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ABSTRACT The aim of this study is to reveal the impact of demographic features on teachers’work
engagement. The sample of the study consists a total of 433 primary school and branch teachers
working at primary and secondary schools located within the province of Kahramanmaras
during the academic year of 2014-2015. Path analysis was conducted using structural equation
modeling in the study. The findings showed that the model was found to be statistically
significant (CFI1=0.94; TLI=0.92; RMSEA=0.06; SRMR=0.04). The findings also revealed
that gender, marital status, age, branch and the educational status were not statistically
significant factors on teachers’ work engagement, but the effect of seniority variable is
statistically positive and significant. Based on the findings that teachers’ work engagement
increase the seniority, it is suggested that it might be benefited from the teachers who have
high seniority in areas such as counseling, mentoring, academic studies and management at
schools.

Keywords Work Engagement, Organization, School, Teacher.

Ogretmenlerin ise angaje olmalarinda demografik dzelliklerinin rolii

OZ Bu galismanin amact, dgretmenlerin demografik 6zelliklerinin ise angaje olmalari iizerine olan
etkisini ortaya ¢ikarmaktir. Aragtirmanmin &rneklemini 2014-2015 Egitim-Ogretim yilinda
Kahramanmaras 1li Merkezindeki ilkokullar ve ortaokullarda gérev yapan 433 sinif ve brans
Ogretmeni olusturmaktadir. Calismada yapisal esitlik modeli kullanilarak yol analizi (path
analysis) yapilmistir. Aragtirmada olusturulan modelin istatistiksel olarak anlamli oldugu
gortilmistir (CF1=0.94; TLI1=0.92; RMSEA=0.06; SRMR=0.04). Yapilan analiz sonucunda
cinsiyet, medeni durum, yas, brang ve egitim durumlarinin 6gretmenlerin ise angaje olmalarina
etkisi istatistiksel olarak anlamli bulunmazken, kidem degiskeninin etkisi istatistiksel olarak
pozitif yénde ve anlamli bulunmustur. Ogretmenlerin kidemlerinin artmasiyla ise angaje olma
diizeylerinin de arttig1 bulgusuna dayali olarak okullarda danismanlik, rehberlik, akademik
caligmalar ve yonetim gibi alanlarda kidemi yiiksek 6gretmelerden faydalanilabilecegi 6nerisi
getirilmistir.

Anahtar

Kelimeler Ise Angaje Olma, Orgiit, Okul, Ogretmen.
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GENISLETILMIS OZET

Okullar, egitim sistemlerinde iiretimin yapildigi yerlerdir ve hammaddeleri insandir. Toplumdan
aldiklar1 bu hammaddeyi isledikten sonra tekrar topluma sunuyor olmalar1 okullarin iistlendigi goérevin
O6nemini daha da arttirmaktadir. Okullar bu gorevleri ¢ogunlukla Ggretmenler araciligiyla yerine
getirmektedirler. Egitim orgiitlerinin etkililigi ve verimliligi ile egitim hizmetlerinin niteligi bu yoniiyle
ogretmenlerin etkililik, verimlilik ve niteliklerine baglidir.

Orgtsel verimlilik ve etkililik elde etmek, calisma hayatinin kalitesini yiikseltmek ve calisan refahini
arttirmak i¢in ¢alisanlarin isleri ile biitiinlesmeleri (Ardi¢ ve Polatci, 2009) yani islerine angaje olmalari
gerekmektedir. Ogretmenlerin islerine angaje olmalarr; islerini tutku ve cosku ile yapmalari, zihinlerini,
yiireklerini ve tiim varliklarim isi i¢in ortaya koymalari, islerine goniillerini katmalar1 anlamina
gelmektedir.

