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ABSTRACT 

This study examined the structural relationships among job satisfaction, burnout, and organizational commitment 

among coaches employed in municipal sports services. Specifically, it tested whether job satisfaction predicts 

burnout and organizational commitment, and whether burnout mediates the relationship between job satisfaction 

and organizational commitment. The study was designed as a quantitative, cross-sectional field study and 

conducted with 420 coaches working in the municipal sports services of Beylikdüzü, Büyükçekmece, and Esenyurt 

in Istanbul, Türkiye. Data were collected through a personal information form, a job satisfaction scale, the Maslach 

Burnout Inventory, and an organizational commitment scale. Descriptive statistics, Pearson correlation analysis, 

confirmatory factor analysis, and structural equation modeling were used for data analysis. The findings showed 

that job satisfaction had a significant negative effect on burnout (β = −.387, p < .001), whereas burnout had a 

significant negative effect on organizational commitment (β=−.363,p<.001). In addition, job satisfaction had a 

significant positive direct effect on organizational commitment (β = .544, p < .001). The indirect effect of job 

satisfaction on organizational commitment through burnout was also significant (β = .141, p < .001), indicating 

partial mediation. Overall, the findings suggest that more favorable work experiences reduce burnout and 

strengthen organizational attachment among coaches in municipal sports services. These results highlight the 

importance of improving working conditions and reducing burnout risk in order to enhance organizational 

commitment in public sport service settings. 

Keywords: job satisfaction, burnout, organizational commitment, municipal sports services, coaches, structural 

equation modeling 

Belediye Spor Hizmetlerinde Çalışan Antrenörler Arasında İş Tatmini, Tükenmişlik ve 

Örgütsel Bağlılık Arasındaki Yapısal İlişkilerin İncelenmesi 
ÖZET 

Bu çalışma, belediye spor hizmetlerinde görev yapan antrenörler arasında iş doyumu, tükenmişlik ve örgütsel 

bağlılık arasındaki yapısal ilişkileri incelemiştir. Spesifik olarak, iş doyumunun tükenmişlik ve örgütsel bağlılığı 

yordayıp yordamadığı ve tükenmişliğin iş doyumu ile örgütsel bağlılık arasındaki ilişkide aracılık rolü üstlenip 

üstlenmediği test edilmiştir. Çalışma, nicel ve kesitsel bir alan araştırması olarak tasarlanmış olup, Türkiye'nin 

İstanbul ilinde Beylikdüzü, Büyükçekmece ve Esenyurt belediyelerinin spor hizmetlerinde çalışan 420 antrenör 

ile yürütülmüştür. Veriler; kişisel bilgi formu, iş doyumu ölçeği, Maslach Tükenmişlik Envanteri ve örgütsel 

bağlılık ölçeği aracılığıyla toplanmıştır. Verilerin analizinde betimsel istatistikler, Pearson korelasyon analizi, 

doğrulayıcı faktör analizi ve yapısal eşitlik modellemesi kullanılmıştır. Bulgular, iş doyumunun tükenmişlik 

üzerinde anlamlı ve negatif bir etkiye sahip olduğunu (β = −.387, p < .001), tükenmişliğin ise örgütsel bağlılık 

üzerinde anlamlı ve negatif bir etkiye sahip olduğunu (β = −.363, p < .001) ortaya koymuştur. Ayrıca, iş doyumunun 

örgütsel bağlılık üzerinde anlamlı ve pozitif bir doğrudan etkisinin bulunduğu görülmüştür (β = .544, p < .001). İş 

doyumunun tükenmişlik aracılığıyla örgütsel bağlılık üzerindeki dolaylı etkisi de anlamlı bulunmuş (β = .141, p < 

.001) olup bu durum kısmi aracılık etkisine işaret etmektedir. Genel olarak bulgular, olumlu iş deneyimlerinin 

belediye spor hizmetlerindeki antrenörler arasında tükenmişliği azalttığını ve örgütsel bağlılığı güçlendirdiğini 

göstermektedir. Bu sonuçlar, kamu spor hizmetlerinde örgütsel bağlılığı artırmak için çalışma koşullarının 

iyileştirilmesi ve tükenmişlik riskinin azaltılmasının önemini vurgulamaktadır.  
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INTRODUCTION 

Municipal sports services constitute one of the most visible forms of public service 

delivered directly to citizens by local governments. The quality of these services depends 

not only on facilities, equipment, or program diversity, but also on the job-related attitudes 

and psychological conditions of the coaches who provide them. Particularly among frontline 

public employees who interact directly with citizens, the nature of work experience may 

influence both employee well-being and service effectiveness. Recent studies have shown 

that high job demands among frontline public employees may increase the risk of burnout, 

whereas positive work experiences may enhance service motivation and support 

organizational functioning. Similarly, the association between organizational commitment 

and service quality suggests that human resource variables in municipal sports services may 

generate not only individual but also institutional outcomes (Lo et al., 2024; Wright et al., 

2025). 

Among employee attitudes, job satisfaction is widely regarded as one of the most 

fundamental indicators of organizational life. According to Locke (1976), job satisfaction 

refers to a positive emotional state resulting from an individual’s appraisal of their job or job 

experiences. In this sense, job satisfaction reflects not only whether employees are pleased 

with their work, but also their broader evaluation of the work environment and the 

organization itself. Recent research has likewise shown that job satisfaction is closely 

associated with organizational commitment, whereas negative organizational climates may 

undermine both commitment and satisfaction. For example, a study conducted in the Greek 

public sector demonstrated that a climate of organizational silence negatively affects 

employees’ levels of job satisfaction and organizational commitment. Contemporary 

structural modeling studies in sport education have similarly indicated that job satisfaction 

should be examined together with broader organizational outcomes (Efthymiopoulos et al., 

2024; Jung et al., 2024; Locke, 1976). 

