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Abstract
Psychological status of employees and feelings of belonging to the organization have gained considerable 
momentum within organizations. In this study the impact of perceived organizational support on 
organizational depression and dedication is examined. To do that a questionnaire form consisting of 
four parts was applied to 237 participants that were reached by convenience sampling method. All the 
filled questionnaire was included in the analysis. The demographic information form is in the first 
part, “Organizational Depression Scale” developed by Sezer (2011) is in the second part, “Perceived 
Organizational Support Scale-Short Form” developed by Eisenberger et al (1992) and adapted to Turkish 
by Öztürk and Eryeşil (2016) is in the third part, “Job Engagement Scale” developed by Rich et al (2010) 
and adapted to Turkish by Kurtpınar (2011) is in the fourth part of the questionnaire form. Confirmatory 
factor analysis method within the scope of validity of the scales, item analysis (inter-item correlations, 
Cronbach Alpha) method within the scope of the reliability were used. Based on the result, the perception 
of organizational support has a negative and significant effect on organizational depression, and a positive 
and significant effect on organizational dedication. Perception of organizational support, organizational 
depression and organizational dedication levels do not significantly differ by gender, marital status and 
generations.
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Öz
Çalışanların psikolojik durumları ve örgüte ait olma duyguları örgütler için önemli bir ivme kazanmıştır. 
Örgütsel destek algısının örgüt depresyonu ve adanmışlık üzerindeki etkisinin incelendiği bu çalışmada, 
kolayda örnekleme yöntemi ile ulaşılan 237 katılımcıya dört bölümden oluşan bir anket formu online olarak 
uygulanmıştır. Doldurulan tüm anketler analizlere dahil edilmiştir. Anket formunun birinci bölümünde 
demografik bilgi formu, ikinci bölümünde Sezer (2011) tarafından geliştirilen Örgüt Depresyonu Ölçeği, 
üçüncü bölümünde Eisenberger ve arkadaşları (1992) tarafından geliştirilen ve Öztürk ve Eryeşil (2016) 
tarafından Türkçe’ye uyarlanan Algılanan Örgütsel Destek Ölçeği – Kısa Formu, dördüncü bölümünde 
Rich ve arkadaşları (2010) tarafından geliştirilen ve Kurtpınar (2011) tarafından Türkçe’ye uyarlanan 
Örgütsel Adanmışlık Ölçeği yer almaktadır. Ölçeklerin geçerlik çalışmaları kapsamında doğrulayıcı faktör 
analizi; güvenirlik çalışması kapsamında madde analizi (madde toplam korelasyonu ve Cronbach Alpha) 
yöntemleri kullanılmıştır. Araştırma sonucuna göre, örgütsel destek algısının örgüt depresyonu üzerinde 
negatif yönlü ve anlamlı etkisi, örgütsel adanmışlık üzerinde ise pozitif yönlü ve anlamlı etkisi vardır. 
Örgütsel destek algısı, örgüt depresyonu ve örgütsel adanmışlık cinsiyete, medeni duruma ve kuşaklara 
göre anlamlı farklılık göstermemektedir.
Anahtar Kelimeler: Örgütsel destek algısı, örgüt depresyonu, adanmışlık
JEL Sınıflaması: L00, L20, L29

1. Introduction

It has become much more difficult to survive in a rapidly changing world for organizations. Especially, 
recent researches on digital transformation, automation and artificial intelligence is shown that it will 
require a faster conversion in organizational structures, competencies expected from employees and 
in business processes. Organizational dedication of employees is only %17 in Turkey according to 
“The Future of Our Business: Turkey’s Talent Transformation in the Digital Age” research report 
conducted by McKinsey in Turkey (Huchzermeier et al., 2019). Factors such as salary and benefits 
are not sufficient for employees to continue working in a business. Today’s employees want spiritual 
support as well as financial opportunities.

In line with the increasing demands of the new generations, positive organizational behavior variables 
(hope, optimism, resilience and self-efficacy), which have become increasingly important after 2000, 
have become important for business (Çalışkan, 2014: 363). Within the framework of the research 
model, the concepts of “organizational depression”, which is a negative employee behavior that may 
be associated with positive organizational behavior variables, and the “organizational dedication and 
perceived organizational support “ concepts, which are accepted as part of the positive organizational 
behavior trend, were selected as variables to be examined.

Considering all these developments, attract and retain qualified manpower for organizations is 
much more difficult. In addition, due to rapid changes at the organizational level, the support of 
organizational effort to empower the employees and adding meaning to job have become more 
important. There is not a research that examines the impact of perceived organizational support on 
organizational depression and dedication. To help fill this need, the authors investigate the impact of 
the perceived organizational support on organizational depression and dedication in this research. In 
the research model were defined perceived organizational support is which as independent variable, 
and organizational depression and organizational dedication as dependent variables.
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The perception of organizational support will be discussed first, then the concepts of organizational 
depression and organizational commitment will be explained in this study. Then, the research and 
results will be explained by associating these three concepts with the theoretical background.

2. Literature Review

2.1 Perceived Organizational Support

Workplaces provide employees moral opportunities as well as financial opportunities. Employees 
want to know that they are supported by the organization they work for. Perceived organizational 
support is a concept that expresses the efforts of its employees are noticed by the organization. In this 
context, perceived organizational support ensures employee happiness and increases satisfaction.

Organizational support means that the organization cares about the well-being of its members, and 
to being interested with complaints, and attempt to help employees who have problems and treating 
them fairly (Akçakanat, Uzunbacak & Köse, 2018). The perception of organizational support can 
be considered a psychological contract shaped by the belief that the organization gives value to the 
employee and the support it gives to its personal well-being (Chen et al., 2009). Researches show 
that perception of support is created by considering performance-reward relationship between 
managers and employees and this perception has many benefits (Eisenberger &Stinglhamber, 2011). 
In particular, human resources practices, opinions about organizational justice and the structure of 
work effect to support perception (Stinglhamber, 2020). Similarly, appreciation of the employee is 
causing to develop positive feelings for work and more efforts are being made to achieve organizational 
goals. When evaluated within the scope of social change theory the behavior of employees is shaped 
according to the social relationships they are in (Blau, 1964).