[lk olarak is diinyasinda ortaya ¢ikan “calisanin ise angaje olmasi” kavramimin kdkeni hakkinda bilgi
kesin olmasa da kavram ilk olarak 1990 yilinda Gallup Organizasyonu tarafindan kullanilmig ve
etnografik arastirmaci olan Khan (1990) tarafindan kavramsallastirilmistir (Schaufeli, 2012). Ise angaje
olma kavraminin alan yazinda farkli kullanimlarin oldugu goriilmekte, isle biitiinlesme, ise goniilden
adanma, ise tutkunluk, ise kapilma, ise ilgi duyma, ise baglilik gibi farkli kavramlarla
nitelendirilmektedir (Ardi¢ ve Polatgi, 2009; Esen, 2011; Kanten ve Yesiltas, 2013).

Uretilen hizmetin, iiriiniin ve isin niteligi daha ¢ok calisanin performansina baghdir. Arastirmalar
calisanin performansi ile isine angaje olmasi arasinda iligkinin oldugunu ortaya koymaktadir. Yiiksek
seviyede isine angaje olmus calisanlar daha enerjik, islerine adanmis ve kendilerini islerine
kaptirmislardir. Islerine angaje olmus calisanlar enerji dolu, sagliklarini ciddi bir sekilde olumsuz olarak
etkileyecek isle ilgili daha az stres rahatsizliklarindan sikayetgidirler (Roozeboom and Schelvis, 2015).
Yapilan deneysel arastirmalar sonucunda ige angaje olma diizeyinin yiiksek olmasi1 durumunda 6rgiitsel
sorumluluk ve artmis is memnuniyetinin yiiksek, devamsizigin daha az olacag: ortaya cikmustir. ise
angaje olma beraberinde iyilestirilmis saglik ve iyi olma halini, is gorenlerin daha fazla rol davraniglar
sergilemelerini, yiiksek performans géstermelerini, onleyici tedbirler alan is goren davranislarini ve
6grenmede motivasyonu beraberinde getirmektedir (Schaufeli ve Salanova, 2007).

Calisma ortaminda is goren davranislarina etki eden birgok unsur bulunmaktadir. Bu unsurlar ayni
zamanda is gorenlerin ise angaje olmalarini da etkilemektedir. Is gorenlerin islerine angaje olmalarina
etki eden bu unsurlar orgiitsel, kisisel, ¢cevresel ve is kaynakli unsurlar diye siniflandirmak miimkiindiir.
Farkl1 yazarlar ige angaje olma davranisinin birgok unsurdan etkilendigini belirtmektedirler. Berg (2013)
algilanan destegin; Mustosmaki, Anttila ve Oinas (2013) is zorluklarinin diistiriilmesi ve gorevle ilgili
takdir yetkisinin artirnlmasinin; Arifin, Afnan, Rahayu ve Djumahir (2014) orgutsel kiltir ve
doniisiimcii liderligin; Maslach, Schaufeli ve Leiter (2001) ise birey ve is arasindaki uyumun ise angaje
olmaya etki ettigini belirtmektedirler.

Gegmis calismalara bakildiginda yas, cinsiyet, meslek gruplari gibi demografik 6zelliklerin ise angaje
olmaya etkilerinin incelendigi goriilmektedir. Bu arastirmalarin sonuglarina bakildiginda ise ise angaje
olma ile sadece cinsiyet degiskeninin istatistiksel olarak anlamli iligkisine rastlanilmistir(Ugwu, 2013;
Kular, Gatenby, Rees, Soane ve Truss, 2008). Ardi¢ ve Polatc1 (2009) yaptiklart arastirmada isle
biitiinlesme, isle biitiinlesmenin boyutlari ve isle biitiinlesmeyi saglayacak stratejileri incelemisler, rgut
iginde ¢alisanlarin isle biitiinlesebilmelerinin enerji, aidiyet ve yeterlilik duygusuyla orgiitiin verimlilik
ve etkinliginin arttirilabilecegini ortaya koymuslardir. Esen (2011) tarafindan yapilan arastirmada
calisanlarin Orgiite cezbolmasi kavramina iligkin operasyonel tanimin yapilmasi ve kavramla ilgili
kapsamli bilginin verilmesi amag¢lanmistir. Kanten ve Yesiltas (2013) ise yaptiklar1 ¢alismada pozitif
Orgiitsel davraniglart kavramsal olarak incelemis, ise adanma kavraminin yerine ise ilgi duyma, ise
kapilma, isle biitiinlesme, ise baglilik, ise tutkunluk, ise cezbolma, ise angaje olma gibi kavramlarin da
kullanildig1 belirlemislerdir.

