible. The human 

workforce may be considered the most valuable asset of 
an organisation and different factors affect its performance 
and efficiency (Hitka  et  al.,  2017). Consequently, career 
development has been considered as a means of ensuring 
job engagement. Social exchange theory suggests that if an 
organisation provides economic and social benefits to its 
employee, the employee will also exhibit a positive attitude 
and behaviour toward the organisation. The key to retain-
ing qualified people, to ensure that they strive for the ben-
efit of the organisation and embrace the goals and values 
of the organisation, is  to offer social and economic bene-
fits to the employees. As a result of the literature review, it 
has been seen that there is a positive and significant rela-
tionship among normative commitment and organisational 
justice and the employees' job engagement, and normative 
commitment has a mediating role between career develop-
ment and job engagement (Lu et al., 2013; Zhou et al., 2015; 
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Weng and Xi, 2011). Organisational justice has a moder-
ating role influencing attitudes, behaviours, and outcome 
variables; in other words, it can determine the conditions 
under which the relationship between the variables may 
change. Therefore, the mediating role of normative com-
mitment and the moderating role of organisational justice 
on the effect of career development on job engagement 
have been investigated here.

1.1 Career development and job engagement
A career is generally considered as the progress one makes 
in one's professional life and a collection of experiences 
gained throughout this journey. Therefore, a career is 
work-related and lifelong (Cummings and Worley, 2009). 
Career development is defined as programmes, actions, and 
activities that are performed in order to ensure that employ-
ees achieve their career goals (Kılıç and Öztürk, 2010), and 
it represents a combination of the career planning efforts of 
the employee and the career management activities of the 
organisation (Büyükyaprak,  2015). Career development 
has several purposes including decreasing inefficiency; 
facilitating embracing goals; improving physiological sat-
isfaction, motivation, and the organisational commitment 
of the employees; creating an organisational environment 
that appeals to the development, competence, and flexibil-
ity requests of the employees; and informing the employ-
ees about career processes and paths (Can, 1994). In that 
sense, career development includes activities that would 
help the employees reach their goals, such as improving 
skills, providing performance feedback to the employee, 
coaching, or mentoring, and assigning demanding tasks to 
the employee (Cummings and Worley, 2009).

Engagement deliberately directs an individual's energy, 
knowledge, and skills toward a certain goal (Koçel, 2014). 
Job engagement is an individual's physical dedication to 
work alone or with others; being mentally awake/active; 
empathetically connecting with others by working in 
a way that demonstrates creativity, values, beliefs, inter-
personal relationships with others, thoughts, and feelings 
(Başoda, 2017). In short, job engagement is an individu-
al's physical, cognitive, and emotional dedication as well 
as service to a professional role (Güler et al., 2019), and it 
is a desired professional quality in today's business world 
(Topaloğlu et al., 2019).

In our rapidly changing world, recognising the impor-
tance of commitment is a crucial issue for organisations 
(Krajcsák and Gyökér, 2013). Organisational commitment 
is an employee's psychological commitment to a workplace, 

and it can be defined as an employee's desire to stay within 
an organisation and strive for it, embracing the organisa-
tion's goals and values (Doğan and Kılıç,  2007). Meyer 
and Allen (1991) stated that organisational commitment 
has three components, namely, affective, continuance, and 
normative, and this approach was considered as a basis 
for other studies on organisational commitment (Doğan 
and Kılıç, 2007). Affective commitment is an employee 
identifying with the organisation and, as a  result, exhib-
iting an extraordinary effort for the benefit of the organi-
sation. Continuance commitment occurs when employees 
stay at the organisation because they believe they might 
lose the benefits they gained if they leave the organisation. 
Normative commitment occurs when employees continue 
to be members of the organisation as they believe their job 
at the organisation is right and honourable.

