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Culture is a broad context that has the potential to affect teachers’ job satisfaction. The present study
investigated the relationships between self-construal and teacher job satisfaction in a collectivist culture.
Participants of the study were 426 individuals from primary, secondary, and high schools (1st-12th grades)
in a mid-sized city. Stepwise multiple regression analyses were used in the data analysis. The ﬁndings
suggested that relational vertical, humanistic, and personal self-construal significantly predicted intrinsic
satisfaction. Furthermore, collective horizontal and humanistic self-construal significantly predicted
extrinsic satisfaction. Finally, collective horizontal, humanistic, and personal self-construal significantly
predicted job satisfaction (total). These findings provide strong evidence of the explanatory power of selfconstrual in intrinsic satisfaction, extrinsic satisfaction, and job satisfaction (total).
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1. Introduction
The teaching profession is being practiced in a socio-cultural context. Therefore, understanding the
relationship between culture and job satisfaction makes an extensive contribution to
understanding job satisfaction. Teachers’ job satisfaction is considered a master key to the quality
of teaching and higher academic performance (Alderman, 2004). It simply refers to teachers'
overall attitude and views toward their working conditions and profession (Hongying, 2007). Pepe
et al. (2017) distinguish two main perspectives in the literature regarding job satisfaction: One
perspective stresses the importance of personal factors for job satisfaction (e.g., cultural
background, motivation for the profession, perception of student-teacher relations). Another
perspective considers work and societal conditions (e.g., leadership style, salary, organizational
equity). Teachers’ job satisfaction is important so that it contributes to the effectiveness of
administration (Hongying, 2007), work enthusiasm (Hongying, 2007; Li & Wang, 2016),
psychological health (Shoshani & Eldor, 2016; Skaalvik & Skaalvik, 2011), the effectiveness of
teaching (Skaalvik & Skaalvik, 2014; Kunter et al., 2013), the effectiveness of school functioning
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(Shoshani & Eldor, 2016), motivation and commitment (Li & Wang, 2016; Shoshani & Eldor, 2016).
A teacher has an important position in the education system, so that teachers' job satisfaction
affects the other school-based outcomes.
Individual-level culture (self-construal) is one of the variables contributing to explaining
teachers' job satisfaction. Kwantes (2010) showed that national context differences are related to job
satisfaction. The goal of the current study was to examine the effects of individual-level culture
(self-construal) on teachers’ job satisfaction. Understanding relationships between individual-level
culture and job satisfaction might direct the researcher and the school community to explore
culturally sensitive school environments for each culture.
1.1. Job Satisfaction
Job satisfaction is vital for an institution's success and is a crucial source of employee motivation
(Elizabeth & Zakkariya, 2018). Researchers have not agreed upon a standard definition. They have
put forward different definitions according to their perspectives on job satisfaction. Job satisfaction
is a pleasurable emotional mood that follows from evaluating someone's work experiences (Locke,
1976). Job satisfaction or dissatisfaction is considered a function of the perceived relationship
between what a person demands, what he/she gets from work, and how much value he/she
attributes to it (Kemelgor, 1982). Job satisfaction expresses people's feelings toward the awards
they receive at work (Lawler, 1990). Moreover, job satisfaction is an attitude toward work resulting
from job perception and harmony between the individual and the organization. It includes how
individuals feel about their work and the various features of that work (Spector, 1997). Job
satisfaction is ―likely to be in part socially determined, being embedded in the network of
meanings and values of a particular cultural tradition‖ (Warr, 2007, p. 283).
Job satisfaction can be affected by a variety of situational job characteristics. Intrinsic and
extrinsic satisfaction are two fundamental determinants of job satisfaction (Buitendach & De Witte,
2005). One of the well-known situational approaches to job satisfaction is Herzberg (1987) and
Herzberg et al.’s (2010) two-factor theory, which clearly explains the two-dimensional proposals
that affect work attitudes. They highlight the factors that characterize the events at work that lead
to extreme job satisfaction (intrinsic factors) and extreme dissatisfaction (extrinsic factors). Intrinsic
factors refer to determinants that arise from doing the job and experiencing a sense of
accomplishment, such as success, recognition, responsibility, and progress. Sources of intrinsic
satisfaction are within the employee and last longer than extrinsic sources (Atchison, 1999;
Herzberg, 1987; Herzberg et al., 2010). Extrinsic factors are received from the reward given to an
employee, such as supervision, interpersonal relationships, working conditions, and salary. They
are referred to as dissatisfaction factors, as they are necessary to prevent dissatisfaction. Extrinsic
factors are also beyond the control of the employee (Herzberg et al., 2010).
Similarly, Hackman and Oldham's (1976) job characteristics theory implies five job
characteristics: autonomy, job identity, task significance, skill diversity, and job feedback, which
influence personal and organizational outcomes. Based on a comprehensive review of approaches
(Warr, 2007), it provides the most extensive compilation of job characteristics that are significantly
and positively linked to job satisfaction: (1) opportunity for personal control (employee
appreciation, autonomy, self-determination), (2) communication with others (quantity and quality
of interactions), and (3) supportive supervision (leader evaluation, supportive management). All