Yapilan ¢alismalara bakildiginda hem ¢aligmalarin niceliksel olarak hem de ise angaje olmaya etkisi
aragtirilan demografik 6zelliklerin say1 olarak sinmirli oldugu goriilmistiir. Bu caligmada gegmis
calismalardan farkli olarak cinsiyet, medeni durum, yas, brans, egitim durumu ve kidem degiskenlerinin
ayn1 anda ise angaje olmaya etkisi incelenmis, bu demografik degiskenlerin istatistiksel olarak ise angaje
olmanin ne kadarimi agikladigina bakilmistir. Bu yonlyle calismanin, Tlrkiye’de, demografik
Ozelliklerin ise angaje olma iizerine etkisinin incelendigi ilk ¢aligma niteliginde oldugu séylenebilir.
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Arastirma kapsaminda cinsiyet, medeni durum, yas, brans, egitim durumu ve kidemden olusan alti
demografik Gzelligin ayn1 anda ise angaje olmaya olan etkileri ortaya konulmaya calisilmistir. Bu
amagla 2014-2015 Egitim Ogretim Y1linda Kahramanmaras Ili Merkezindeki ilkokul ve ortaokullarda
gorev yapan siif ve bransg 6gretmenlerinden 433 Ogretmen arastirma orneklemine dahil edilmistir.
Arastirmada Schaufeli, Salanova, Gonzalez ve Bakker (2001) tarafindan gelistirilen ve arastirmaci
tarafindan Tirkc¢e uyarlamasi yapilan ise angaje olma Ol¢egi bu arastirma kapsaminda tek boyut
analizine tabi tutulmus, faktor ytklerinin belirlenmesi igin varimax dikdondiirme teknigi ile agimlayict
faktor analizine tabi tutulmus ve 6lgegin tek boyutlu oldugu sonucuna ulasilmistir. Olgegin tek boyutlu
yapisini dogrulamak icin MPLUS 7.0 programi kullanilarak dogrulayici faktor analizi yapilmig ve
Olcegin tek boyutlu yapis1 dogrulanmistir. Yapilan analiz sonucunda modelin istatistiksel olarak uyumlu
oldugu goriilmiigtiir. Model uyum indekslerine bakildiginda CFI, TLI degerlerinin 0,90’1n iizerinde
oldugu ve RMSEA ve SRMR degerlerinin 0.08’den kiigiik oldugu goriilmektedir. Kline (2010)’ e gore
modelin kabul edilebilir oldugu anlasilmaktadir (2(109,602)=333.38; CFI=0.95; TLI=0.96;
RMSEA=0.07; SRMR=0.03).

Yapisal esitlik modeli kullanilarak yapilan yol analizi sonucundan elde edilen bulgulara gore
demografik 6zelliklerin ise angaje olmanin %10’ unu agiklandig1 ortaya ¢ikmustir (R?=0.10; p<0.01).
Demografik degiskenler arasinda sadece kidem degiskenin anlamli oldugu goriiliirken (Bridem=.22,
p<0.05), diger demografik degiskenlerle ise angaje olma arasinda anlamli iliski bulunmamistir
(Beinsiye=-14, p=0.14; Bmedeni=.00, p=0.97; Pyas=.17, p=0.12; Porans=-21, p=0.08; Pegitim =.07, p=0.60).
Model uyum indekslerine bakildiginda CFI, TLI, degerleri 0,90’ lizerinde oldugu ve RMSEA ve
SRMR degerlerinin 0.08’den kii¢lik oldugu bulunmus ve modelin kabul edilebilir oldugu goriilmiistiir
(x*¥(205,602)=546.40; CFI=0.94; TLI=0.92; RMSEA=0.06; SRMR=0.04).