The concept of organisational justice, which affects the 
motivation and performance of the employees, sets forth 
that the principles on which the practices at the organisa-
tion are based should be clear, individuals should not be 
treated differently, and if individuals are treated differ-
ently, the reasons of this should be explained transparently 
(Koçel, 2014). In short, organisational justice is the role 
of justice in the workplace (Moorman, 1991). The three 
dimensions of organisational justice are distributive, pro-
cedural, and interactional justice (Korkut, 2019; Öngel and 
Şenol, 2019). Distributive justice is the perception of fair-
ness of outcomes received by employees (Greenberg, 1990). 
Distributive justice is the distribution of reward/penalty, 
pay, status, and promotion etc. between the employees, and 
the perception that this distribution is made fairly by the 
employers. Procedural justice is about whether the pro-
cess used in making decisions about the distribution of 
benefits is fair. Interactional justice is the dimension that 
depends on interactions such as respect to employee rights 
and equal treatment of all employees, which are adopted by 
decision makers in the process of implementation of deci-
sions. Organisational justice has significant consequences, 
such as job satisfaction, organisational commitment, per-
formance, and intention to resign (Çakar and Yıldız, 2009; 
Kumar and Gupta,  2008). In  other words, organisational 
justice affects the employee's commitment and trust toward 
the organisation. Therefore, it can be said that organisa-
tional justice has a moderator role in relation to attitudes, 
behaviours, and some outcome variables.

The social exchange theory, to which Blau (1964) gave its 
final form, is defined as a series of actions that create inter-
dependent social responsibilities (Karagonlar et al., 2015). 
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The reasons for maintaining mutual relations include 
a sense of success, desired stimulus, and an effort to main-
tain the pleasure acquired from the current situation (Lum, 
2008). The award gained or the price paid by an individual 
due to the social relationship determines whether this rela-
tionship will continue. This applies to an individual work-
ing within an organisation. This means that the employee 
demonstrates a positive attitude and behaviour toward the 
employer due to the economic and social benefits provided 
by the employer (Rhoades et  al.,  2001). The opportuni-
ties that the organisation offers to the employees – such 
as improving professional competence in economic and 
social terms, including career development, promotions, 
and raises – would ensure that the employees demonstrate 
positive attitudes and behaviours toward the organisation. 
The idea that benevolence will not be unreciprocated will 
ensure the continuity of the relationship. This will ensure 
that the employee further adheres to the rules of the organ-
isation, remains in the organisation, and has more passion 
toward the organisation and the work.

1.2 Research hypotheses and model
Organisational support means the organisation values 
the employees' support and increases their happiness 
(Özdevecioğlu, 2003). Therefore, career development can 
also be evaluated within the scope of organisational sup-
port. Dai and Qin (2016) identified a positive and signifi-
cant relationship between perceived organisational support 
and job engagement. Bai and Lui (2018) identified a pos-
itive and significant relationship between career devel-
opment and job engagement. Zhou et al. (2015) demon-
strated that organisational commitment has a mediating 
role in the relationship between career development and 
job engagement. Weng et al. (2010) found a positive and 
significant relationship between career development and 
normative commitment. Buys and Rothmann (2010) and 
Simons and Buitendach (2013) reported a positive and sig-
nificant relationship between organisational commitment 
and job engagement. If  the employees trust that there is 
justice within the organisation, it will be easier for them to 
notice the organisation's support in terms of career devel-
opment, thereby internalising behaviour codes, that  is, 
normative commitment.

Based on the empirical studies investigating the rela-
tionship between career development and job engagement, 
the hypotheses developed to test the effect of career devel-
opment on job engagement are listed below:

H1:	 Career development affects job engagement posi-
tively and significantly.

H2:	 Career development affects normative commitment 
positively and significantly.

H3:	 There is a positive and significant relationship 
between normative commitment and job engagement.

H4:	 Normative commitment has a mediating role in the 
relationship between career development and job 
engagement.

H5:	 When normative commitment has a mediating role 
between career development and job engagement, 
organisational justice has a moderator role between 
those two variables.

The research model established in relation to organi-
sational justice, career development, job engagement, and 
normative commitment variables is shown in Fig. 1.