features of the work and organization may affect employees' job satisfaction.
Determinants of job satisfaction vary according to the approaches. Vroom (1982) identified the
factors that contribute to job satisfaction: work pace, ability to interact with colleagues, and
acceptance from colleagues. According to Robbins (1996), fundamental elements lead to enhanced
job satisfaction, supportive working conditions, and supportive and friendly colleagues. Job
satisfaction depends primarily on employees' relationships with their colleagues. Employees with
supportive and friendly colleagues are more satisfied with their jobs (Mottaz, 1985; Robbins, 1996).
Job satisfaction consists of employees’ attitudes toward their jobs, and employees' attitudes and
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feelings toward their work experiences significantly influence their performance (Elizabeth &
Zakkariya, 2018). An increase in job satisfaction is related to some positive outcomes: creativity
(Dickson & Lorenz, 2009), job performance (Dickson & Lorenz, 2009; Elizabeth & Zakkariya, 2018;
Judge & Bono, 2001; Riketta, 2008), and absenteeism (Dickson & Lorenz, 2009). In short, job
satisfaction is crucial due to many positive outcomes.
1.2. Teacher Job Satisfaction
Caprara et al. (2003) regarded job satisfaction as a "determinant factor‖ affecting teachers' attitudes
and performance in educational contexts. A teacher's job satisfaction refers to a teacher's affective
relations with the teaching role and is the result of the perceived relationship between what one
wants from the teaching profession and what the teaching profession offers to him/her (Zembylas
& Papanastasiou, 2004). Teaching is often a stressful job, with demands from students, colleagues,
administrators, and parents combined with excessive workload, changing policies, and lack of
recognition of success (Greenglass & Burke, 2003). However, teachers’ job satisfaction stems from
everyday school activities such as working with supportive colleagues, working with children,
seeing students' progress, and the general school atmosphere (Cockburn & Haydn, 2004).
There are three categories of sources of teachers' job satisfaction: (a) determinants that are
internally linked to the teaching profession, (b) school-based determinants, and (c) determinants
outside of school (Dinham & Scott, 1998). Determinants that are intrinsically connected to teaching
relate to actual teaching, working with students, and seeing what students learn and develop;
these internal factors are often the primary motives for becoming a teacher and staying with the
teaching profession (Moses et al., 2017). Contextual factors at school include relationships with
students, colleagues, parents, school leadership, and school values (Dinham & Scott, 1998).
Recent research has indicated that teacher job satisfaction is related to personality characteristics
(Ayan & Kocacık, 2010), teacher-student relationships (Admiraal et al., 2019; Veldman et al., 2016),
administrators’ leadership style (Bogler, 2001), teacher burnout (Brouwers & Tomic, 2000; Caprara
et al., 2006; Greenglass & Burke, 2003; Skaalvik & Skaalvik, 2010), leaving the teaching profession
(Ingersoll, 2001; Skaalvik & Skaalvik, 2011; Chen, 2010), teacher autonomy and self-efficacy
(Skaalvik & Skaalvik, 2014), attrition (Perrachione et al., 2008), job performance (Caprara et al.,
2003; Caprara et al., 2006; Greenglass & Burke, 2003; Judge et al., 2001), teacher retention (Schaufeli
& Salanova, 2007), and teacher commitment (Ingersoll, 2001; Reyes & Shin,1995). Job satisfaction
has been associated with many variables, revealing that the relationship between job satisfaction
and cultural context may contribute to a better understanding of job satisfaction.
Teachers can experience job satisfaction individually, but the teaching profession is performed
in a sociocultural context. Teachers' interactions with colleagues and students affect their job
satisfaction and motivation, but the cultural context and cultural values can also affect them
(Huang & Van de Vliert, 2004; Yetim & Yetim, 2006). Increasing research highlights the
relationship between teachers' job satisfaction and job-related factors. However, the cultural
context influencing teachers' job satisfaction must be further explored.
1.3. Self-Construal
Culture is one of the contexts that contributes to understanding and explaining human behavior.
Hofstede (1980) and Hofstede et al. (2010) defined national culture as ―the programming of the
mind‖ that has a widespread influence on values and behaviors. Triandis (1989) and Marcus and
Kitiyama (1991) rejected a national cultural view of the determinants of cognition, emotion,
behavior, and motives in favor of an approach that takes into account the construction of human
behavior at the individual level, self-construal, within a particular national cultural environment.
Self-construal is related to a person's knowledge and perceptions about his/her personality traits,
social roles, experience, and future goals (Fiske & Taylor, 1991; Gelfand et al., 2006). It has a
multidimensional structure that reflects "the set of thoughts, feelings, and actions related to one's
relationship with others and the self unlike others" (Singelis, 1994, p. 581). Kağıtçıbaşı (2017) and
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Markus and Kitayama (1991) conceptualized self-construal as a personality trait that forms
individuals' cognition, emotion, motivation, and behavior.
The present study's starting point proposed that self-construal can play a role in teachers' job
satisfaction. This hypothesis is derived from culture, psychological, and cognitive processes at the
individual level—aspects of the individual self in relation to others, different situations, and
cultural settings (Haberstroh et al., 2002). In other words, self-construal is formed by a series of
factors that present a set of "possible selves" under different conditions (Oyserman et al., 2004).
Markus and Kitayama (1991) categorized self-construal as independent and interdependent.
People with strong independent self-construal see themselves as autonomous entities and value