Ogretmenlerin kidemlerinin artmasiyla ise angaje olma diizeylerinin de arttig1 bulgusuna dayali olarak
arastirma sonucunda okullarda danismanlik, rehberlik, akademik ¢alismalar ve yonetim gibi alanlarda
kidemi yiiksek &gretmenlerden faydalanilabilecedi onerisi getirilmistir. Ogretmenlerin aile egitim
durumlari, gelir durumlari, ¢alistiklart sosyoekonomik ¢evre gibi farkli demografik o6zelliklerin
ogretmenlerin ise angaje olmalarina etkisinin incelenebilecegi onerisi arastirmacilar igin Oneri olarak
sunulmustur.
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INTRODUCTION

Schools are open societal systems founded so as to achieve educational and instructional goals. They
have various important tasks such as the realization of the goals of the educational system. The
significance of schools in the system is because of the fact that they are the primary means of education
as schools are social organizations that have the best relationship as well as being the most transparent
to the community (Turk, 1999). Schools are places that provide a common learning culture for students
who are from a variety of social environments (Schlechty, 2014).

Schools are places where the manufacturing takes place in systems of education, and raw materials are
human beings. After processing these raw materials, schools present these materials back to the society,
which further increases the importance of tasks that schools take on. Schools generally accomplish these
duties through teachers. One of the vital components of the social systems called school is teachers
(Bursalioglu, 2012). Today, in almost every country, teachers are considered as one of the most
important elements of education and instruction. Thanks to their various strengths, teachers’ job is to
improve “not-yet-fully-developed” individuals and to help a crude, raw, and insufficient structure
change into a state where it is developed and ready to mature. As the raw materials are individuals, the
task of “molding” of the individual is quite difficult (Tozlu, 1992). Teachers, as the manpower to fulfill
this task, are the determiners of the quality of educational and instructional activities. The quality of
education is directly related to teachers’ bonding with their jobs with passion and absorption.

Teachers have a key role in the realization of school goals. Work engagement of teachers, their passion
and absorption, their willingness to set their hearts, minds, and everything they possess on their jobs
mean that they are putting their hearts and souls into their jobs. Therefore, work engagement of teachers
has an important part in accomplishing goals of schools. In order to have organizational effectiveness
and productivity, to increase the quality of work life, and improve the welfare of workers, workers need
to be unique in their jobs (Ardic & Polatci, 2009).

Literature Review

Schaufeli (2012) states that the concept of workers being engaged in their jobs firstly emerged in the
business world, and it was first used by the Gallup Organization although the root of the concept is not
certain. The first academician to conceptualize engagement was Khan (1990), who was an ethnographic
researcher. Khan (1990) defines engagement as workers’ having themselves being made use of their
roles in their jobs, and after they get themselves hired for the position, workers’ display of physical,
cognitive, emotional, and mental performances for the sake of their roles in their jobs.

There is no consensus on the Turkish equivalent of the concept of work engagement. The concept of
work engagement is also characterized with different concepts such as integration with the job,
commitment to the job, passion for the job, getting carried away by the job, being interested in the job,
and job commitment (Ardic & Polatci, 2009; Esen, 2011; Kanten & Yesiltas, 2013). In some studies
regarding work engagement, although it seems that the concept of work engagement is intertwined with
concepts such as workaholism, absorption, job satisfaction, job involvement, organizational
commitment, and organizational citizenship behaviors, international literature indicates that these
concepts differ from the concept of work engagement, and it is also suggested that work engagement is
actually antecedent of the concepts of organizational citizenship behaviors, job satisfaction,
organizational commitment, dedication, absorption, job involvement (Saks, 2006; Halbesleben &
Wheeler, 2008; Xanthopoulou et al., 2009; Bakker & Bal, 2010; Alarcon, 2009: as cited in Kanten &
Yesiltas, 2013).