Consequently, social relations of the employee have two determinants and perceived organizational 
support is one of these determinants. Another determinant is perceived manager support. In 
accordance with the reciprocity principle, support which is believed to come from the organization 
requires the employee to help the organization or at least avoiding harmful behavior (Düşükcan, 
Demirel & Sezgin, 2019). The support provided by the organizations (such as work-private life 
balance) is perceived abstractly more than the support provided by the managers (such as mentoring, 
wage increase) (Probst et al., 2018). However, considered that managers are affected by the norms 
and culture of the organization, the support provided by the manager is also part of the perception 
of organizational support. According to Levinson (1965), the person’s behavior is attributed to the 
organization, and employees give tangible appearance by personalizing organization. This is because; 
the organization’s culture, norms and policies and responsibility of the employee are effective on the 
formation of the roles within the organization, maintenance and the power to be exhibited (Diken 
et al., 2019).

The value the organization gives to its employees may be a sign that they are accepted and requested 
within the organization. The fact that the organization meets the needs of the employees, caring 
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about the contributions of the employees and caring for their interests may cause the employees 
to respond to the benefit of the organization (Demircan &Yıldız, 2009). Organizations wishing 
to increase the perceived organizational support are recommended to act on the following issues 
(Özdevecioğlu, 2003: 116):

• Consider the creative ideas, suggestions and criticisms of the employees and put these 
suggestions into practice,

• Provide occupational safety to the employees,
• Ensure that human relations within the organization are positive,
• Improving internal communication,
• Treat employees fairly and equally,
• Working for the happiness of the employees,
• Ensure the participation of employees in decisions.

Actions that increase perceived organizational support reduce employee depression and increase 
employee commitment (Akabas & Kurzman, 2005: 217) and was found as a significant variable on 
impacting employee commitment (İnce, 2016).

2.2. Organizational Depression

Hippocrates is the person who made first the clinical description of depression, defined as melancholy 
in ancient times in the fourth century BC (Beck, 1975). Depression is an affective disorder with 
traces in Egyptian, Chinese and Greek inscriptions; lived in human history for more than 2000 years 
(Olshan, 1982). While it is normal emotion for every person to feel sadder and more troubled from 
time to time, when this negative emotion persists for a long time starts problems to communication, 
focus and decision making (McGraw-Hill, 2016). Changes in both emotion and behavior are observed 
of the person who is depressed. The emotional, cognitive, motivational and physical symptoms of 
depression are listed below (Smith et al., 2016):

• Emotional symptoms: sadness, anhedonia,

• Motivational symptoms: Passivity, not being inclined to start or continue activities,

• Cognitive symptoms: Negative thoughts about self, despair, low concentration, poor memory, 
confusion,

• Physical symptoms: Appetite and sleep patterns changes, fatigue, increased pain and aches.

Depression is a disease reduces to person’s joy of living; causing introverted and that reduces the 
pleasure it receives from life. The person who is depressed does not enjoy from life and does not want 
to live and they tend to commit suicide (Yüksel, 2006). Depression is a psychiatric disorder and it is a 
public health problem with common of 20% among adults (Güleç, 2014). Nine symptoms have been 
defined as the criteria for depression (DSM-V) for a person to be diagnosed with depression. Person 
must experience at least five of these nine situations. These situations are; to be in emotional distress 
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for most of the 24 hours, excessive weight gain or loss, excessive or inadequate sleep, approaching 
to events with excessive agitation or unresponsiveness, feeling weak and tired, self-blame and feel 
insignificant, difficulty focusing, not seeing life as valuable, proximity to suicide. (Köroğlu, 2014).

Depression that is specific to human, it can be seen in organizations with cultural and structural 
features such as people (Gray, 2008). Joy of life itself shows in organizations, as reluctance, 
unhappiness, not being enthusiastic, doing business or attempting. Employees loses joy of life when 
depressed (Dökmen, 2004). Employees with depression lose their will to work and they do not plan 
or work for the future in organizations. In a sense that it can be said that they have lost their vision 
(Toytok & Uçar, 2018).

Despair is the most important indicator of depression within the organization (Sezer, 2010). There 
are several symptoms that show depression in addition to despair within organization (Bell DeTienne 
et al., 2020):

• No effort to reach a common vision,

• Closedness and reluctance to change,

• Inefficiency,

• Boredom and unwillingness between the employees,

• Difficulties and delays when decision making,

• Discomfort, increased absenteeism, leaving from job,

• Communication problems between units when need,

• Not striving for performance and success and not being willing.

 Stress, burnout, organizational culture and organizational alienation constitute are the organizational 
factors. Communication and management styles of managers, psychological violence, communication 
and conflict between employees are the managerial factors and personality traits, individuals’ culture 
and prejudices constitute are the personal factors (Aktürk, 2019).

Organizational depression negatively affects efficiency and effectiveness in the organization’s 
activities and even can be cause it to disappear (Gray, 2008). There are many studies indicates the 
negative effects of organizational depression on organizational performance and efficiency (Cohen 
& Cohen, 1993; Bilchik, 2000; Dökmen, 2014). Organizational depression varies depending many 
factors such as socio-demographic characteristics, organization’s practices, and managers. It has 
been reported in researches on depression that women are twice prone to depression than men 
as likely due to both their biological structure and negative emotions (Gerrig, Zimbardo, 2015). 
While person’s depression varies according to the sex, organizational depression does not differ with 
respect to gender and marital status (Bakan et al., 2014, Çeler, 2015; Keleş, 2016; Turhan, 2019; Uçar, 
2016). As people grow older, their resilience increases with their experience in business life, but their 
depression decreases in parallel with the stress they experience (Bakan vd., 312).
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2.3. Organizational Dedication

Organizational dedication is defined as the employees have a strong belief in the aims, and values 
of the organization and willingness for intensive efforts exerted to achieve these objectives (Boylu, 
Pelit & Güçer, 2007, Taştan, 2014). Dedication represents a strong commitment to working and 
covers the sense of materiality, enthusiasm, inspiration, pride and struggle cases. Employees who 
are dedicated thinks that; their job is interesting, that requires struggle, that serve a purpose and 
that significant; their job gives them inspiration; therefore, they work eagerly, and they are proud 
from their job. In this case dedication is the focus of the employee on his job and that he was happily 
caught up in the workflow (Çalışkan, 2014). Dedication is about the employee’s commitment to 
job, and closely to the mutual expectations between the employee and the organization (Gill & 
Mathur, 2007).

Dedication is shaped in accordance with the individual’s perception of self-image and paying attention 
to performance (Firal et al. 2017). Dedication (can also be described as conscientious initiative and 
organizational citizenship) means to act with great desire to successfully complete an own task or 
voluntarily performing tasks that are not part of the job, and demand challenging tasks. Dedication 
contains interpersonal support, collaboration, and helping improve co-worker’s performance. It 
ensures the protection of interpersonal and social context for the effective performance of duties 
(Harzer & Ruch, 2014).