2 Method
The method section of the study includes the purpose of 
the research; the research universe, samples, and descrip-
tive statistics; data collection techniques, limitations of 
the study, and the programs used in the study.

2.1 The purpose of the study
The purpose of the study is to investigate the relationships 
between career development (CD), job engagement (JE), 
normative commitment (NC), and organisational justice 
(OJ); and whether NC has a mediating role on CD's effect 
on JE, and whether OJ has a moderating effect in this rela-
tionship. In that context, the study sought answers to the 
following questions:

•	 Does CD have a significant effect on JE?
•	 Does CD have a significant effect on NC?
•	 Does NC have a significant effect on JE?

Fig. 1 Research model
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•	 Does NC have a mediating role in the relationship 
between CD and JE?

•	 When NC has a mediating role between CD and JE, 
does OJ have a moderator role on these two variables?

2.2 Study universe, sampling, and descriptive statistics
The study was conducted between July and October 2019 
for academics from four foundation universities in the 
Ankara and Mersin provinces of Turkey and used four 
scales. It was established that a total of 354 people were 
working at the four foundation universities at the time of 
the survey. Therefore, this group formed the universe of 
the study. The sampling volume of the study was calcu-
lated by using a table in Sekaran (1992:p.253). The sam-
ple size that will represent the universe at 5% significance 
level with a 5% error margin was calculated as 185. This 
calculated value is the minimum sample size targeted in 
relation to the sample volume in the study.

The survey used for creating the data set for the study 
included five sections: 1. Demographic Data, 2. Career 
Development Scale, 3. Job Engagement Scale, 4. Normative 
Commitment Scale, and 5. Organisational Justice Scale. 
This survey was conducted on the staff at four foundation 
universities through a web-based platform. Therefore, the 
data obtained are primary data. The survey link was sent 
to 274 academics via WhatsApp, and 234 academics com-
pleted the survey. Because this figure is higher than 185, 
which was calculated as the minimum number of samples, 
it was decided that the collected data is sufficient to con-
duct an analysis.

Of the respondents, 89 were female (37%) and 145 were 
male (63%); 113 had a bachelor's degree (46%), 72 had 
a master's degree (27%), and 49 had a doctorate degree 
(27%); 36 were teaching fellows (18%), 120 were research 
assistants (49%), and 78 were teaching assistants (33%); 
113 were between the ages of 21 and 40 (42%), 79 were 
between the ages of 41 and 60 (39%), and 42 were aged 60 
or older (19%).

2.3 Data collection techniques
In the study, a survey form comprising five sections was 
used as the data collection tool. The first section had 4 
questions about the demographics of the respondents; the 
second section had 9 questions about CD (one sub-di-
mension); the third section had 6 questions about JE 
(three sub-dimensions and two questions in each sub-di-
mension); the fourth section had 6 questions on NC (one 
sub-dimension); the fifth section had 18 questions about 

OJ (two sub-dimensions; 14 questions in the first sub-di-
mension, and 4 questions in the second sub-dimension); 
together, this amounted to a total of 43 questions. The con-
siderations about the scales used in the study are explained 
in the following paragraphs.

Career Development Scale: It was originally devel-
oped by Simpson (2014) as a six-question scale and then 
adapted to Turkish by Kaya (2018). However, Kaya (2018) 
added three more questions to the scale and created a new 
scale more appropriate for Turkish culture. The scale com-
prises nine questions and is one-dimensional. The respon-
dents were asked to answer the questions that were created 
based on a 5-point Likert scale (1. Strongly disagree,  2. 
Disagree,  3. Neither agree nor disagree, 4. Agree, and 5. 
Strongly agree). Kaya (2018) reported that the new scale's 
factor load values changed between 0.58 and 0.84; it can 
account for 51% of the variance; Cronbach's alpha coeffi-
cient is 0.861; and goodness of fit is χ²: 12.645 (p = 0.555), 
GFI: 0.975, NFI: 0.95, CFI: 0.989, RMSEA: 0.001. In this 
study, only confirmatory factor analysis was performed 
on the CD Scale, and the goodness of fit values are pre-
sented in the relevant section following the information 
on the scales.