One of the most important constructs positioned on the negative side of job satisfaction 

is burnout. Maslach, Schaufeli, and Leiter (2001) conceptualized burnout as a pattern of 

occupational strain characterized by emotional exhaustion, depersonalization, and reduced 

personal accomplishment. In occupations requiring intensive human interaction, burnout is 

a critical variable because it makes the psychological costs of work more visible. Recent 

studies on public employees suggest that burnout cannot be explained solely by a lack of 
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individual resilience; rather, it is associated with multiple workplace factors such as work-

family conflict, social comparison, organizational trust, and managerial relationships. 

Therefore, examining burnout levels among coaches working in municipal sports services is 

important not only for understanding individual well-being but also for evaluating the 

sustainability of public service delivery (Bonfanti et al., 2025; Lin et al., 2024; Maslach et 

al., 2001). 

Organizational commitment, in turn, represents a fundamental work attitude that 

reflects the strength of an employee’s psychological bond with the organization. Meyer and 

Allen (1991) conceptualized organizational commitment as a multidimensional construct 

explaining employees’ willingness to remain in the organization and their identification with 

it. This perspective suggests that organizational commitment extends beyond the mere 

intention to stay, encompassing elements such as belonging, loyalty, and alignment with 

organizational goals. In parallel, Allen and Meyer’s (1990) work provided the classic 

framework for the measurement of organizational commitment. Recent empirical studies 

have further shown that organizational commitment is not merely an employee-level 

attitude, but also a variable associated with service quality, work engagement, and 

organizational effectiveness. Research on public employees has also reported that burnout 

may function as a mediator in the relationship between organizational commitment and trust 

(Allen & Meyer, 1990; Lin et al., 2024; Lo et al., 2024; Meyer & Allen, 1991). 

Although job satisfaction, burnout, and organizational commitment are each important 

in their own right, examining these three constructs together provides a much stronger 

framework for explaining employee behavior and organizational outcomes. The literature 

generally indicates that positive job attitudes strengthen organizational commitment, 

whereas challenging work experiences and burnout weaken this bond. Structural modeling 

studies in sport education have shown that job satisfaction and organizational commitment 

are complementary constructs and that psychological work experiences may be reflected in 

organizational outcomes both directly and indirectly. Another study on public employees 

found that burnout may operate as a mediating mechanism in organizational commitment 

processes. These findings make it theoretically meaningful to test the structural relationships 

among job satisfaction, burnout, and organizational commitment among coaches working in 

municipal sports services (Jung et al., 2024; Lin et al., 2024; Yu & Cheng, 2024). 

When the sport literature focusing on coaches is examined, psychological challenges 
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have become increasingly visible in recent years. Studies conducted particularly with elite 

sport coaches have reported positive associations between job pressure and burnout, while 

organizational support may play a protective or mediating role in this process. In addition, 

recent systematic reviews have emphasized that the psychological challenges experienced 

by coaches are still not sufficiently understood, that coaches’ psychological burdens have 

long remained overshadowed by athlete-centered research, and that more empirical work is 

needed in this area. Structural modeling studies on youth sport education personnel also 

support the need to examine sport employees from the perspective of human resources and 

organizational behavior (Jung et al., 2024; Kang & Lee, 2025; Yu & Cheng, 2024). Beyond 

coaching populations, research conducted with sports management students has shown that 

positive psychological orientations such as sportspersonship are meaningfully associated 

with life satisfaction, underscoring the broader relevance of satisfaction-related constructs 

across sport-related populations (Demirci et al., 2022). Nevertheless, studies focusing on 

coaches working in municipal sports services remain limited in terms of examining these 

three variables within a single model. Yet this employee group occupies a distinctive 

position, as it represents both a public-service workforce profile and a sport-service delivery 

role characterized by intensive interpersonal interaction. Accordingly, investigating the 

relationships among job satisfaction, burnout, and organizational commitment among 

coaches working in municipal sports services may contribute both to the literature on work 

and organizational psychology and to the management of sport services. Therefore, the 

present study aims to examine the relationships among job satisfaction, burnout, and 

organizational commitment among coaches employed in municipal sports services and to 

evaluate whether burnout operates as a mediating mechanism in the relationship between job 

satisfaction and organizational commitment (Jung et al., 2024; Lin et al., 2024; Lo et al., 

2024; Wright et al., 2025). 

Aim of the Study 

The present study aimed to examine the structural relationships among job satisfaction, 

burnout, and organizational commitment among coaches working in municipal sports 

services. Within this framework, the effect of job satisfaction on burnout, the direct 

relationship between job satisfaction and organizational commitment, and the effect of 

burnout on organizational commitment were tested. In addition, the study evaluated whether 

burnout operates as a mediating mechanism in the relationship between job satisfaction and 

organizational commitment. The study also examined whether these variables differed 
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according to age, gender, marital status, educational level, total coaching experience, 

duration of employment in municipal sports services, sport branch, weekly working hours, 

and whether the profession had been chosen voluntarily. 

Problem Statement 

Municipal sports services represent an important area of public service that provides 

individuals of different ages and characteristics with opportunities for physical activity, sport 

education, and recreational participation. The quality of these services depends largely on 

the professional performance, institutional adaptation, and psychological well-being of the 

coaches who deliver them directly. Low job satisfaction, experiences of professional 

burnout, and weakened commitment to the organization among coaches may generate 

important consequences not only at the individual level, but also in terms of institutional 

efficiency, service quality, and the sustainable delivery of sports services. 