Dedication has three dimensions: cognitive, physical and emotional (Yavan, 2016). Emotional 
dedication is expression of some psychological conditions (meaningfulness, trust etc.). Cognitive 
dedication is that the employee always ready for job, show vitality, and aware what expected from 
him. Physical dedication is an indication of the physical involvement to the job (Aytekin, 2016).

Important studies have been carried out to determine the factors that increase the level of 
organizational dedication, which has particularly important consequences for both the individual 
and the organization. The sense of having a meaningful job depends on the high harmony between 
the work and the employee and finding themselves valuable and important while doing their work 
(Kahn, 1990). It has been stated that personnel empowerment and similar practices indirectly 
increase the dedication of the employees to the job (Laschinger vd., 2009).

Organizational dedication positively affects organizational performance (Sonnentag, 2003). 
Organizational dedication supports the employees to use their capacity at the highest level, while 
having a positive effect on the performance of the company (Manfred & De Vries, 2001: 40). 
Also, organizational dedication mediates the relationship between leader-member exchange and 
organizational citizenship behaviors (Muldoon et al, 2017).

Psychological status of employees and feelings of belonging to the organization have gained 
considerable momentum within organizations. Organizational depression is one of the 
psychological negative situations of employees that have been on the agenda in recent years. 
Organizational depression has the opposite effect of organizational dedication. Organizational 
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depression negatively affects efficiency and effectiveness in the organization’s activities and even 
can be cause it to disappear (Gray, 2008). There are many studies indicates the negative effects of 
organizational depression on organizational performance and efficiency (Cohen & Cohen, 1993; 
Bilchik, 2000; Dökmen, 2014).

Findings from the research conducted by İnce (2016) showed that organizational support is an 
effective factor on organizational dedication. According to this result, as employees’ perception 
of organizational support increases, their level of organizational dedication also increases. In the 
light of these results, the fact that the companies take into consideration the following points can 
provide important gains for them. If employees are asked to take initiative, be satisfied with their 
work, feel loyalty to the organization and have low intention to quit, their organizational dedication 
should be increased. In short, it is possible to use its physical and mental energy for the benefit 
of the organization by dedicating itself to the work. However, the employee who is committed 
to his job can be expected to perform at a high level. At this point, increasing the perception 
of organizational support of employees is an important factor in increasing their organizational 
dedication.

Perceived organizational support, dedication and organizational depression are variables that affect 
organizational performance. It is considered that there is a positive relationship between the three 
of the organizational dedication and organizational depression considering the characteristics of the 
perceived organizational support perception. The following hypotheses have been developed with 
a perspective matured by these thoughts. The purpose of this research is to analyze the impact of 
perceived organizational support on organizational depression and dedication.

In the research model were defined perceived organizational support is which as independent variable, 
and organizational depression and organizational dedication as dependent variables (Figure 1).
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Figure 1: Research Model

The hypotheses of the research are as follows:

H1: The perceived organizational support has a negative and significant effect on organizational 
depression.

H2: The perceived organizational support has a positive and significant effect on organizational 
dedication.
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3. Research Methodology, Analyses and Results

3.1. Sampling and Data Collection

A questionnaire form was applied to 237 participants from different sectors that were reached by 
convenience sampling method within 3 months. All the filled questionnaire was included in the analysis.

A questionnaire form consistsing of four parts was used in the study. Demographic information 
form is located on the first section of the questionnaire consisting participants’ gender, age, marital 
status, education level, working period in the business, position in the business, working period in 
the position, total working period and number of employees in the business.

Organizational Depression Scale developed by Sezer (2011) is located on the second section of the 
questionnaire form. The scale consists of a five-point Likert type (1: strongly disagree, 5: strongly 
agree) 42 items and a dimension. The high score it means the high level of organizational depression 
of the employees after reversed were 24 items (1, 2, 6, 7, 8, 9, 11, 14, 15, 19, 20, 21, 23, 25, 26, 27, 29, 
31, 33, 34, 35, 37, 40, 42) with positive expressions.

In the third part of the questionnaire form located, Perceived Organizational Support Scale – Short 
Form – developed by Eisenberger et al. (1992) and adapted to Turkish by Öztürk and Eryeşil (2016). 
The scale consists of a five-point Likert type (1: strongly disagree, 5: strongly agree) 10 items and a 
dimension. The high score it means perceived organizational support is high by the employees.

In the fourth part of the questionnaire form located, Job Engagement Scale (referred to as 
Organizational Dedication in this study) developed by Rich et al. (2010) and adapted to Turkish by 
Kurtpınar (2011). The scale consists of a five-point Likert type (1: strongly disagree, 5: strongly agree) 
18 items and three dimensions (cognitive, physical, emotional dedication) consisting of 6 items each. 
The high score it means perceived organizational support is high by the employees. The high scores 
on the scale it means, employee behavior towards organizational dedication is the high level.

3.1.1. Validity and Reliability Analysis Results of the Organizational Depression Scale

In the first phase of the CFA performed in accordance with the original structure of the organizational 
depression scale (42 items and one dimension), it was determined that the factor loads of all items 
were not within the appropriate ranges and the model fit indices were not at the appropriate levels. 
Therefore, the items with low factor load affecting the model fit were removed from the scale starting 
from the lowest factor load and on the basis of modification indices and theoretical relevance, 
seventeen covariance were added (i1-i2, i31-i35, i16-i18, i7-i8, i19-i23, i18-i21, i13-i28, i11-i19, 
i31-i33, i20-i31, i16-i26, i14-i42, i16-i28, i14-i37, i11-i37, i9-i33, i6-i23), and the results in Table 
1 were obtained. According to the results in Table 1, and Figure 2 the model fit indices generally 
reached a very good level and it was determined that factor loads were in appropriate ranges after 
removing from the scale 15 items with inappropriate factor load, and covariance connections suitable 
to modification suggestions.
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Table 1: Model Fit Indices of Organizational Depression

Indices CFA
42 items and a dimension

CFA*
27 items and a dimension

X2/df 2.728 1.941
RMSEA .086 .063
SRMR .076 .046

GFI .634 .850
NNFI .737 .924
CFI .750 .933

Factor Load (min/max) .15/ .82 .50 / .83
*With covariance connections

Figure 2: CFA Diagram of Organizational Depression Scale

CFA and item analysis results are shown in Table 2. According to the validity and reliability analysis 
results in Table 2, it been identified factor loadings of all items were appropriate range in the 
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organizational depression scale, and t values are significant at the level of 0.01. The Cronbach Alpha 
coefficient of the scale was determined as .96, and the item-total correlation was found to be higher 
than .30 (between.54 and .80) for all items in the scale. According to validity and reliability analysis, it 
was determined that the scale of organization depression is a reliable and valid scale with its 27 items 
and one-dimensional structure.