Job Engagement Scale: It was originally developed 
by Schaufeli et al. (2006). The scale has three subscales; 
namely, vigour, dedication, and absorption. The scale com-
prises a total of nine questions, three questions in each sub-
scale. The scale was adapted to Turkish by adhering to the 
original by Eryılmaz and Doğan  (2012) and Özkalp and 
Meydan  (2015). Validity studies conducted by Schaufeli 
et  al.  (2006) in ten different countries on one-dimen-
sional structure of the nine-question test demonstrated 
that Cronbach's alpha internal consistency coefficient var-
ied from 0.85 to  0.92. The three sub-dimensional scale's 
Cronbach's alpha reliability coefficient was 0.94. In Turkey, 
Güler et al. (2019) simplified the scale by removing some 
questions in a way that would not disturb the scope of the 
scale, and then it was compared with the original. In this 
study, Güler et al. (2019) used the simplified version of the 
scale that had three subscales, each comprising two ques-
tions, which had a better goodness of fit value compared 
with others. In this context, the goodness of fit values of 
the scale were calculated as χ²:  356.596, p(0.000)  <0.01, 
TLI: 0.949, CFI:  0.957, NFI:  0.921, RMSEA:  0.049; 
the Cronbach's alpha coefficient for the complete scale 
was  0.93, for the vigour subscale was  0.93, for the dedi-
cation subscale was 0.94, and for the absorption subscale 
was 0.93. Although Schaufeli et al. (2006) used a 7-point 
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Likert scale for the survey, Güler et al. (2019) used a 6-point 
Likert scale and chose the following options: "1.  Almost 
never (a few times a year or less), 2. Rarely (once a month 
or less), 3.  Sometimes (a  few times a month or less), 
4. Often (once a week), 5. Very often (a few times a week 
or less), and 6.  Always (every day)." The scale used by 
Güler et al. (2019) was applied in this study, and only con-
firmatory factor analysis was performed on the JE Scale. 
The obtained goodness-of-fit values are presented in the 
relevant section following the information about the scales.

Normative Commitment Scale: The NC subscale of 
the three-dimensional Organisational Commitment Scale 
developed by Allen and Meyer (1990) was used in this 
study. The scale was adapted to Turkish by Kurşunoğlu 
et  al.  (2010). There are six questions in the NC sub-
scale. Kurşunoğlu et  al.  (2010) opted for a 5-poin Likert 
scale instead of the 7-point Likert scale in the original 
(1.  Strongly disagree, 2.  Disagree, 3.  Neither agree nor 
disagree, 4. Agree, and 5. Strongly agree). The decision to 
choose a 5-point Likert scale was affected by Meyer and 
Allen's  (2004) comment that the scale in question can be 
changed, and that a 5-point scale also gives quite positive 
results. The value of the Cronbach alpha coefficient was 
determined as 0.744 in the study. In this study, only con-
firmatory factor analysis was performed on the NC Scale, 
and the goodness-of-fit values are presented in the relevant 
section following the information on the scales.

Organisational Justice Scale: The OJ Scale was origi-
nally created by Donovan et al. (1998), and it was adapted 
to Turkish by Wasti (2001). The scale comprises 18 ques-
tions and two subscales: relationship with supervisors and 
relationship with employees. The relationship-with-super-
visors subscale comprises 14 questions, and the relation-
ship-with-employees subscale has 4 questions. Seven ques-
tions in the relationship-with-supervisors subscale and 
2 questions in the relationship with employees subscale 
were coded reversely. The participants were asked to use 
a 3-point Likert scale to answer the questions in this scale 
(1. No, 2. Indecisive, and 3. Yes). Wasti  (2001) calculated 
the goodness-of-fit values as χ²: 356.81, p(0.000) <0.01, 
GFI: 0.84, AGFI: 0.88, NNFI: 0.92, and RMSEA: 0.072 in 
ensuring validity and reliability of the scale; the Cronbach 
alpha coefficient was reported as 0.93 for the whole scale, 
0.93 for the relationship-with-supervisors subscale, and 
0.81 for the relationship-with-employees subscale. In this 
study, only a confirmatory factor analysis was performed 
on the OJ Scale; the goodness-of-fit values are presented in 
the relevant section following the information on the scales.