Job satisfaction is a fundamental employee attitude that reflects an individual’s overall 

evaluation of their job and work environment. Burnout, by contrast, is an important 

occupational risk, particularly in professions requiring intensive interpersonal interaction, 

and is characterized by emotional exhaustion, depersonalization, and a reduced sense of 

personal accomplishment. Organizational commitment refers to the strength of the 

employee’s psychological bond with the institution and is associated with outcomes such as 

intention to remain, institutional belonging, and voluntary contribution. Examining these 

three variables together provides an important explanatory framework for understanding 

employee behavior. However, in the field of sports services, particularly among coaches 

employed within municipal institutions, studies examining job satisfaction, burnout, and 

organizational commitment together remain limited. A substantial proportion of existing 

research has focused either solely on burnout or only on the relationship between job 

satisfaction and commitment. Therefore, addressing the professional experiences of coaches 

working in municipal sports services from a multidimensional perspective may contribute 

both to the literature and to practice. The present study seeks to fill this gap by examining 

the relationships among job satisfaction, burnout, and organizational commitment within the 

framework of a structural model. 

Hypotheses 

In line with this theoretical framework, the following hypotheses were developed: 
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H1: There is a significant negative relationship between job satisfaction and burnout. 

H2: There is a significant positive relationship between job satisfaction and 

organizational commitment. 

H3: There is a significant negative relationship between burnout and organizational 

commitment. 

H4: Burnout has a mediating role in the relationship between job satisfaction and 

organizational commitment. 

METHOD 

Research Design 

 

 

 

 

 

As shown in Figure 1, job satisfaction was treated as the independent variable, burnout 

as the mediating variable, and organizational commitment as the dependent variable in the 

present study. 

Research Model 

This study was conducted to examine the relationships among job satisfaction, burnout, 

and organizational commitment among coaches working in municipal sports services. It was 

designed as a quantitative, cross-sectional, and explanatory field study. Because the study 

aimed to evaluate the covariation among variables and the theoretically proposed direct and 

indirect relationships within a natural work setting, it was structured on the basis of a 

correlational survey design. This methodological choice is consistent with recent empirical 

studies in which employee attitudes, indicators of work-related strain, and organizational 

outcomes have been examined through one-time organizational surveys. In particular, recent 

studies conducted with public employees and healthcare workers have shown that similar 

theoretical relationships can be tested using cross-sectional survey designs. At the same time, 

it is widely acknowledged that such designs are more suitable for testing structural and 

predictive relationships among variables than for establishing causal evidence (Appelbaum et 

al., 2018; Lin et al., 2024; Türe et al., 2025). 

Job Satisfaction 

Burnout 

Organizational 

Commitment 



Atıf/ Cited in: Demirci, S. (2026). Investigating the Structural Relationships Among Job Satisfaction, Burnout, 

and Organizational Commitment Among Coaches Employed in Municipal Sports Services. Beden Eğitimi Spor 

Sağlık ve Efor Dergisi, 5 (2), 67-88 

73 
 

In the theoretical framework of the study, job satisfaction was conceptualized as a 

fundamental employee attitude, burnout as an indicator of psychological strain emerging in 

working life, and organizational commitment as an important outcome reflecting attachment 

and sense of belonging toward the organization. Within this framework, the proposed model 

was grounded in the work and organizational psychology perspective suggesting that 

employees’ positive evaluations of their work may be associated with both their levels of 

burnout and their degree of organizational attachment. Recent studies on public employees have 

likewise shown that burnout is associated with organizational commitment and that these two 

constructs play an explanatory role in organizational processes (Lin et al., 2024). 

Research Setting and Participants 

The study group consisted of coaches working in municipal sports services affiliated with 

the Beylikdüzü, Büyükçekmece, and Esenyurt municipalities in Istanbul, Türkiye. At the end 

of the data collection process, 420 valid questionnaires were included in the analyses. 

Participants were included in the study based on the criteria that they were actively employed 

in the relevant municipal sports service units, volunteered to participate in the research, and 

completed the data collection form in a manner suitable for evaluation. Since access to the field 

and voluntary participation constituted the basis of the study, a convenience sampling approach 

was employed in forming the sample. 

In order to describe the individual and professional characteristics of the participants, 

information was collected on age, gender, marital status, educational level, total coaching 

experience, duration of employment in municipal sports services, sport branch, average weekly 

working hours, and whether the profession had been chosen voluntarily. These variables were 

included in the study both to describe the sample and to be used in subsequent comparative 

analyses. In quantitative research, clearly reporting sample characteristics is recommended in 

order to strengthen the contextualization, transferability, and interpretability of the study 

findings (Appelbaum et al., 2018).  

Sample Size and Sensitivity Analysis 

A sensitivity analysis was conducted to evaluate whether the sample size was adequate 

for the simple mediation model proposed in the study. APA reporting standards for quantitative 

research recommend clearly reporting how the sample size was determined and what magnitude 

of effects the available sample is capable of detecting (Appelbaum et al., 2018). In the mediation 

literature, Monte Carlo-based approaches are considered among the appropriate and widely 
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used methods for evaluating sample size adequacy and statistical power (Fritz & MacKinnon, 

2007; Schoemann et al., 2017). Accordingly, the sensitivity analysis was performed in jamovi 

using the PAMLj module, with the sample size set at 420 and the significance level at .05. The 

analysis indicated that the study was able to detect an indirect effect of approximately .026 (a 

= .16, b = .16, c′ = .10) with a statistical power of .82. This finding suggests that the current 

sample size was sufficient to test indirect effects that may be considered small to moderate in 

magnitude. 