Table 2: CFA and Item Analysis Results of Organizational Depression Scale

Item No Std. β t r Item No Std. β t r
1 .59 .61 21 .83 9.90** .80
2 .75 12.53** .75 23 .78 9.48** .76
6 .75 9.26** .73 25 .78 9.55** .76
7 .68 8.67** .69 26 .82 9.80** .77
8 .68 8.64** .70 27 .77 9.43** .75
9 .73 9.13** .71 28 .62 8.11** .63

11 .64 8.24** .63 29 .68 8.65** .66
13 .54 7.33** .56 31 .68 8.69** .67
14 .73 9.12** .71 33 .70 8.86** .70
15 .83 9.91** .80 34 .54 7.33** .54
16 .58 7.66** .58 35 .62 8.09** .61
18 .66 8.47** .67 37 .71 8.91** .67
19 .50 6.86** .50 42 .73 9.09** .73
20 .79 9.57** .76

α=.96
r: Item-Total Correlation **p<.01

3.1.2. Validity and Reliability Analysis Results of the Perceived Organizational Support Scale

In the first phase of the CFA performed in accordance with the original structure of the perceived 
organizational support scale (10 items and one dimension), it was determined that the factor loads 
of all items were within the appropriate ranges. But the model fit indices were not at the appropriate 
levels. Therefore, covariance connections were made primarily, on the basis of modification indices 
and theoretical relevance, three covariance were added (i2-i3, i2-i9, i4-i5) and the results in Table 
3 were obtained. According to the results in Table 3, and Figure 3 the model fit indices generally 
reached a particularly good level and it was determined that factor loads were in appropriate ranges 
after covariance connections suitable to modification suggestions.

Table 3: Model Fit Indices of Perceived Organizational Support Scale

Indices CFA
10 items and a dimension

CFA*
10 items and a dimension

X2/df 3.904 2.514



106

Gülbeniz AKDUMAN • Zeynep HATİPOĞLU

RMSEA .111 .080
SRMR .045 .035

GFI .886 .937
NNFI .916 .956
CFI .935 .969

Factor Load (min/max) .57/ .86 .56 / .84
*With covariance connections

Figure 3: CFA Diagram of Perceived Organizational Support Scale

CFA and item analysis results are shown in Table 4. According to the validity and reliability analysis 
results in Table 4, it been identified factor loadings of all items were appropriate range in the perceived 
organizational support scale, and t values are significant at the level of 0.01. The Cronbach Alpha 
coefficient of the scale was determined as .93, and the item-total correlation was found to be higher 
than .30 (between.56 and .81) for all items in the scale. According to validity and reliability analysis, 
it was determined that the perceived organizational support scale is a reliable and valid scale with its 
10 items and one-dimensional structure.
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Table 4: CFA and Item Analysis Results of Perceived Organizational Support Scale

Item Std. β t r α
1 .81 .77

..93

2 .78 13.39** .73

3 .84 14.87** .81

4 .81 14.18** .79
5 .56 8.89** .56

6 .69 11.58** .67

7 .78 13.65** .75
8 .79 13.68** .75

9 .74 12.49** .70
10 .79 13.88** .76

r: Item-Total Correlation **p<.01

3.1.3. Validity and Reliability Analysis Results of the Organizational Dedication Scale

In the first phase of the CFA performed in accordance with the original structure of the organizational 
dedication scale (18 items and 3 dimension), it was determined that the factor loads of all items 
were within the appropriate ranges. But the model fit indices were not at the appropriate levels. On 
the basis of modification indices and theoretical relevance, two covariance were added. Therefore, 
covariance connections were made primarily, on the basis of modification indices and theoretical 
relevance, eight covariance were added (i1-i2, i4-i5, i7-i11, i10-i12, i11-i12, i14-i18, i16-i17, i17-i18) 
and the results in Table 5 were obtained. Based on the results in Table 5, and Figure 4, the model fit 
indices generally reached a particularly good level and it was determined that factor loads were in 
appropriate ranges after covariance connections suitable to modification suggestions.

Table 5: Model Fit Indices of Organizational Dedication Scale

Indices CFA
18 items and 3 dimensions

CFA*
18 items and 3 dimensions

X2/df 3.051 2.396
RMSEA .093 .077
SRMR .051 .046

GFI .841 .893
NNFI .919 .945
CFI .930 .955

Factor Load (min/max) .50/ .92 .49 / .92
*With covariance connections
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Figure 4: CFA Diagram of Organizational Dedication Scale

CFA and item analysis results are shown in Table 6. According to the validity and reliability analysis 
results in Table 6, it been identified factor loadings of all items were appropriate range in the 
organizational dedication scale, and t values are significant at the level of 0.01. The Cronbach Alpha 
coefficient of the scale was determined as .96; and the Cronbach Alpha coefficient of the dimensions 
were determined between .89 and .94. The item-total correlation was found to be higher than .30 
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(between.45 and .86) for all items in the scale. According to validity and reliability analysis, it was 
determined that the organizational dedication scale is a reliable and valid scale with its 18 items and 
one-dimensional structure.

Table 6: CFA and Item Analysis Results of Organizational Dedication Scale

Dimension Item Std. β t r
α

(.96)

Physical 
Dedication

1 .75 .69

.92

2 .85 15.43** .74
3 .74 11.53** .61
4 .83 13.03** .76
5 .80 12.44** .74
6 .84 13.25** .73

Emotional 
Dedication

7 .89 .79

.94

8 .80 16.00** .77
9 .85 18.23** .79

10 .89 19.76** .76
11 .87 16.30** .75
12 .88 18.99** .76

Cognitive 
Dedication

13 .83 .80

.89

14 .90 18.08** .85
15 .92 18.69** .86
16 .49 7.89** .45
17 .70 12.17** .67
18 .82 15.31** .78

r: Item-Total Correlation **p<.01

3.2. Sample of the Study

Frequency and percentage distribution according to the demographic characteristics of the 
participants are shown in Table 7.