2.4 Limitations of the study
The study is limited to Ankara and Mersin provinces, the 
scales used for collecting data in the study, the sample size 
in respect of the NC variable and moderator effect of OJ 
variables of the research, the programs used in the analyses, 
the statistical methods applied, and foundation universities.

2.5 Programs used in the analyses in the study
SPSS and AMOS package programs and R and Python 
programming languages were used in the analysis of data 
in this study. In this context, tests were conducted for uni- 
and multi-variate distribution assumptions of the data 
used in the study; confirmative factor analyses were per-
formed for scales via AMOS package programs; correla-
tion analysis was performed via SPSS package program 
and Python programming language; and analyses were 
conducted for the mediating effect of NC variable and 
moderator effect of OJ variables.

3 Findings
3.1 Confirmatory factor analysis for the scales, 
and multivariate normality tests for the data used in 
the study
Confirmatory factor analysis of scales was performed 
before the analyses. The data needs to show a multivariate 
normal distribution before the confirmatory factor analysis 
can be performed. In this context, a Henze-Zirkler (HZ) 
test was conducted in R programming language to test 
whether the data showed a multivariate distribution, and 
then confirmatory factor analysis was performed via 
AMOS package program.

For the HZ test in R programming language, readxl and 
MVN packages and readxl and MVN libraries were used. The 
results calculated after the analysis were as follows: HZ test 
value for JE Scale: 3.346339, p-value: 0.06, and MVN: YES; 
HZ test value for CD Scale: 5.711583, p-value: 0.12, and 
MVN: YES; HZ test value for NC Scale: 7.875949, p-value: 
0.15, and MVN: YES; HZ test value for OJ Scale: 5.458077, 
p-value: 0.11, and MVN: YES. The results of the analysis 
indicate that the data used in the study shows a multivariate 
normal distribution (p-value >0.05 andMVN: YES).

After testing the multivariate normal distribution 
assumption of the data, confirmatory factor analysis was 
conducted on the AMOS package program. The confir-
matory factor analysis showed that the JE Scale had three 
subscales, and the factor loadings were between 0.95 
and 0.98 for vigour, between 0.93 and 0.95 for dedica-
tion, and between 0.90 and 0.96 for absorption; and the 
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goodness-of-fit values were CMIN/DF: 2.429, RMSEA: 
0.028, TLI: 0.981, and CFI: 0.993; the CD Scale had one 
subscale, the factor loadings were valued between 0.466 
and 0.944, and goodness-of-fit values were CMIN/DF: 
4.524, RMSEA: 0.026, TLI: 0.930, and CFI: 0.963; the 
NC Scale had one subscale, the factor loadings were val-
ued between 0.466 and 0.944, and goodness-of-fit values 
were CMIN/DF: 4.318, RMSEA: 0.022, TLI: 0.946, and 
CFI: 0.989; and the OJ Scale had one subscale, the fac-
tor loadings were valued between 0.466 and 0.944, and 
goodness-of-fit values were CMIN/DF: 4.318, RMSEA: 
0.022, TLI: 0.946, and CFI: 0.989. An investigation of the 
goodness-of-fit values for these four scales showed that 
OJ Scale's χ2/sd and TLI goodness of fit values were very 
close to the reference values in the literature (χ2/sd: <5, 
RMSEA: <0.05, TLI: >0.90, CFI: >0.90); and the goodness-
of-fit values of other scales were compatible with the ref-
erence values (Meydan and Şeşen, 2011). Therefore, it was 
decided that the scales could be used without any changes 
to the structures and questions.