Data Collection Instruments 

The data collection tools used in the study were a personal information form, the Job 

Satisfaction Scale, the Maslach Burnout Inventory, and the Organizational Commitment Scale. 

All instruments were administered on a self-report basis. In work and organizational 

psychology research, employee attitudes and psychological work experiences are often 

measured through self-report methods; however, because this approach has both strengths and 

limitations, it is important to report clearly the structure of the instruments, their scoring logic, 

and the conditions under which they were administered (Appelbaum et al., 2018). 

Personal Information Form 

The personal information form prepared by the researcher consisted of nine questions 

designed to identify the participants’ individual and professional characteristics. The form 

included questions on age, gender, marital status, educational level, total coaching experience, 

duration of employment in municipal sports services, sport branch, average weekly working 

hours, and whether the profession had been chosen voluntarily. This form was developed to 

strengthen the contextual character of the study and to allow an evaluation of how the main 

variables differed across specific subgroups. 

Job Satisfaction Scale 

To determine the job satisfaction levels of the coaches, the 14-item Job Satisfaction Scale 

originally developed by Hackman and Oldham and adapted into Turkish by Koca and Özçiftçi 

(2015) was used. The scale has a unidimensional structure and is rated on a 5-point Likert scale 

(1 = strongly disagree, 5 = strongly agree). Possible scores range from 14 to 70, with higher 

scores indicating higher levels of job satisfaction. The scale contains no reverse-coded items. 

Previous studies have reported acceptable to high internal consistency coefficients for the scale, 

and in the present study Cronbach’s alpha coefficient was calculated as .92. 
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Maslach Burnout Inventory 

To assess participants’ burnout levels, the Maslach Burnout Inventory developed by 

Maslach and Jackson (1981) and adapted into Turkish by Ergin (1992) was used. The scale 

consists of 22 items and includes three subdimensions: emotional exhaustion, 

depersonalization, and personal accomplishment. The emotional exhaustion subscale consists 

of Items 1, 2, 3, 6, 8, 13, 14, 16, and 20; the depersonalization subscale consists of Items 5, 10, 

11, 15, and 22; and the personal accomplishment subscale consists of Items 4, 7, 9, 12, 17, 18, 

19, and 21. Because the items in the personal accomplishment dimension are positively worded, 

they were reverse-coded prior to the analyses, and this dimension was treated as reduced 

personal accomplishment. In this way, scoring consistency was achieved so that higher scores 

across all dimensions indicated higher levels of burnout. 

Organizational Commitment Scale 

To measure organizational commitment, a 6-item, unidimensional Organizational 

Commitment Scale was used. This form has been reported in the literature as originally 

developed by Jaworski and Kohli (1993) and adapted into Turkish by Şeşen (2010). The scale 

is rated on a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). Higher 

scores indicate a stronger sense of belonging, identification, and commitment to the 

organization. Previous studies have shown that this short form can be used as a unidimensional 

measure and yields acceptable internal consistency coefficients. 

Data Collection Procedure 

The research data were collected after obtaining the relevant ethics committee approval 

and institutional permissions. During the data collection process, coaches working in the 

municipal sports services of Beylikdüzü, Büyükçekmece, and Esenyurt municipalities were 

informed about the aim of the study; they were also told that participation was voluntary, that 

their responses would be used only for scientific purposes, and that the information obtained 

would be kept confidential. The data collection instrument was administered to the participants 

face-to-face and completed through self-report. No directly identifying personal information 

was requested from the participants during completion of the forms. This procedure was 

important for reducing evaluation apprehension, encouraging more sincere responses, and 

improving data quality in self-report-based research. 
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Throughout the research procedure, participants were clearly informed that they could 

withdraw from the study at any time, leave unanswered any questions they did not wish to 

respond to, and that their data would not be reported at the individual level. Following a review 

of the completed forms, those that were unsuitable for evaluation or were clearly incomplete 

were excluded from the dataset, and the final study group consisted of 420 participants. In 

observational and self-report-based quantitative studies, detailed reporting of the procedure, 

participant rights, and data collection conditions is recommended in the interest of transparency 

(Appelbaum et al., 2018). 

Ethical Considerations 

This study was conducted in accordance with the ethical principles applicable to research 

involving human participants. Before the study began, ethical approval was obtained from 

Istanbul Gelişim University on 18/03/2026, under decision number 2026-04. In addition, the 

necessary institutional permissions were obtained from the municipalities in which the research 

was conducted. Informed voluntary consent was obtained from all participants before the data 

collection process, and it was clearly stated that participation was entirely voluntary. 

Confidentiality and privacy were protected by not collecting identifying information, by using 

the data solely for scientific purposes, and by reporting the results only at an aggregate level. 

Data Analysis 

The data were analyzed using IBM SPSS Statistics 26 and AMOS 24. The analytical 

procedure was conducted in several stages. First, the dataset was screened for missing data, 

outliers, and normality assumptions. Cases with missing responses at a level likely to distort 

the analyses were excluded from the dataset. Mahalanobis distance values were examined to 

identify multivariate outliers, and the distributional properties of the variables were assessed 

through skewness and kurtosis values. 