Table 7: Distribution of Participants According to Demographic Features

Demographic Variable Groups n %

Gender Female 142 59.9
Male 95 40.1

Marital status The married 89 37.6
Single 148 62.4

Age (generation) Generation X (1965-1979) 46 19.4
Generation Y (1980-1979) 191 80.6
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Education level

High school 65 27.4
Associate degree 71 30.0

Undergraduate degree 75 31.6
Graduate 26 11.0

Working period in this 
organization

Less than 1 year 49 20.7
1-3 years 80 33.8

4 years and above 108 45.6

Position Non-executive 172 72.6
Manager 65 27.4

Working period in this 
position

Less than 1 year 50 21.1
1-3 years 84 35.4

4 years and above 103 43.5

Total working period

Less than 2 years 47 19.8
3-5 years 65 27.4

6-10 years 39 16.5
11 years and above 86 36.3

Total number of employees 
in this organization

1000 people 82 34.6
1000-3000 people 101 42.6

3001 or more people 54 22.8

Participating in the research (N=237), 59.9% are female and 40.1% are male. 37.6% of the participants 
are married and 62.4% are single. 37.6% of the participants are married and 62.4% are single.

There are different generation classifications made by different researchers. Oblinger & Oblinger 
(2005) classification which is often used in Turkey is used in our research. 19.4% of the participants 
are in the X generation (1965-1979) and 80.6% in the Y generation (1980-1999) group. 27.4% of the 
participants studied at high school, 30% at associate degree, 31.6% at undergraduate degree and 11% 
at graduate level. Working period of 20.7% of the participants are less than 1 year, 33.8% of them 
are 1-3 years, 45.6% of them are 4 years and above in the organization. 27.4% of the participants are 
executive in the organization. Working period of 21.1% of the participants are less than 1 year, 35.4% 
of them are 1-3 years, 43.5% of them are 4 years and above in the position. Total working period of 
19.8% of the participants are less than 2 year, 27.4% of them are 3-5 years, 16.5% of them are 6-10 
years, 36.3% of them are 1 years and above. Total number of employees of 34.6% of the participants 
are less than 1000 people, 42.6% of them are 1000-3000 people, 22.8% of them are 3001 people and 
above in the organization.

3.3. Analysis of Data

Confirmatory factor analysis method within the scope of validity of the scales, item analysis (inter 
item correlations, Cronbach Alpha) method within the scope of the reliability was used.

Confirmatory factor analysis (CFA) is a highly advanced technique based on testing theories about 
latent variables and used in advanced research. It is an analysis in which a previously defined and 
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restricted structure is tested as to whether it is validated as a model. Common used are “The ratio 
of chi-square statistics to degree of freedom (X2 / sd)”, “Statistical significance of the individual 
parameter estimation (t value)”, “Residual fit indexes (SRMR, GFI)”, “fit indices based on independent 
model (NFI, NNFI, CFI)”, and “Root mean square error of approximation (RMSEA)” fit indices 
to evaluate model fit in structural equation models (Çokluk, Şekercioğlu & Büyüköztürk, 2010). 
Expected coefficients for the model fit indices are shown in Table 8.

Table 8. Model Fit Indices

Indices Good Perfect Good
X2/df < 5 <3

RMSEA ≤.10 <.08
SRMR ≤.08 <.05

GFI ≥.90 >.95
NFI ≥.90 >.95

NNFI ≥.90 >.95
CFI ≥.90 >.95

Source: Çokluk, Şekercioğlu & Büyüköztürk, 2010.

Cronbach Alpha technique is used as an item analysis method to examine the consistency 
between test scores. Cronbach Alpha shows internal consistency and is generally expected to 
be above.70. The item total correlation used in is another item analysis method in order to 
explain the relationship between the scores obtained from the test items and the total score of 
the test. Item-total correlation 0.30 and higher can be said to distinguish individuals well, if it 
is between .20 and .30, it can be taken to the test if necessary. Both tests show that the items 
in the measuring tool exemplify similar behaviors and that the test has internal consistency 
(Büyüköztürk, 2011).

Pearson’s correlation was examined to determine the effect of perceived organizational support on 
organizational depression and organizational dedication. The path analysis was established within the 
scope of the structural equation model since the correlation relationship was found to be significant. 
The skewness coefficient was used in the normality test of the test scores. Skewness score remains 
within ±1, showing that data are normally distributed (Büyüköztürk, 2011). Independent two sample 
t tests were used in the comparison of scale and sub-dimension scores according to gender, marital 
status, birth belt, and position in the organization variables because it was determined that the scale 
and subscale scores showed normal distribution. One way ANOVA were used in the comparison of 
scale and sub-dimension scores according to education level, working period in this organization, 
working period in this position, total working period, total number of employees in this organization 
variables because it was determined that the scale and subscale scores showed normal distribution. 
LSD post hoc test was used, when there was a significant difference in ANOVA test to determine 
which groups the difference is between. The 95% confidence interval was determined (significance 
level .05 / p <.05) in the analyzes.
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3.4. Findings

3.4.1. Descriptive Findings

Descriptive statistics of scale and subscale scores are shown in Table 9. According to Table 9, it was 
determined were at the “medium level” that the perceived organizational support score (3.01±.90) 
and organizational depression score (2.93±.83). It was determined were at the “high level” scores 
of that the physical dedication (4.16±.90), emotional dedication (3.91±.89), cognitive dedication 
(3.95±.75) and organizational dedication (4.01±.70) (Since the highest score that can be obtained 
from the scale is 5 – the lowest score is = 1, the range of scores is 5-1 = 4; and breakpoint is 4/5 = 
0.80; score levels assumed to: 1.00-1.80: very low; 1.81-2.60: low; 2.61-3.40: medium; 3.41-4.20: high; 
4.21-5.00: very high).

Table 9. Descriptive Statistics for Scale and Sub-Dimension Scores

Variables n Min. Max. �ǉ SD Skewness
PERCEIVED ORGANIZATIONAL SUPPORT 237 1.00 5.00 3.01 .90 -.32
ORGANIZATIONAL DEPRESSION 237 1.04 5.00 2.93 .83 .18
Physical Dedication 237 1.33 5.00 4.16 .70 -.81
Emotional Dedication 237 1.00 5.00 3.91 .89 -.59
Cognitive Dedication 237 1.00 5.00 3.95 .75 -.53
ORGANIZATIONAL DEDICATION 237 1.11 5.00 4.01 .70 -.54

3.4.2. Findings Related to the Research Model

In Table 10, results are given to Pearson correlation analysis of the relationship between the scale 
and sub-dimension scores. According to the results in Table 10, it was determined that there 
is a negative and significant relationship (r=-.78; p <.05) between the scores of the independent 
variable (perceived organizational support) of the research and the scores of the dependent variable 
(organizational depression).