individual uniqueness and self-expression (Christopher et al., 2010). In contrast, individuals with a
strongly interconnected sense of self have a self-perception defined primarily by relationships with
social environments (Christopher et al., 2010). Indeed, models containing different dimensions of
self-construal have been proposed to explain self-construal.
Recently to describe self-construal more comprehensively Harb and Smith (2008) proposed and
confirmed a self-construal model with six dimensions; vertical-relational self-construal, horizontalrelational self-construal, vertical-collective self-construal, horizontal-collective self-construal,
personal self-construal, and humanity-bound self-construal. The personal self-construal dimension
of Harb and Smith (2008) is alike to Markus and Kitayama's (1991) independent self-construal. It
refers to the personal or individualized dimension of the self that tries to differentiate from the
others; it does so with its own and independent self-presentations. Relational and collective selfconstruals are related to Markus and Kitayama's interdependent self-construal. However,
relational self-construal refers to a view of the self that is associated with one's dyadic or small
group relationships (e.g., friends, family) and collective self-construal refers to a view of the self as
represented by one's membership in a larger, more distal group unified by shared norms and
values (e.g., cultural group) (Harb & Smith, 2008). They also extended the conceptualization of
relational and collective self-construal by differentiating between vertical relationships (i.e.,
hierarchical, unequal) and horizontal relationships (i.e., equal). The relational and collective selfconstruals focus on the adoption and acceptance of the roles and norms associated with the group
to which it belongs. The sixth dimension of self-construal is humanistic, which reflects the extent to
which individuals' thoughts, feelings, and behaviors are formed by their views of themselves as
part of a universal human culture (Harb & Smith, 2008). We used Harb and Smith's Sixfold SelfConstrual Scale (SSCS), which has adequate reliability and validity estimations (Harb & Smith,
2008).
Self-construal provides a more direct link between values and a range of work orientations and
behaviors (Triandis, 2004). Recent research indicated that self-construal is associated with life
satisfaction (Moza et al., 2021; Suh et al., 2008; Wei et al., 2020), subjective well being (Cheng et al.,
2016; Cheng et al., 2011; Novin, et al. 2014; Özcan, 2017; Yamaguchi & Kim, 2015; Yu et al., 2016),
happiness (Wei et al., 2020), well-being (Maulana et al., 2021; Park et al., 2017), psychological wellbeing (Duncan et al., 2013), and academic satisfaction (Sheu et al., 2014). Specifically, Kirkman and
Shapiro (2001) revealed that job satisfaction and work commitment are higher for collectivists due
to low resistance to teamwork and increased willingness to delay management decisions. Yetim
and Yetim (2006) indicated that collectivism is positively associated with job satisfaction. Hui and
Yee (1999) emphasized a strong association between collectivism and job satisfaction. In Brazil,
where people tend to accept others, such expatriates are also likely to have more satisfying
communication in the workplace, which is an essential aspect of job satisfaction (Spector, 1997).
Although these explanations have been increasingly inﬂuential in the field, little research has
sought to integrate these insights into culturalist explanations of job satisfaction. We proposed
relationships between different dimensions of self-construal and job satisfaction in a collective
cultural context.
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1.4. Present Study
There is little research investigating job satisfaction and its cultural determinants in a collectivist
culture context. Determining factors of job satisfaction may not be universal across cultures; it may
vary in levels of significance based on differences in self-construal. Harb and Smith’s (2008) six
dimensions individual level self-construal model can be used to show how dimensions of selfconstrual would influence job satisfaction. Turkey is considered to be primarily collectivist
(Hofstede et al., 2010). Furthermore, Turkish culture assigns importance to close interpersonal
relationships, including those with family members, relatives, and close neighbors (Kağıtçıbaşı,
2017; Uskul et al., 2004). More specifically, the study examined how teachers' self-construal—
relational vertical self-construal, relational horizontal self-construal, collective horizontal selfconstrual, collective vertical self-construal, humanistic self-construal, and personal self-construal—
affect teachers’ job satisfaction in a collectivist cultural context. Our research questions were the
following:
1. Do dimensions of self-construal (relational vertical self, relational horizontal self, collective
horizontal self, collective vertical self, humanistic self, and personal self) predict teachers’ intrinsic
satisfaction?
2. Do dimensions of self-construal (relational vertical self, relational horizontal self, collective
horizontal self, collective vertical self, humanistic self, and personal self) predict teachers’ extrinsic
satisfaction?
3. Do dimensions of self-construal (relational vertical self, relational horizontal self, collective
horizontal self, collective vertical self, humanistic self, and personal self) predict teachers’ job
satisfaction (total)?
To examine possible cultural variations in job satisfaction due to different dimensions of selfconstrual (vertical relational, horizontal relational, vertical collective, horizontal collective,
humanistic, and personal self-construal), we questioned the possibility of whether self-construal's
different dimensions would produce relationships with intrinsic, extrinsic, and job satisfaction
(total). In the study, understanding how teachers’ self-construal combines with their job
satisfaction might help in the development of a culturally sensitive school environment for
fostering and maintaining teachers’ job satisfaction.