Schaufeli (2012) states that work engagement means involvement in daily life, commitment, passion,
absorption, commitment, focused effort, and energy; Schaufeli, Salanova, Gonzalez & Bakker (2001)
defines work engagement as a work-related, positive, and fulfilling state of mind that is characterized
by vigor, dedication, and absorption. Wildermuth (2008) mentions that work engagement is a persistent
state that may turn into enthusiasm, passion, high levels of concentration and energy. Kanten & Yesiltas
(2013) state that work engagement is workers’ having a positive attitude towards their jobs, in which
they are energetic, are committed to their jobs and absorb themselves in their jobs with passion.
Roozeboom and Schelvis (2015) defines work engagement as a positive behavior or a state of mind that
leads to positive results, effective and positive cognitive state, vigor, commitment, and absorption. Work
engagement has various definitions. Kular, Gatenby, Rees, Soane & Truss (2008), assert that work
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engagement of workers are conceptualized in different ways and there is no certain definition regarding
the concept of work engagement. Macey and Schneider (2008) state that there is an ambiguity in the
meaning of work engagement that has not yet been clarified by academicians and pragmatists. Work
engagement affects employees’ work performance. When the relationship between workers’
performance and work engagement is taken into consideration, it is essential to stress the significant
relationship between work engagement and the quality and quantity of the service produced. Workers
with a high level of engagement are more energetic, committed and absorbed into their jobs. Work
engagement behavior is directly related to psychology and work performance; workers who have work
engagement are full of energy, and they complain about few stress-related ailments that may seriously
influence their health (Roozeboom & Schelvis, 2015).

Empirical studies found out that organizational responsibility improves, job satisfaction increases, and
absenteeism is reduced in the cases where there is a high level of work engagement. Work engagement
leads to improved health and well-being, a display of more responsible behaviors of workers, high
performances, practical behaviors that take preventive actions, and motivation in learning (Schaufeli &
Salanova, 2007).

Work engagement behaviors are effective on meaningful work outcomes (Harter, Schmidt & Hayes,
2002: as cited in Roozeboom & Schelvis, 2015). As engaged workers have a tendency to respond
appropriate to sources provided to them by their organizations, they build stronger loyalty to their
organizations (Agyemang & Ofei, 2013). Therefore, it can be said that the most dominant factor
affecting teacher performance is work engagement (Arifin, Afnan, Djumahir & Rahayu, 2014).
Another study indicates that careers and physical health of engaged workers are affected at least three
times more positively when compared to those who are not effectively engaged in their jobs (Kular et
al., 2008). Work engagement (with energy and sense of belonging and competence) will improve the
productivity and effectiveness of organizations (Ardic & Polatci, 2009). Workers with high levels of
work engagement are more responsive to organizational activities; besides they are expected to be more
amiable and helpful to their colleagues; they mostly feel positive emotions such as happiness, optimism,
helpfulness in their jobs, and these positive emotions play an important role in improving organizational
productivity and workers’ being eager to obtain new information and skills (Bakker & Demerouti, 2008).
In this regard, engagement of workers is of vital importance for organizations. In conclusion, work
engagement results in positive outcomes for individuals and organizations.

There are several factors that affect behaviors of workers in a working environment. These factors also
influence the level of engagement of workers. They can be classified as organizational, personal,
environmental, and work-related factors.

As for the studies in which factors that affect work engagement have been analyzed; Lockword (2007)
noted that work engagement is affected by many factors such as organizational culture, institutional
communication, management upon trust and respect, leadership, and prestige of the organization affect
work engagement. Berg (2013) emphasized that another factor that affects work engagement is
perceived by support. Mustosmaki, Anttila & Oinas (2013) stated that decrease in difficulties of jobs
and increase in discretionary power is another factor of work engagement. While Arifin et al (2014)
implied that organizational culture and transformational leadership are other predictors that determine
work engagement Maslach, Schaufeli & Leiter (2001) indicated that harmony between individuals and
jobs also influences work engagement. As stated above, work engagement behavior is remarkable for
organizations and workers is affected by many organizational and non-organizational factors.
Employment of workers with high levels of work engagement results in positive outcomes for
organizations. Managers, therefore, should work on hiring workers with work engagement.

Revaling which demographic variables affect work engagement behavior that is highly significant for
the organization and its employees is the main purpose of the present study. Hence, two specific research
questions were posed:

1. Which demographic variable(s) significantly influence work engagement behaviours of teachers in
this study?

2. How much of the variance of work engagement behaviours of teachers are explained by demographic
variables?
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METHOD
This section presents population and sample, data collection tools and data analysis.