3.2 Investigation of the relationship between variables
An Anderson-Darling Test was used in R programming 
language to determine whether there is a univariate nor-
mal distribution. The Nortest package and Nortest library 
were used for the test in the R programming language. 
The analysis results revealed a univariate normal distribu-
tion for the mean values of the scales: (JE: A test = 0.31256 
p(0.6854) >0.05, CD: A test = 0.29457 p(0.5821) >0.05, 
NC: A test = 0.22563 p(0.5185) >0.05, and OJ: A test = 
0.23144 p(0.5278) >0.05). 

Causality requires a relationship between the variables. 
To investigate the relationship between the variables, 
a correlation analysis was conducted in Python program-
ming language, hierarchical regression analyses were 
conducted in SPSS package program (first and second 
steps), and tests were conducted in R programming lan-
guage regarding single variate normal distribution of the 
data. In all three analyses, the average values of responses 
obtained from scales were used as variable values.

The mean, standard deviation and correlation values of 
variables are presented in Table 1. Python programming 
language's pandas, numpy, and statsmodels packages and 
the necessary functions in these packages were used for 
the analyses.

The values in Table 1 were interpreted based on "0.00–
0.19: very weak, 0.20–0.39: weak, 0.40–0.59: medium, 
0.60–0.79: strong, and 0.80-1.00: very strong" reference 

relationship values (Evans, 1996). When the results of the 
analysis based on these reference values are examined for 
p = 0.01 significance level:

•	 There was a significant and medium level same 
directional relationship between JE and JD;

•	 There was a significant and medium level same 
directional relationship between JE and NC;

•	 There was a significant and medium level same 
directional relationship between JE and OJ;

•	 There was a significant and medium level same 
directional relationship between CD and NC;

•	 There was a significant and weak same directional 
relationship between CD and OJ;

•	 There was a significant and medium level same 
directional relationship between NC and OJ. These 
findings show that the data is suitable for the hierar-
chical regression model.

3.3 Investigation of the mediating effect of NC and 
moderator effect of OJ on JE
In this section, the mediating effect of NC and the modera-
tor effect of OJ in the relationship between JE and CD have 
been examined with the Structural Equation Model in the 
AMOS package program. In the examination, firstly, the 
effect of CD on JE was analysed and subsequently, depend-
ing on the determined relationship between JE and  CD, 
the mediating effect of NC and the moderator effect of OJ 
was investigated.

3.3.1 Analysis of the relationship between JE and CD
The effect of CD on JE was examined on the model estab-
lished in the AMOS package program. The formal repre-
sentation of the model established in this context is given 
in Fig. 2 and some parameters and goodness of fit values 
of the model are included in Table 2. In the model estab-
lished, the mean values of the question items (9 items) in 
the CD variable, which has only one sub-dimension, and 
the question items in the sub-dimensions of the JE variable 
with three sub-dimensions (1st sub-dimension: 2  items, 

Table 1 Means, standard deviations, and corelation coefficients of 
variables

Mean s.d. JE CD NC OJ

JE 3.91 1.330 1

CD 3.57 0.865 0.402* 1

NC 3.64 0.719 0.417* 0.589* 1

OJ 2.07 0.320 0.522* 0.342* 0.510* 1
* <0.05
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2nd sub-dimension: 2 items, 3rd sub-dimension: 2 items) 
average values were used. Therefore, in the model estab-
lished, CD variable is represented by rectangular (mea-
surable variable) and JE variable is represented by circle 
(three sub-dimensional latent variables).

When the statistical values of the model established 
between the JE and CD variables in Table 2 are examined, 
the goodness-of-fit values of the model were in the range of 
reference values in the literature and the data fit "acceptable" 
to the established model, the path coefficient (standardised 
β coefficient) was significant (p < 0.05) and, depending on 
this, CD affected JE. has been determined. As a result, the 
H1 hypothesis of the obtained result is supported.

3.3.2 Mediation effect of NC in the relationship 
between JE and CD
After examining the effect of CD on JE and finding a sig-
nificant relationship between them, it was examined here 
whether NC has a mediating effect on this relationship.