2. Method
The current research was a correlational study. A correlational study is a research design in which
the researcher seeks to understand the kinds of naturally occurring variables related to each other
(Fraenkel et al., 2012). The study's criterion variables were the teacher extrinsic, intrinsic, and job
satisfaction (total). Six dimensions of self-construal—vertical relational, horizontal relational,
vertical collective, horizontal collective, humanistic, and personal self-construal—were the
predictor variables.
2.1. Participants and Procedure
Participants in the current study were 426 of 1717 teachers from 51 schools—primary, secondary,
and high schools (1st-12th grades)—in a mid-sized city in Turkey. The city had a population of
about 133,000 inhabitants. The age ranged from 23 to 62; 48.0% (n = 204) of the sample was female
and 47.5% (n = 202) of the sample was male, while for 4.5% (n = 19), the participants’ gender was
not mentioned. In this study, the purposive sampling method was used to select participants.
Participants were recruited via visits to schools in the seminar period, the last two weeks of June.
Participation involved the completion of a battery of questionnaires measuring job satisfaction and
self-construal. In each school, we assigned a certain amount of time for all teachers to answer the
scales. The study participants consisted of teachers who were at the school at the time of data
collection and who agreed to participate in the study.
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2.2. Instruments
2.2.1. Minnesota Satisfaction Questionnaire
The Minnesota Satisfaction Questionnaire (MSQ) is one of the most extensively used tools for
measuring job satisfaction. Weiss et al. (1967) developed the MSQ with two forms: the long form
and the short form. In this study, the short form was used. The short form of the MSQ consists of
20 items that measure different aspects of job satisfaction (Spector, 1997). The MSQ consists of 20
items and two sub-scales. It can be scored to provide a single index of Overall Job Satisfaction
(total) or separate Intrinsic and Extrinsic Job Satisfaction indices. Baycan (1985) adapted MSQ to
Turkish culture. The MSQ was used in this study to measure specific aspects and total job
satisfaction with regard to a teacher’s satisfaction with his/her job.
2.2.2. Sixfold Self-Construal Scale
The Sixfold Self-Construal Scale (SSCS) (Harb & Smith, 2008) consists of six dimensions of selfconstrual: relational vertical, relational horizontal, collective vertical, collective horizontal,
humanistic, and personal self. Participants rated the degree to which they agreed with each item
on a 7 Likert scale, from 1 (to a very small extent) to 7 (to a very large extent). Harb and Smith
(2008) conducted a confirmatory factor analysis of the SSCS in samples of British, Lebanese, Syrian,
and Jordanian university students. A six-factor model fits the data well, and the values of each
subscale gave sufficient Cronbach’s Alpha reliability (α = .68-.92) (Harb & Smith, 2008).
Özcan and Öğülmüş (2021) adapted the SSCS to Turkish culture with the 330 participants.
Confirmatory Factor Analysis (CFA) findings showed that χ2/sd = 2.95, RMSEA = .07, CFI = .93,
NNFI = .92, and SRMR = .05. In the reliability study, the Cronbach’s Alpha coefficient was α = .73
for relational vertical self-construal, and the values for other dimensions of self-construal were
above α = .80. To test the stability of the scale, the test-retest reliability coefficient calculated for
each dimension was between r = .70 and r = .82 (Özcan & Öğülmüş, 2021). In this study, we used
Harb and Smith's (2008) Sixfold Self-Construal Scale (SSCS), measuring six dimensions of selfconstrual, because it has sufficient reliability and validity in collectivist countries.
2.3. Data Analysis
We conducted a stepwise multiple linear regression analysis with the SPSS 23 program. The
stepwise multiple regression analysis was run to predict intrinsic, extrinsic, and job satisfaction
(total) from six dimensions of self-construal: relational vertical self-construal, relational horizontal
self-construal, collective horizontal self-construal, collective vertical self-construal, humanistic selfconstrual, and personal self-construal. The variables in the regression analysis are normally
distributed according to skewness and kurtosis values ranging between -1 and +1.
Multicollinearity was measured by variance inflation factors (VIF). VIF values of the predictors
ranged from 1.12 to 2.22. If the VIF value exceeding 4, then there is a multicollinearity problem
(Hair et al., 2010). There is no collinearity problem between dependent variables in this study.