Population and Sample

Primary and secondary schools in central districts of Onikisubat and Dulkadiroglu in Kahramanmaras
were identified as the population of the study. Two-stage sampling was used, and the stratification
sampling method from probability-based sampling methods and also cluster sampling method was
employed in the study. Stratification method is employed in cases when there are sub-strata in a
population whose boundaries are determined or when there are groups of sub-units (Y1ildirim & SimSek,
2011). This method indicates that primary and secondary schools were considered to be separate strata.
Cluster sampling is used in situations where each cluster in the population individually (together with
all their components) has the equal chance to be selected (Karasar, 2000). The schools in the population
were considered to have similar properties and each school was regarded as a cluster. 23 institutions
were determined as the sample of the study through cluster sampling method.

According to data obtained from Kahramanmaras Provincial Directorate for National Education in 2014
academic year, there are 79 primary schools and 42 secondary schools in the central district of
Dulkadiroglu, and 147 primary schools and 80 secondary schools in the central district of Onikisubat in
Kahramanmaras. Of 2274 teachers working at primary and secondary schools in the central district of
Dulkadiroglu, 869 are primary school teachers and 1405 are branch teachers. Of 2201 teachers working
in primary and secondary schools in the central district of Onikisubat, 1346 are primary school teachers
while 855 are branch teachers. There are 4475 primary school and branch teachers in the primary and
secondary schools in the central districts of Dulkadiroglu and Onikisubat in Kahramanmaras, 2274 from
Dulkadiroglu and 2201 from Onikisubat. Regarding the minimum sample from the population, when it
is taken into consideration that, for a population of 5000 with %5 confidence interval, a sample of 356
is sufficient (Balci, 2011), and it has been determined that a sample consisting 433 participants is quite
sufficient.

Data Collection Tools

The study deployed one data collection tool. “The work engagement scale” developed by Schaufeli,
Salanova, Gonzalez & Bakker (2001) consists of 3 dimensions and 17 items. There are 6 items under
the dimension of Vigor (Cronbach’s Alpha value: 0.79), 5 items under the dimension of Dedication
(Cronbach’s Alpha value: 0.89), and 6 items under the dimension of Absorption (Cronbach’s Alpha
value: 0.72).

The work engagement scale developed by Schaufeli at al. (2001) (UWES: Utrecht Work Engagement
Scale) was adapted to Turkish by the researcher. After the adaptation, in the first value obtained from
the scale, the reliability was found to be 0.94 (Cronbach Alpha). It was observed that each item’s total-
item correlation was higher than 0.30. As a result of the exploratory factor analysis, the scale was
improved into a two-factor structure, and the two-factor structure of the scale was confirmed by means
of the structural equation modeling.

The Work Engagement Scale adapted into Turkish and confirmed to have two-dimensions as part of the
doctorate study by researcher was subjected to one-dimensional analysis different from the doctorate
study, and MPLUS 7.0 was used to confirm the one-dimensional structure of the scale to perform
confirmatory factor analysis. The model formed in the analysis is presented in Figure 1. In this model,
the measurement errors of two pairs of items are correlated (atl-at4; at-at10; at4-at17).
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Figure 1: The structure of confirmatory factor analysis of the work engagement scale.

Upon examining the model fit indexes, it has been recorded that CFI and TLI values are over 0.90, and
RMSEA and SRMR values are below 0.08. According to Kline (2010), it appears that the model is
acceptable.

Data Analysis

The study has examined to what extent demographic variables explain work engagement. Thus, path
analysis was performed by means of the structural equation modeling in MPLUS 7.0. The reason why
this model was used is that work engagement is a latentvariable (Schumacker & Lomax, 2004). In this
model, work engagement has been considered as the dependent variable and seniority, educational
background, marital status, age, gender, and branch as the independent variables.