Table 10: Correlation Analysis Between Variables

Variables 2 3 4 5 6
1. PERCEIVED ORGANIZATIONAL SUPPORT -.78** .23** .48** .36** .41**
2. ORGANIZATIONAL DEPRESSION 1 -.24** -.50** -.34** -.42**
3. Physical Dedication 1 .65** .76** .88**
4. Emotional Dedication 1 .74** .90**
5. Cognitive Dedication 1 .92**
6. ORGANIZATIONAL DEDICATION 1

* p<.05 ** p<.01
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It was determined that there is a positive and significant relationship between the scores of independent 
variable (perceived organizational support) of the research and physical dedication (r=.23; p <.05), 
emotional dedication (r=.48; p <.05), cognitive dedication (r=.36; p <.05), organizational dedication 
(r=.41; p <.05) variables (Table 10).

In the research model were defined perceived organizational support is which as independent 
variable, and organizational depression and organizational dedication as dependent variables (Figure 
5).
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Figure 5: Research Model

The path analysis findings of research model (Figure 5) are shown in Table 11.

Table 11: Findings Related to the Research Model

Hypothesis Independent Variable Path Dependent Variable β
(SE)  t R2

H1 Perceived Organizational 
Support

Æ Organizational Depression -.84
(.07) -8,89** .71

H2 Æ Organizational Dedication .44
(.04) 6,18** .19

X2 /df: 2.00 RMSEA: .06 SRMR: .06 GFI: .77 NNFI:.90 CFI:.90
*: p<.05  **: p<.01

According to Table 11, the results of the hypothesis were determined as follows:

H1 Accepted: The perceived organizational support has a negative and significant effect on 
organizational depression (β=-.84; t=-8.89; p<.05).

H2 Accepted: The perceived organizational support has a positive and significant effect on 
organizational dedication (β=.44; t=6.18; p<.05).
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Figure 6: Path Diagram of Research Model

3.4.3. Findings Related to the Comparison of Scale Scores According to Demographic Variables

Table 12: Comparison of Scale Scores According to Gender

Scale and Dimension Gender n �ǉ SD t p

PERCEIVED ORGANIZATIONAL SUPPORT Female 142 2.97 .87 -.85 .399Male 95 3.07 .95

ORGANIZATIONAL DEPRESSION Female 142 2.94 .80 .27 .787Male 95 2.91 .87

Physical Dedication Female 142 4.17 .63 .41 .682Male 95 4.14 .79

Emotional Dedication Female 142 3.95 .81 .99 .319Male 95 3.84 .99

Cognitive Dedication Female 142 3.99 .65 .97 .332Male 95 3.89 .88

ORGANIZATIONAL DEDICATION Female 142 4.04 .61 .90 .367Male 95 3.96 .82

The perception of organizational support, organizational depression and organizational dedication 
score were not found to differ significantly by gender (p> 0.05) (Table 12).
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Table 13 shows the independent sample t-test result of comparing the scale scores according to 
marital status.

Table 13: Comparison of Scale Scores According to Marital Status

Scale and Dimension Marital Status n �ǉ SD t p

PERCEIVED ORGANIZATIONAL SUPPORT Married 89 2.92 .88 -1.20 .232Single 148 3.06 .91

ORGANIZATIONAL DEPRESSION Married 89 3.00 .69 .94 .349Single 148 2.89 .90

Physical Dedication Married 89 4.24 .61 1.37 .172Single 148 4.11 .74

Emotional Dedication Married 89 3.96 .80 .74 .457Single 148 3.87 .93

Cognitive Dedication Married 89 4.03 .74 1.16 .246Single 148 3.91 .76

ORGANIZATIONAL DEDICATION Married 89 4.08 .64 1.18 .238Single 148 3.96 .74

The results in the perception of organizational support, organizational depression and organizational 
dedication score were not found to differ significantly by marital status (p> 0.05) (Table 13).

Table 14 shows the independent sample t-test result of comparing the scale scores according to 
generations.

Table 14: Comparison of Scale Scores According to Generations

Scale and Dimension Generation n �ǉ SD t p

PERCEIVED ORGANIZATIONAL SUPPORT X (1965-1979) 46 3,00 0,80 -0,07 0,946Y (1980-1979) 191 3,01 0,92

ORGANIZATIONAL DEPRESSION X (1965-1979) 46 3,04 0,79 0,99 0,321Y (1980-1979) 191 2,90 0,84

Physical Dedication X (1965-1979) 46 4,21 0,69 0,51 0,613Y (1980-1979) 191 4,15 0,70

Emotional Dedication X (1965-1979) 46 4,01 0,75 0,91 0,361Y (1980-1979) 191 3,88 0,92

Cognitive Dedication X (1965-1979) 46 3,94 0,78 -0,14 0,885Y (1980-1979) 191 3,96 0,75

ORGANIZATIONAL DEDICATION X (1965-1979) 46 4,05 0,67 0,50 0,617Y (1980-1979) 191 4,00 0,71

The perception of organizational support, organizational depression and organizational dedication 
score were not found to differ significantly by generation (p> 0.05) (Table 14).
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Table 15 shown the one-way ANOVA test result of comparing the scale scores according to education 
level.

Table 15: Comparison of Scale Scores According to Education Level

Scale and Dimension
Education
Level n �ǉ SD n p

S ig n i f icant 
Difference

PERCEIVED ORGANIZATIONAL 
SUPPORT

A-High school 65 3.10 .89

2.93 .035

A, B>D
B-Associate degree 71 3.17 .93
C-Undergraduate degree 75 2.89 .90
D-Graduate 26 2.65 .72

ORGANIZATIONAL DEPRESSION

High school 65 2.83 .77

6.76 .000

C, D>A, B
Associate degree 71 2.67 .90
Undergraduate degree 75 3.12 .73
Graduate 26 3.36 .79

Physical Dedication

High school 65 4.19 .78

1.29 .279Associate degree 71 4.26 .70
Undergraduate degree 75 4.10 .63
Graduate 26 3.98 .66

Emotional Dedication

High school 65 3.94 .94

5.42 .001

A>D
Associate degree 71 4.19 .81 B>C, D
Undergraduate degree 75 3.77 .82
Graduate 26 3.47 .94

Cognitive Dedication

High school 65 3.96 .84

1.85 .139Associate degree 71 4.10 .67
Undergraduate degree 75 3.88 .73
Graduate 26 3.74 .80

ORGANIZATIONAL DEDICATION

High school 65 4.03 .78

3.37 .019

B>C, D
Associate degree 71 4.18 .67
Undergraduate degree 75 3.92 .64
Graduate 26 3.73 .67

Perceived organizational support (F = 2.93; p <0.05), organizational depression (F = 6.76; p <0.05), 
emotional dedication (F = 5.42; p <0.05), organizational dedication (F = 3.37; p <0.05) scores were 
found to differ significantly by education level. According to results of LSD post hoc test (Table 15);

• Perceived organizational support scores of participants who study at high school and associate 
level is significantly higher than the scores of participants who study at graduate level.