In this context, the new model obtained by adding the 
NC variable to the model established with JE and CD in 
the AMOS package program is shown in Fig. 2, and the 
goodness-of-fit values and the path coefficient obtained 
related to the model are included in Table 3. In the new 
model, the average values of the question items (6 items) 
of the NC variable, which has a sub-dimension like other 
variables, were used. For this reason, the NC variable is 
represented by a rectangle (measurable variable) in Fig. 3.

When the statistical values of the model established 
between JE, CD and NC in Table 3 are examined, the path 
coefficients between variables (standardised β coefficients 
(CD→JE: 0.283, CD→NC: 0.589 and NC→JE: 0.232)) 
are significant (p < 0.05), the goodness of fit values of the 
model are in the range of reference values in the literature, 
and it has been determined that the data are "acceptable" 
fit to the established model. When the path coefficients 
related to CD→JE in the models in Figs. 1 and 2 are com-
pared within the scope of the mediation effect, both path 
coefficients are significant p < 0.05), but the path coeffi-
cient in Fig. 1 decreases according to the path coefficient 
in Fig. 2. (Fig. 1: β: 0.404 and Fig. 2: β: 0.283). This situ-
ation shows that NC plays a partial mediating role in the 
relationship between JE and CD. To confirm this situation, 
a Sobel test was performed. The logic of the Sobel test is to 
test the significance of the change in the regression coeffi-
cient by taking into account the regression weights of the 
variables in the model and the standard errors of the rela-
tionships between the variables (Sobel, 1982). In this con-
text, the statistical values obtained as a result of the Sobel 
test (Z = 2.154; p < 0.05) confirmed that NC plays a par-
tial mediating role in the relationship between JE and CD. 
Hence, H1, H2 and H3 hypotheses are accepted.

Fig. 2 CD's Effect on JE

Table 2 Path coefficient and goodness-of-fit values regarding the effect of CD on JE

Standardized s.e. p RMSEA* < 0.08 CFI* > 0.95 NFI* > 0.90 CMIN / DF* < 5 TLI* > 0.90

CD → JE 0.404 0.088 0.00 0.079 0.999 0.998 2.44 0.992

* Goodness-of-fit values are arranged according to "acceptable" standards.

Table 3 Path coefficients and goodness of fit values related to NC’s mediation effect in the relationship between JE and CD

Standardized s.e. p RMSEA* < 0.08 CFI* >0.95 NFI* >0.90 CMIN / DF* < 5 TLI* >0.90

CD → JE 0.283 0.083 0.00 0.048 0.999 0.996 1.505 0.996

CD → NC 0.589 0.045 0.00

NC → JE 0.232 0.096 0.00

* Goodness-of-fit values are arranged according to "acceptable" standards.

Fig. 3 Mediation effect of NC in the relationship between JE and CD 
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3.3.3 Moderator effect of OJ on the relationship 
between JE and CD
In this section, after determining that NC has a partial 
mediating effect on the relationship between JE and CD in 
the model in Fig. 3, OJ has been added to the model, and it 
has been examined whether OJ has a moderator role in the 
relationship between JE and CD. In this context, OJ and 
CD_OJ interaction variable (CD * OJ) has been added to 
the model in Fig. 3. Thus, the formal representation of the 
new research model created in the AMOS package program 
is shown in Fig. 4, and the path coefficients of the model 
and the goodness of fit values of the data are included in 
Table 4. In the new model, the mean values of the question 
items (1st sub-dimension: 14 items and 2nd sub-dimension: 
4 items) of the sub-dimensions of the OJ variable, which 
has two sub-dimensions, and the multiplication values of 
the question items of the CD and OJ variables were used. 
For this reason, the OJ variable is represented with circle 
(two sub-dimension latent variable) and CD_OJ interaction 
variable with rectangle (measurable variable) in Fig. 4.