Second, the reliability and measurement validity of the scales were evaluated. Cronbach’s 

alpha coefficients were calculated for the Job Satisfaction Scale, the Maslach Burnout 

Inventory, and the Organizational Commitment Scale. To provide more robust evidence of 

measurement quality, composite reliability (CR) and average variance extracted (AVE) values 

were also examined. In addition, confirmatory factor analysis (CFA) was conducted to test the 

factor structures of the measurement instruments. A single-factor structure was tested for job 

satisfaction and organizational commitment, whereas a three-factor structure was tested for 

burnout. Model fit was evaluated using multiple fit indices, including the chi-square/degrees of 
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freedom ratio (χ²/df), comparative fit index (CFI), Tucker-Lewis index (TLI), root mean square 

error of approximation (RMSEA), and standardized root mean square residual (SRMR). 

Third, alternative measurement models were tested to assess the potential influence of 

common method bias. For this purpose, the theoretically expected multifactor measurement 

model was compared with a single-factor model in which all items were constrained to load on 

one factor. A substantially better fit for the theoretical model was interpreted as evidence that 

the focal constructs were empirically distinguishable and that common method bias was 

unlikely to pose a serious threat.  

Fourth, descriptive statistics were calculated for all main variables, including means, 

standard deviations, minimum values, and maximum values. Subsequently, Pearson correlation 

analysis was performed to examine the bivariate associations among job satisfaction, burnout, 

and organizational commitment. 

Fifth, the hypothesized structural model was tested using structural equation modeling 

(SEM). Within this framework, the effect of job satisfaction on burnout, the direct effect of job 

satisfaction on organizational commitment, and the effect of burnout on organizational 

commitment were examined simultaneously. The mediating role of burnout in the relationship 

between job satisfaction and organizational commitment was tested using the bootstrap method. 

To assess the significance of the indirect effect, 95% confidence intervals based on 5,000 

bootstrap samples were calculated. The indirect effect was considered statistically significant 

when the confidence interval did not include zero. 

Finally, differences in job satisfaction, burnout, and organizational commitment 

according to participants’ personal and professional characteristics were examined. For 

variables with two categories, independent samples t tests were used, whereas one-way analysis 

of variance (ANOVA) was employed for variables with more than two categories. When 

significant group differences were identified, appropriate post hoc tests were conducted to 

determine the source of the differences. In cases where the assumption of homogeneity of 

variance was violated, the Welch test and Games-Howell post hoc test were used. When 

parametric assumptions were seriously violated, nonparametric alternatives were applied. 

For all analyses, the level of statistical significance was set at p < .05. In addition to p 

values, effect sizes and confidence intervals were reported in order to support a more 

comprehensive interpretation of the findings.. 
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FINDINGS 

Table 1. Demographic chatacteristics of the participants 

Variable Group N % 

Age 

20-25 age 93 22.1% 

26-30 age 103 24.5% 

31-35 age 106 25.2% 

36-40 age 67 16.0% 

41 age and older 51 12.1% 

Total 420 100.0% 

Gender 

Male 264 62.9% 

Female 139 33.1% 

Prefer not to say 17 4.0% 

Total 420 100.0% 

Marital Status 

Single 210 50.0% 

Married 197 46.9% 

Other 13 3.1% 

Total 420 100.0% 

Education Status 

Associate Degree 50 11.9% 

Bachelor’s Degree 200 47.6% 

Master’s Degree 140 33.3% 

PhD. 30 7.1% 

Total 420 100.0% 

 

Total Coaching Experience 

less than 1 year, 34 8.1% 

1-3 year 90 21.4% 

4-6 year 105 25.0% 

7-9 year 79 18.8% 

10 years and above 112 26.7% 

Total 420 100.0% 

Municipal Employment 

Duration 

less than 1 year, 69 16.4% 

1-3 year 132 31.4% 

4-6 year 95 22.6% 

7-9 year 65 15.5% 

10 years and above 59 14.0% 

Total 420 100.0% 

Coaching Discipline 

Individual sport 217 51.7% 

Team sport 203 48.3% 

Total 420 100.0% 

Weekly Working Hours 

Less than 20 hours 58 13.8% 

20–29 hours 129 30.7% 

30–39 hours 124 29.5% 

40 hours or more 109 26.0% 

Total 420 100.0% 

Voluntary Choice of 

Profession 

Yes 300 71.4% 

No 25 6.0% 

Partially 95 22.6% 

Total 420 100.0% 

Table 1 presents the distributions of the demographic and professional characteristics of 

the 420 coaches who participated in the study. An examination of the age distribution showed 

that the highest proportion of participants was in the 31–35 age group (25.2%, n = 106), 

followed by the 26–30 age group (24.5%, n = 103) and the 20–25 age group (22.1%, n = 93). 

The majority of the participants were male (62.9%, n = 264), whereas 33.1% were female (n = 
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139) and 4.0% preferred not to disclose their gender (n = 17). With regard to marital status, the 

sample showed a relatively balanced distribution: 50.0% of the participants were single (n = 

210), 46.9% were married (n = 197), and 3.1% were classified in the other category (n = 13). 

In terms of educational level, a substantial proportion of the participants held a bachelor’s 

degree (47.6%, n = 200) or a master’s degree (33.3%, n = 140). The proportion of participants 

with a doctoral degree was 7.1% (n = 30), whereas 11.9% had an associate degree (n = 50). 

Regarding total coaching experience, the highest proportion was observed among participants 

with 10 years or more of experience (26.7%, n = 112), followed by those with 4–6 years (25.0%, 

n = 105) and 1–3 years of experience (21.4%, n = 90). In terms of the duration of employment 

in municipal sports services, the largest group had worked for 1–3 years (31.4%, n = 132), 

followed by those with 4–6 years of service (22.6%, n = 95) and those with less than 1 year of 

service (16.4%, n = 69). 