FINDINGS

Figure 2 displays the model indicating the effect of demographic properties on work engagement.
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Figure 2: The model indicating the effect of demographic properties on work engagement.
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Examining the model fit indexes, it has been observed that CFI and TLI values are over 0.90, and
RMSEA and SRMR values are below 0.08; therefore, it has been noted that the model is acceptable
depending on Kline (2010).

Based upon the findings, 10% of work engagement can be explained by the demographic variables
(R?=0.10; p<0.01). While only the variable of seniority seems to be significant among the demographic
variables (Bsenioriy=-22, p<0.05), work engagement and other demographic variables is free from a
significant difference (Bgender=.14, p=0.14; PBmaritaistatis=.00, p=0.97; Bage=-17, p=0.12; Poranch=-21, p=0.08;
Beducation=-07, p=0.60). In this context, it may be wise to emphasize that demographic characteristics that
are included in the study as well the different demographic characteristics and /or different variables
have an impact upon the teachers’” work engagement.

DISCUSSION and CONCLUSION

In the current study, efforts were made to find out whether work engagement behaviors of teachers vary
across some demographic variables. On this point, 433 classroom and branch teachers working at the
primary and secondary schools in the central districts of Onikisubat and Dulkadiroglu within the
province of Kahramanmaras during the academic year of 2014-2015 were included in the sample of the
study.

This research carried out the confirmatory factor analysis of “Work Engagement Scale” developed by
Schaufeli (2001) and adapted into Turkish by researcher in order to confirm the one-dimensional
structure of the scale.

The study also aims to explore whether work engagement of teachers significantly differs depending on
some demographic variables. As a result of the study, it has been revealed that there is no significant
relationship between work engagement behaviors of teachers and the variables of educational
background, marital status, age, gender, and branch; however, a significant relationship has been
observed between work engagement and the variable of seniority. There has been positive and poor
relationship between work engagement seniority, thus seniority and work engagement increase,
collaterally.

In the study carried out by Ugwu (2013), it has been found that there is a slight difference in work
engagement in favor of male participants, that this difference creates a significant relationship, and there
is no significant relationship between work engagement and age.

The study conducted by Kular et al. (2008) indicates that females are more engaged in their works
compared to men and females who have more job satisfaction. Kular et al. (2008) shows that novice
workers have the highest levels of work engagement contrary to the findings in this study. This may
arise from the optimism and excitement resulting from starting a new job as emphasized by the
researchers. Contrary to the findings of this study, Agyemang and Ofei (2013) found out that there is no
significant relationship between seniority and dedication of workers. Likewise, the findings in the study
conducted by Malekiha & Abedi (2014) also suggested that there is no significant relationship between
work engagement and demographic variables.

In their study, Ozer, Saygili & Ugurluoglu (2015) concluded that there are statistically significant
differences in the levels of engagement of workers in terms of educational background and gender;
however, seniority, gender, and marital status are free from a significant difference.

Kuruuzum, Irmak & Cetin (2010) noted that gender and education have an effect on merely service
sector workers’” work committment while it is not affected by marital status, age and working hours. In
the study carried out by Bostanci and Ekiyor (2015), it has been found that gender, age, education level
and professional experience do not significantly differ in terms of work dedication scores.

This study is considered to provide contributions for the field in terms of the relationship between work
engagement behavior and demographic variables. In this study, the confirmatory factor analysis of the
work engagement scale adapted by researcher was performed to translate it into an appropriate form that
can be employed in Turkey. Furthermore, the relationship between work engagement behaviors and the
variables of seniority, educational background, marital status, age, gender, and branch was observed.
There is also no relationship between work engagement behaviors and the variables of marital status,
educational background, age, gender, and branch; however, a significant difference has been determined
between work engagement and seniority variables.
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The findings of this study showed that the seniority level increases as work engagement increases among
teachers. In this regard, senior teachers are suggested to be in charge of specific areas of schools, such
as counseling, guidance, academic studies, and administration. The results of this study are limited to
the sample of the study and the demographic properties of the participants. Within the scope of this
study, 6 different demographic variables of teachers — seniority, educational background, marital status,
age, gender, and branch — were examined. In future studies, different demographic variables may be
discussed and studies may be employed to different samples.
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