• Organizational depression scores of participants who study at associate degree and 
undergraduate degree level is significantly higher than the scores of participants who study at 
high school and associate degree level.

• Emotional dedication scores of participants who study at high school level is significantly 
higher than the scores of participants who study at graduate level. Emotional dedication scores 
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of participants who study at associate degree level is significantly higher than the scores of 
participants who study at undergraduate degree and graduate level.

• Organizational dedication scores of participants who study at associate degree level is 
significantly higher than the scores of participants who study at undergraduate degree and 
graduate level.

Physical and cognitive dedication scores were not found to differ significantly by education level.

Table 16 shows the one-way ANOVA test result of comparing the scale scores according to working 
period in this organization.

Table 16: Comparison of Scale Scores According to Working Period in This Organization

Scale and Dimension Working Period in This 
Organization n �ǉ SD n p Significant 

Difference

PERCEIVED 
ORGANIZATIONAL SUPPORT

A-Less than 1 year 49 3.36 .95
4.99 .008

A>B, C
B-1-3 years 80 2.89 .88
C-4 years and above 108 2.93 .86

ORGANIZATIONAL 
DEPRESSION

A-Less than 1 year 49 2.51 .94
8.39 .000

B, C>A
B-1-3 years 80 3.05 .87
C-4 years and above 108 3.03 .68

Physical Dedication
A-Less than 1 year 49 4.30 .70

1.30 .275B-1-3 years 80 4.12 .67
C-4 years and above 108 4.12 .71

Emotional Dedication
A-Less than 1 year 49 4.12 .80

1.83 .162B-1-3 years 80 3.83 .93
C-4 years and above 108 3.87 .89

Cognitive Dedication
A-Less than 1 year 49 4.24 .75

4.76 .009
A>B, C

B-1-3 years 80 3.85 .75
C-4 years and above 108 3.90 .73

ORGANIZATIONAL 
DEDICATION

A-Less than 1 year 49 4.22 .69
2.97 .053B-1-3 years 80 3.93 .71

C-4 years and above 108 3.96 .69

Perceived organizational support (F = 4.99; p <0.05), organizational depression (F = 8.39; p <0.05), 
emotional dedication (F = 4.76; p <0.05) scores were found to differ significantly by working period 
in this organization. According to results of LSD post hoc test (Table 16);

• Perceived organizational support and organizational dedication scores of participants who 
working period in this organization less than 1 year is significantly higher than the scores of 
participants who 1 years and above working period.

• Organizational depression scores of participants who working period in this organization 1 
year and above is significantly higher than the scores of participants who less than 1year period.
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According to the results in Table 16, physical, emotional and organizational dedication scores were 
not found to differ significantly by working period in this organization.

Table 17 shows the independent sample t-test result of comparing the scale scores according to 
position in business.

Table 17: Comparison of Scale Scores According to Position in Business

Scale and Dimension Position in Business n �ǉ SD t p

PERCEIVED ORGANIZATIONAL SUPPORT Non manager 172 3.04 .92 .82 .411Manager 65 2.93 .85

ORGANIZATIONAL DEPRESSION Non manager 172 2.89 .86 -1.06 .289Manager 65 3.02 .74

Physical Dedication Non manager 172 4.18 .71 .84 .401Manager 65 4.10 .68

Emotional Dedication Non manager 172 3.92 .94 .24 .810Manager 65 3.88 .74

Cognitive Dedication Non manager 172 3.97 .77 .63 .528Manager 65 3.90 .70

ORGANIZATIONAL DEDICATION Non manager 172 4.02 .74 .61 .545Manager 65 3.96 .61

The perception of organizational support, organizational depression and organizational dedication 
score were not found to differ significantly by position in business (p> 0.05) (Table 17).

Table 18 shows the one-way ANOVA test result of comparing the scale scores according to Working 
period in this position.

Table 18: Comparison of Scale Scores According to Working Period in This Position

Scale and Dimension Working Period in This 
Position n �ǉ SD n p Significant 

Difference
PERCEIVED 

ORGANIZATIONAL 
SUPPORT

A-Less than 1 year 50 3.39 .85
6.26 .002

A>B, C
B-1-3 years 84 2.94 .81

C – 4 years and above 103 2.87 .94

ORGANIZATIONAL 
DEPRESSION

A-Less than 1 year 50 2.48 .86
10.28 .000

B, C>A
B-1-3 years 84 3.04 .82

C – 4 years and above 103 3.06 .75

Physical Dedication
A-Less than 1 year 50 4.30 .68

1.52 .220B-1-3 years 84 4.08 .68
C – 4 years and above 103 4.16 .72

Emotional Dedication
A-Less than 1 year 50 4.14 .83

2.43 .090B-1-3 years 84 3.80 .85
C – 4 years and above 103 3.88 .93
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Cognitive Dedication
A-Less than 1 year 50 4.24 .71

4.95 .008
A>B, C

B-1-3 years 84 3.85 .72
C – 4 years and above 103 3.89 .78

ORGANIZATIONAL 
DEDICATION

A-Less than 1 year 50 4.23 .68
3.40 .035

A>B, C
B-1-3 years 84 3.91 .68

C – 4 years and above 103 3.98 .71

Perceived organizational support (F = 6.26; p <0.05), organizational depression (F = 10.28; p <0.05), 
cognitive dedication (F = 4.95; p <0.05), organizational dedication (F = 3.40; p <0.05) scores were 
found to differ significantly by working period in this organization. According to results of LSD post 
hoc test (Table 18);

• Perceived organizational support, cognitive dedication and organizational dedication scores of 
participants who working period in this position less than 1 year is significantly higher than the 
scores of participants who 1 years and above working period.

• Organizational depression scores of participants who working period in this position 1 year 
and above is significantly higher than the scores of participants who less than 1year period.

Physical and emotional dedication scores were not found to differ significantly by working period in 
this position (Table 18).