With respect to sport branch, 51.7% of the participants were working in individual sports 

(n = 217), whereas 48.3% were working in team sports (n = 203). In terms of weekly working 

hours, the highest proportion was found in the 20–29 hours category (30.7%, n = 129), followed 

by 30–39 hours (29.5%, n = 124) and 40 hours or more (26.0%, n = 109). Finally, the majority 

of the participants reported that they had chosen their profession voluntarily (71.4%, n = 300), 

suggesting that the sample had a relatively high level of voluntary professional orientation. 

Table 2. Descriptive Statistics and Reliability Coefficients for the Variables 

Variable 
Number 

of Items 

Me

an 
SD Skewness Kurtosis Cronbach’s α McDonald’s ω 

Job Satisfaction 14 3.27 0.890 -0.172 -0.653 .936 .936 

Emotional 

Exhaustion 
9 2.80 1.339 0.053 -0.666 .856 .877 

Depersonalization 5 2.79 1.364 0.121 -0.765 .902 .913 

Reduced Personal 

Accomplishment 
8 2.84 1.185 0.046 -0.404 .881 .901 

Total Burnout 22 2.81 1.083 0.063 -0.614 .776 .781 

Organizational 

Commitment 
6 3.33 1.055 -0.292 -0.816 .918 .918 

Note. Mean = average; SD = standard deviation. 

Table 2 presents the descriptive statistics and reliability coefficients for the study 

variables. The findings indicate that job satisfaction and organizational commitment were at 

relatively moderate-to-high levels, whereas the burnout subdimensions were generally close to 

the moderate level. The fact that the skewness and kurtosis values of the variables fell within 

acceptable ranges suggests that the data did not show any serious deviation from univariate 
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normality. This indicates that the dataset was suitable for subsequent parametric analyses and 

structural model testing. 

An examination of the internal consistency coefficients showed that Cronbach’s α values 

ranged from .776 to .936, whereas McDonald’s ω values ranged from .781 to .936. These 

findings indicate that the scales used in the study demonstrated reliability ranging from 

acceptable to high. In addition, the methodological literature suggests that the omega coefficient 

is a complementary and, in many cases, more robust indicator of reliability than the alpha 

coefficient. Therefore, reporting both coefficients together contributes to a stronger evaluation 

of measurement quality. 

Table 3. Pearson correlation coefficients among the study variables 

Variable 1 2 3 4 5 

1.Job Satisfaction —     

2.Emotional Exhaustion -.359*** —    

3.Depersonalization -.306*** .557*** —   

4.Reduced Personal 

Accomplishment 
-.271*** .585*** .473*** —  

5. Organizational 

Commitment 
.620*** -.535*** -.439*** -.387*** — 

Note. N=420. p < .001. 

Table 3 presents the Pearson correlation coefficients among the study variables. The 

findings showed a positive and strong relationship between job satisfaction and organizational 

commitment (r = .620, p < .001). In contrast, job satisfaction was found to be negatively and 

significantly related to emotional exhaustion (r = −.359, p < .001), depersonalization (r = −.306, 

p < .001), and reduced personal accomplishment (r = −.271, p < .001). The relationships 

between organizational commitment and the burnout subdimensions were also negative and 

significant. In addition, the burnout subdimensions were found to be positively and significantly 

interrelated. Overall, these findings indicate a pattern of relationships that is consistent with the 

theoretical expectations of the study. 

Table 4. Confirmatory factor analysis fit ındices for the measurement models 

Model χ² sd CFI TLI RMSEA SRMR Decision 

Job Satisfaction (single-

factor) 
25.115 77 1.000 1.000 .000 .019 Accepted 

Organizational Commitment 

(single-factor) 
3.427 9 1.000 1.000 .000 .012 Accepted 

Burnout (three-factor) 955.748 206 .962 .957 .093 .086 Poor fit 

Burnout (single-factor, 

alternative model) 
— — .962 .958 .093 .087 Poor fit 

Note. Values of TLI reported above 1.00 in the technical output were presented as 1.000. For the alternative single-

factor burnout model, the CFI, TLI, RMSEA, and SRMR values did not show any meaningful improvement compared with 
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the three-factor model. Therefore, in the final structural model, burnout was treated as an observed variable based on the total 

score. 

Table 4 presents the confirmatory factor analysis fit indices for the measurement models 

used in the study. The findings indicate that the single-factor structures of the job satisfaction 

and organizational commitment scales demonstrated a very good fit in the present sample. In 

contrast, the theoretically proposed three-factor structure of the burnout scale showed a fit 

below acceptable levels. Similarly, the alternative single-factor burnout model also produced 

problematic fit indices. This result suggests that the issue related to burnout was not explained 

solely by the number of factors, but rather that the construct behaved in a more complex manner 

within the sample. For this reason, in the final structural model, burnout was represented as an 

observed variable using its total score rather than at the subdimension level. 

Table 5. Fit ındices of the final structural equation model 

Model χ² sd CFI TLI RMSEA SRMR 

Finally SEM 80.031 187 1.000 1.000 .000 .025 

Table 5 presents the fit indices of the final structural equation model. The findings 

indicate that the proposed model demonstrated a very good fit to the data. This result suggests 

that retaining job satisfaction and organizational commitment as latent variables, while treating 

burnout as an observed variable based on the total score, improved the stability of the model. 

Particularly in light of the measurement problems identified at the subdimension level of the 

burnout scale, specifying the final model in this way may be considered an appropriate 

modeling strategy that both preserves the theoretical structure and strengthens the empirical fit. 