3. Results
3.1. Correlation between Variables
The relationship between teachers’ scores obtained from the six dimensions of self-construal
(relational vertical self-construal, relational horizontal self-construal, collective horizontal selfconstrual, collective vertical self-construal, humanistic self-construal, and personal self-construal)
and intrinsic satisfaction, extrinsic satisfaction, and job satisfaction (total) scores was investigated.
Descriptive statistics related to means, standard deviations, and correlation values of variables
entering into regression equality are presented in Table 1.
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Table 1
Descriptive statistics and correlations related to predictors and criterion variables
Variables
Self-construal
Relational vertical self(1)
Relational horizontal self(2)
Collective horizontal self(3)
Collective vertical self(4)
Humanistic self(5)
Personal self(6)
Job satisfaction
Intrinsic satisfaction(7)
Extrinsic satisfaction(8)
Job satisfaction (Total)(9)
M
SD

1

2

3

4

5

6

1.00
.63**
.49**
.32**
.41**
.32**

1.00
.71**
.61**
.61**
.33**

1.00
.67**
.62**
.35**

1.00
.63**
.37**

1.00
.43**

1.00

.24**
.19**
.24**
30.69
4.34

.26**
.29**
.30**
27.57
4.91

.28**
.41**
.38**
25.63
5.75

.22**
.30**
.28**
25.56
6.07

.26**
.34**
.33**
26.49
5.55

.24**
.22**
.26**
25.89
5.66

7

8

9

1.00
.62**
.91**
48.61
5.97

1.00
.89**
28.56
5.33

1.00
77.17
10.16

Note. N = 426, *p < .05, **p < .001

As seen in Table 1, there were significant positive but weak correlations between intrinsic
satisfaction and collective horizontal self-construal (r = .28, p < .001), humanistic self-construal
(r = .26, p < .001), relational horizontal self-construal (r = .26, p < .001), relational vertical selfconstrual (r = .24, p < .001), personal self-construal (r = .24, p < .001), and collective vertical selfconstrual (r = .22, p < .001). These findings indicated that as teachers’ intrinsic satisfaction
increased, their collective horizontal self, humanistic self, relational horizontal self, relational
vertical self, personal self, and collective vertical self increased as well.
In addition, there was a significant moderate positive correlation between extrinsic satisfaction
and collective horizontal self-construal (r = .41, p < .001) and significant positive but weak
correlations between extrinsic satisfaction and humanistic self-construal (r = .34, p < .001),
collective vertical self-construal (r = .30, p < .001), relational horizontal self-construal (r = .29,
p < .001), personal self-construal (r = .22, p < .001), and relational vertical self-construal (r = .19,
p < .001). These findings suggest that as teachers’ extrinsic satisfaction increased, their collective
horizontal self-construal, humanistic self-construal, collective vertical self-construal, relational
horizontal self-construal, personal self-construal, and relational vertical self-construal increased as
well.
Lastly, there were significant positive but weak correlations between job satisfaction (total) and
collective horizontal self-construal (r = .38, p < .001), humanistic self-construal (r = .33, p < .001),
relational horizontal self-construal (r = .30, p < .001), collective vertical self-construal (r = .28,
p < .001), personal self-construal (r = .26, p < .001), and relational vertical self-construal (r = .24,
p < .001). The findings indicated that as teachers’ job satisfaction increased, their self-construal
(collective horizontal, humanistic, relational horizontal, collective vertical, personal, and relational
vertical) increased as well.