Table 19 shows the one-way ANOVA test result of comparing the scale scores according to total 
working period

Table 19: Comparison of Scale Scores According to Total Working Period

Scale and Dimension Total Working Period n �ǉ SD n p Significant 
Difference

PERCEIVED 
ORGANIZATIONAL 
SUPPORT

A-Less than 2 years 47 3.54 .77

7.40 .000

A>B, C, D
B-3-5 years 65 2.84 .89
C-6-10 years 39 2.90 .77
D-11 years and above 86 2.89 .93

ORGANIZATIONAL 
DEPRESSION

A-Less than 2 years 47 2.37 .83

9.91 .000

B, C, D>A
B-3-5 years 65 3.10 .81
C-6-10 years 39 3.06 .67
D-11 years and above 86 3.04 .79

Physical Dedication

A-Less than 2 years 47 4.32 .67

2.29 .079B-3-5 years 65 4.14 .69
C-6-10 years 39 3.93 .89
D-11 years and above 86 4.19 .60

Emotional Dedication

A-Less than 2 years 47 4.22 .76

3.73 .012

A>C, D
B-3-5 years 65 3.91 .92
C-6-10 years 39 3.59 .93
D-11 years and above 86 3.88 .86
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Cognitive Dedication

A-Less than 2 years 47 4.22 .67

2.77 .043

A>B, C, D
B-3-5 years 65 3.89 .70
C-6-10 years 39 3.81 .82
D-11 years and above 86 3.91 .78

ORGANIZATIONAL 
DEDICATION

A-Less than 2 years 47 4.25 .64

3.45 .017

A>B, C, D
B-3-5 years 65 3.98 .70
C-6-10 years 39 3.78 .80
D-11 years and above 86 4.00 .65

Perceived organizational support (F = 7.40; p <0.05), organizational depression (F = 9.91; p <0.05), 
emotional dedication (F = 3.73; p <0.05), cognitive dedication (F = 2.77; p <0.05), organizational 
dedication (F = 3.45; p <0.05) scores were found to differ significantly by total working period. 
According to results of LSD post hoc test (Table 19);

• Perceived organizational support, cognitive dedication and organizational dedication scores of 
participants who total working period less than 2 year is significantly higher than the scores of 
participants who 2 years and above total working period.

• Organizational depression scores of participants who total working period 2 years and above is 
significantly higher than the scores of participants who less than 2-year total working period.

• Emotional dedication scores of participants who total working period less than 2 year is 
significantly higher than the scores of participants who 6 years and above total working 
period.

Physical dedication scores was not found to differ significantly by total working period (Table 19).

Table 20 shows the one-way ANOVA test result of comparing the scale scores according to total 
number of employees in this organization.

Table 20: Comparison of Scale Scores According to Total Number of Employees in This Organization

Scale and Dimension Total Number of Employees 
in This Organization n �ǉ SD n p Significant 

Difference

PERCEIVED 
ORGANIZATIONAL 
SUPPORT

A-Less than 1000 people 82 3.01 .86
3.04 .050B-1000-3000 people 101 2.87 .93

C-3001 or more 54 3.24 .87

ORGANIZATIONAL 
DEPRESSION

A-Less than 1000 people 82 2.93 .78
3.10 .047

B>C
B-1000-3000 people 101 3.05 .84
C-3001 or more 54 2.71 .85

Physical Dedication
A-Less than 1000 people 82 4.11 .73

.80 .452B-1000-3000 people 101 4.23 .73
C-3001 or more 54 4.10 .60
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Emotional Dedication
A-Less than 1000 people 82 3.75 .91

2.38 .095B-1000-3000 people 101 4.03 .91
C-3001 or more 54 3.92 .77

Cognitive Dedication
A-Less than 1000 people 82 3.92 .76

.38 .682B-1000-3000 people 101 3.94 .78
C-3001 or more 54 4.03 .70

ORGANIZATIONAL 
DEDICATION

A-Less than 1000 people 82 3.93 .73
.88 .415B-1000-3000 people 101 4.06 .72

C-3001 or more 54 4.02 .63

Organizational depression (F = 3.10; p <0.05) scores were found to differ significantly by total 
number of employees in this organization. According to results of LSD post hoc test; organizational 
depression scores of participants who total number of employees in their organization 1000-3000 
people is significantly higher than the scores of participants who their 3001 or more people (Table 
20).

According to the results in Table 20, perceived organizational support, physical, emotional, cognitive, 
organizational dedication scores were not found to differ significantly by total number of employees 
in this organization.

4. Conclusion and Discussion

In this study the impact of perceived organizational support on organizational depression and 
dedication is examined. This study finds the perception of organizational support has a negative 
effect on organizational depression; a positive effect on organizational dedication; none of the 
variables differed by gender, marital status and generations. It is an expected result that people who 
are supported by their organization get away from depression and increase their organizational 
dedication.

According to the results of the research, it is seen that as the level of education increases, the 
expectations of the employees increase, as the seniority level of work in the same enterprise or in 
a different enterprise increases, the dedication and organizational support perception decreases, 
but the organization depression increases. It has been determined that the number of employees 
also affects the organization depression and the organization depression is higher in enterprises 
with less than 3000 employees. Therefore, it is recommended that the employees always carry out 
activities aimed at keeping their excitement alive, and the level of education, seniority and number 
of employees should be taken into account while implementing human resources practices for the 
organization to work more efficiently and ensure sustainability.

There may be some possible limitations in this study. The first is about citing and attributing previous 
research studies is the basis of the literature review for the study and provides theoretical foundations 
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for the research question you are researching. Depending on the scope of the research topic, previous 
research studies may be considered as an important opportunity to identify new gaps in the literature 
and to reveal the need for further development in the field of study. From the methodological aspect, 
this research is among the first studies that simultaneously look at the relationship between perceived 
organizational support and organizational depression and dedication. The findings of this study 
always shed some light to keep the excitement of the employees alive. Managers of organizations 
could benefit from the recommendations offered. Lack of research parallel to the research topic in the 
related literature prevents comparison but supports the results of researches with similar concepts. In 
this context, actions that increase perceived organizational support reduce employee depression and 
increase employee commitment according to the research result made by Akabas & Kurzman (2005) 
and was found as a significant variable on impacting employee commitment (İnce, 2016).

The second limitation concerns that our research is limited to 237 participants and scales applied. 
When conducting a research, it is important to have a sufficient sample size to achieve a valid 
research result. The larger the sample, the more precise your results will be. If your sample size 
is too small, it will be difficult to define meaningful relationships from the data. In this context 
increasing the number of people participating in the research will support the achievement of more 
generalizable results, it will be useful in determining moderator or mediator variables if the variables 
(personality traits, subjective well-being etc.) that may have an impact on perceived organizational 
support, depression and dedication analyzed together. Taking a study by comparing the participants 
from different sectors based on the sector variable will also be useful in terms of revealing sectoral 
differences.

This research was not carried out during the coronavirus period. Coronavirus affected people all 
over the world and working life. The same sample group can be evaluated after the coronavirus 
period to analysis the effects of Coronavirus.
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