Table 6. Path coefficients of the final structural model 

Path B SH z p Std. β 

Burnout ← Job Satisfaction -0.449 0.061 -7.365 < .001 -.387 

Organizational Commitment ← 

Burnout 
-0.354 0.036 -9.783 < .001 -.363 

Organizational Commitment ← Job 

Satisfaction 
0.616 0.044 14.050 < .001 .544 

Note. B = unstandardized coefficient; SE = standard error; Std. β = standardized path coefficient. 

Table 6 presents the path coefficients of the final structural model. The findings indicate 

that job satisfaction had a significant and negative effect on burnout (Std. β = −.387, p < .001). 

Accordingly, as job satisfaction increased, burnout levels decreased. The effect of burnout on 

organizational commitment was also significant and negative (Std. β = −.363, p < .001), 

indicating that higher levels of burnout were associated with lower levels of organizational 

commitment. In addition, job satisfaction had a direct, positive, and significant effect on 

organizational commitment (Std. β = .544, p < .001). These results support the main structural 
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hypotheses of the study and demonstrate that job satisfaction is a central variable that both 

reduces burnout and strengthens organizational commitment. 

Table 7. Indirect and total effects of job satisfaction on organizational commitment 

Etki B SH z p Std. β 

Indirect Effect (Job Satisfaction → Burnout → Organizational 

Commitment) 
0.159 0.025 6.366 <.001 .141 

Total Effect of Job Satisfaction on Organizational Commitment 0.775 0.043 18.118 <.001 .685 

Table 7 presents the indirect and total effects of job satisfaction on organizational 

commitment. The findings indicate that the indirect effect of job satisfaction on organizational 

commitment was significant (Std. β = .141, p < .001). This result suggests that part of the effect 

of job satisfaction on organizational commitment operates through a reduction in burnout 

levels. The fact that the total effect was also high and significant (Std. β = .685, p < .001) 

demonstrates that job satisfaction has a strong overall effect on organizational commitment. 

Because the direct effect reported in Table 6 remained significant, it can be concluded that 

burnout plays a partial mediating role in this relationship. 

DISCUSSION AND CONCLUSION 

This study examined the structural relationships among job satisfaction, burnout, and 

organizational commitment among coaches working in municipal sports services. The findings 

showed that job satisfaction had a significant and negative effect on burnout, that burnout 

significantly and negatively predicted organizational commitment, and that job satisfaction 

increased organizational commitment both directly and indirectly. In addition, burnout was 

found to play a partial mediating role in the relationship between job satisfaction and 

organizational commitment. The results also indicated a positive relationship between job 

satisfaction and organizational commitment, whereas significant negative relationships were 

found between job satisfaction and the subdimensions of burnout. The measurement model 

results further demonstrated that the constructs of job satisfaction and organizational 

commitment were strongly confirmed, whereas the burnout scale did not exhibit the expected 

distinction at the subdimension level. For this reason, representing burnout in the final structural 

model through its total score was considered more appropriate. Overall, this pattern of findings 

supports the main hypotheses of the study. 

The first major finding of the study was that job satisfaction had a significant and negative 

effect on burnout. This result suggests that as coaches working in municipal sports services 

evaluate their jobs more positively, their levels of professional strain and psychological distress 
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decrease. This finding is consistent with the recent literature showing that burnout cannot be 

explained solely by individual weakness, but is also closely related to the work environment, 

organizational support, and the quality of work experience. Studies conducted with public 

employees have demonstrated a systematic inverse relationship between job satisfaction and 

burnout and have shown that supportive workplace conditions can reduce burnout (AlMarzooqi 

et al., 2025; Lin et al., 2024). Similarly, recent studies on sport coaches have indicated that job 

pressure increases burnout, whereas organizational support may play a protective role in this 

process (Yu & Cheng, 2024). Within this framework, the present study suggests that, in the 

context of municipal sports services, job satisfaction functions not only as a positive work 

attitude but also as a protective psychological resource that helps limit burnout. 

The second important finding was that burnout had a significant and negative effect on 

organizational commitment. This result indicates that as coaches’ levels of professional strain 

increase, their sense of belonging, attachment, and identification with the institution in which 

they work decreases. These findings are consistent with recent research on public employees. 

In particular, Lin et al. (2024) showed that burnout operates as a process that weakens 

organizational commitment among public employees. Moreover, organizational commitment 

has been shown to be associated with important institutional outcomes such as service quality 

and organizational functioning (Lo et al., 2024). The negative relationship identified in the 

present study suggests that burnout in municipal sports services is not merely an issue of 

individual well-being, but also constitutes a risk for institutional commitment and service 

continuity. This interpretation becomes even more important given that coaches employed in 

municipal sports services are frontline personnel directly involved in service delivery. 

The third major finding of the study was that job satisfaction had a direct, positive, and 

significant effect on organizational commitment. This result indicates that as employees’ 

satisfaction with their jobs increases, they become more strongly attached to their institutions, 

identify more closely with organizational goals, and show a stronger tendency to remain within 

the organization. This finding is consistent both with the broader organizational behavior 

literature and with recent studies conducted in sport-related settings. Research examining the 

relationships among organizational silence, job satisfaction, and organizational commitment in 

the public sector has shown that negative organizational climates can weaken both constructs 

(Efthymiopoulos et al., 2024). Likewise, structural modeling studies conducted with sport 

education employees have demonstrated that job satisfaction is complementary to 

organizational outcomes (Jung et al., 2024). The present study shows that this relationship is 
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also valid for coaches working in municipal sports services and that job satisfaction functions 

as one of the most critical antecedents of organizational commitment. 