When the statistical values of the model established 
among the JE, CD, OJ and CD_OJ variables in Table 4 
are examined, the path coefficients of CD → JE (  β: 0.297) 
and OJ → JE (  β: −0.331) are significant ( p <0.05) but the 
path coefficient of CD_OJ → JE (  β: 0.438) is insignificant 
(  p  >0.05). Therefore, according to this result, it is con- 

cluded that OJ does not have a moderator role in the rela-
tionship between CD and JE. In this context, the  hypoth-
esis is not acceptable.

4 Conclusions and recommendations
This study investigated the relationship between the con-
cepts of CD, JE, NC, and OJ, and whether NC has a medi-
ating role and OJ has a moderator role on CD's effect on JE. 
The study universe comprised the academic staff members 
from four foundation universities in Ankara and Mersin 
provinces, and data were collected using four different 
scales conducted on the academic staff.

The results demonstrated that CD has a positive and 
significant effect on JE and NC; there is a positive and 
significant relationship between NC and JE; and NC has 
a partial mediating effect on the relationship between CD 
and JE. It was seen that NC plays a complete mediating 
role on the relationship between CD and JE, but OJ does 
not have a moderator role for these two variables.

Although having people directing their energy and 
attention to their work is a desirable behaviour, this is very 
hard to achieve today. It is now perfectly normal for people 
to have careers in multiple organisations until they retire. 
Career development is one of the instruments that organ-
isations use as a motivational tool to increase people's 
commitment to the organisation and their JE. The award 
gained or the price paid by an individual is an important 
factor in determining whether an employee will remain 
a member of an organisation. Therefore, offering awards 
that would satisfy the need for respect and self-realisation 
would help people in devoting themselves to their jobs 
physically, mentally, and emotionally.

In contrast, people live for the values and principles 
that they believe to be true. These abstract concepts are 
of greater importance than material factors, including 
career, and they determine the way people live and behave. 
Employees may remain in an organisation and engage with 
their job because they may believe their job is right and 
ethical. In fact, this study demonstrated that CD affects JE 
through this type of commitment. Therefore, to achieve 
JE for employees, who are an important factor in reaching Fig. 4 Moderator effect of OJ on the relationship between JE and CD

Table 4 Path coefficients and goodness of fit values related to OJ's moderator effect in the relationship between JE and CD

Standardised β s.e. p RMSEA* <0.08 CFI* >0.95 NFI* >0.90 CMIN / DF* <5 TLI* >0.90

CD → JE 0.297 0.89 0.000

0.074 0.97 0.975 2.587 0.981OJ → JE -0.331 0.78 0.000

CD_OJ → JE 0.438 0.71 0.089

* Goodness-of-fit values are arranged according to "acceptable" standards.
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organisational goals, the job should be right, ethical, and 
aligned with the values of the employee. The managers 
should create this environment and employ people whose 
values are in line with that of the organisation. Thus, align-
ing with the employee in terms of mission, vision, and val-
ues would contribute to creating this environment. 

Justice is the basis of everything, especially trust. No 
actions or words are meaningful without justice. Justice 
can be defined as having clear principles for the practices 
within the organisation, not treating people differently, and 
providing transparent explanations for different treatments. 
Therefore, the expected results may be different depending 
on whether there is justice or not. The results of this study 
showed that NC plays a mediating role between CD and 
JE, but OJ does not have a moderating role, which may 
be because the employees believe what they are doing is 

right and ethical. In fact, this study was conducted on aca-
demics, and members of this profession believe that their 
job contributes to society and is ethical. The scientists have 
a clear career path, and the respect they get from the soci-
ety and their peers depends on the quality of their work. 
Therefore, the results may be different in other sectors.

This research also has some limitations. The most 
important limitation is that this study was conducted only 
on academicians. Different results may be obtained if the 
research is carried out in different sectors. Another limita-
tion of the study is its longitudinal character. The fact that 
the study was conducted on a limited number of foundation 
universities within a specific geography may also be con-
sidered as a limitation. Future studies may investigate other 
organisational practices that may affect JE and other dimen-
sions of organisational commitment other than the NC.
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