One of the most notable findings of the study is that burnout plays a partial mediating role 

in the relationship between job satisfaction and organizational commitment. The significance 

of the indirect effect indicates that the effect of job satisfaction on organizational commitment 

does not operate solely as a direct work-attitude effect; rather, it also works through a reduction 

in burnout levels. However, the fact that the direct effect remained significant suggests that 

burnout is not the only explanatory mechanism in this relationship and that job satisfaction may 

influence organizational commitment through other psychological and organizational pathways 

as well. This result is consistent with contemporary literature emphasizing that the relationships 

between employee attitudes and organizational outcomes are shaped through multistage 

psychological processes (Lin et al., 2024; Yu & Cheng, 2024). The present study is important 

because it shows that this mechanism also operates in the context of municipal sports services, 

where structural mediation tests of this kind remain limited.From the perspective of the 

measurement model, the strong confirmation of the unidimensional structures of the job 

satisfaction and organizational commitment scales indicates that these two constructs were 

measured in a theoretically consistent manner in the present sample. In contrast, the poor fit 

observed for both the three-factor and the alternative one-factor solutions of the burnout scale 

suggests that burnout may be experienced more holistically among coaches working in 

municipal sports services than the theoretically proposed subdimensions would imply. In 

particular, the decision to include burnout in the model on the basis of its total score, due to 

tendencies toward cross-loadings and problems of discrimination, may be regarded as an 

attempt to establish a more stable model without relying on excessive modification. This finding 

is also consistent with recent systematic review evidence emphasizing that psychological 

difficulties and professional strain among coaches often emerge in intertwined ways (Kang & 

Lee, 2025). Therefore, this result offers a meaningful implication not only for measurement 

technique but also for understanding the nature of coaches’ psychological work experiences. 

Group comparisons based on demographic and professional variables revealed relatively 

limited differences. No significant differences were found in job satisfaction, total burnout, or 

organizational commitment with respect to sport branch or weekly working hours. In contrast, 

it was noteworthy that participants who had chosen their profession voluntarily displayed higher 

levels of organizational commitment, and that a limited general difference in job satisfaction 

was observed across educational levels. These results suggest that psychological work 
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experiences in municipal sports services may be shaped less by certain demographic 

characteristics and more by voluntary occupational orientation and subjective work perceptions. 

In particular, the pattern linking voluntary choice of profession with job satisfaction and 

organizational commitment parallels findings emphasizing the importance of career congruence 

and professional orientation for employee attitudes, such as studies on healthcare workers 

examining the relationships among career decision regret, job satisfaction, and burnout. This 

finding increases the importance of personnel selection, job placement, and professional 

adjustment policies in municipal sports services. 

The practical implications of the study are also noteworthy. The findings suggest that 

increasing organizational commitment cannot be achieved merely by emphasizing “loyalty to 

the institution,” but rather requires strategies that improve employees’ work experiences and 

reduce burnout. In this respect, strengthening managerial support in municipal sports services, 

balancing workload and role demands, increasing opportunities for professional development, 

improving recognition and feedback mechanisms, and enabling greater employee participation 

in decision-making processes may be considered important intervention areas. Recent studies 

showing that trust, support, and a positive work climate strengthen organizational commitment 

among public employees, and that support systems are critical for coping with psychological 

challenges among sport coaches, support this interpretation (Lin et al., 2024; Kang & Lee, 2025; 

Lo et al., 2024). For this reason, it is important that municipalities design human resource 

management in sports services not only from an operational perspective but also in ways that 

support employees’ psychological work experiences. 

Several limitations of the present study should also be acknowledged. First, because the 

study was based on a cross-sectional design, the findings should not be interpreted causally 

even though they demonstrate strong structural relationships. Second, the data were collected 

through self-report measures; therefore, the risk of common method bias cannot be completely 

ruled out. Third, the sample was limited to three municipalities in Istanbul, and thus caution is 

needed in generalizing the findings to other municipal structures and regions. Finally, the fact 

that the burnout scale did not demonstrate the expected measurement purity at the subdimension 

level suggests that the same construct should be reexamined in future studies with different 

samples. Nevertheless, the study makes an important contribution as one of the limited number 

of studies examining the structural relationships among job satisfaction, burnout, and 

organizational commitment among coaches working in municipal sports services. 
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Conclusion 

The present study demonstrated that the relationships among job satisfaction, burnout, 

and organizational commitment among coaches working in municipal sports services form a 

theoretically meaningful and empirically robust pattern. Specifically, job satisfaction was found 

to reduce burnout, burnout was found to weaken organizational commitment, and job 

satisfaction was shown to enhance organizational commitment both directly and indirectly. The 

partial mediating role of burnout further indicates that the positive effects of favorable work 

experiences on organizational attachment operate not only through direct attitudinal processes 

but also through mechanisms that alleviate psychological strain. 

Taken together, these findings suggest that strengthening organizational commitment in 

municipal sports services depends not only on fostering loyalty to the institution, but also on 

improving the quality of employees’ work experiences and reducing the risk of burnout. In 

practical terms, municipalities may benefit from reinforcing human resource practices for 

coaches, increasing managerial support, balancing workload and role demands, and expanding 

opportunities for professional development and institutional support. The finding that 

participants who had chosen their profession voluntarily reported higher levels of 

organizational commitment also highlights the importance of recruitment, person-job fit, 

professional adjustment, and internal support processes. 

More broadly, the study suggests that coaches employed in municipal sports services 

should be understood not merely as personnel delivering sport-related services, but as 

organizational actors whose psychological work experiences have meaningful implications for 

institutional outcomes. In this respect, the study contributes to bridging the literature on sport 

service management and work and organizational psychology, while also pointing to the need 

for more sustainable, employee-centered, and commitment-enhancing policies in municipal 

sports services. 
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