3.2. Predicting Intrinsic Satisfaction from Self-construal
Stepwise multiple regression was run to determine whether the addition of six dimensions of selfconstrual (relational vertical self-construal, relational horizontal self-construal, collective
horizontal self-construal, collective vertical self-construal, humanistic self-construal, and personal
self-construal) obtained from a submaximal test improved the prediction of intrinsic satisfaction.
See Table 2 for full details on each regression model.
There was an independence of residuals, as assessed by a Durbin-Watson statistic of 2.061.
There was no evidence of multicollinearity, as assessed by tolerance values greater than 0.1. If the
tolerance value is less than 0.1, there might be a collinearity problem (Hair et al., 2014). In this
analysis, all the tolerance values are higher than 0.1 (the lowest is 0.730). Five residuals were
treated as outliers by using the Casewise Diagnostics value of greater than ±3 cut-off criteria.

B. Özcan / Journal of Pedagogical Research, 5(2), 222-236

229

Table 2
Stepwise multiple regression predicting intrinsic satisfaction from self-construal
Predictors
Constant
Relational vertical self
Humanistic self
Personal self
Collective horizontal self
Collective vertical self
Relational horizontal self
R2
F
R2
F

Model 1
B
37.580**
.367**
.080
36.626**
.078
36.626**

Model 2


.284
.186
.170
.149
.132
.129

B
35.659**
.267**
.188**
.109
25.581**
.029
13.448**

Model 3


.206
.186
.122
.064
.044
.026

B
34.557**
.239**
.144*
.121*
.121
19.103**
.012
5.586*


.185
.142
.122
.055
.027
.027

Note. N = 421, *p > .05, **p > .001

The full model of the six dimensions of self-construal (relational vertical self-construal,
relational horizontal self-construal, collective horizontal self-construal, collective vertical selfconstrual, humanistic self-construal, and personal self-construal) to predict intrinsic satisfaction
(Model 3) was statistically significant, R2 = .121, F(3, 417) = 19.103, p < .001; adjusted R2 = .115. This
finding indicated that relational vertical self-construal, relational horizontal self-construal,
collective horizontal self-construal, collective vertical self-construal, humanistic self-construal, and
personal self-construal explained 12% of the total variance related to intrinsic satisfaction. The
relative order of significance among predictor variables on job satisfaction according to the
standardized regression coefficient () included relational vertical self ( = .19), humanistic self
( = .14), and personal self ( = .12), respectively. Moreover, the addition of the humanistic self to
the prediction of intrinsic satisfaction (Model 2) led to a statistically significant increase in
R2 of .029, F(1, 418) = 13.448, p < .001. The addition of personal self to the prediction of intrinsic
satisfaction (Model 3) also led to a statistically significant increase in R2 of .012,
F(1, 417) = 5.586, p < .05. On the other hand, relational horizontal self, collective horizontal self, and
collective vertical self were not significant predictors of intrinsic satisfaction (see Table 2).
3.3. Predicting Extrinsic Satisfaction from Self-construal
Stepwise multiple linear regression was run to determine whether the addition of the six
dimensions of self-construal obtained from a submaximal test improved the prediction of extrinsic
satisfaction. See Table 3 for full details on each regression model. There was an independence of
residuals, as assessed by a Durbin-Watson statistic of 2.053. There was no evidence of
multicollinearity, as assessed by tolerance values greater than 0.1. If the tolerance value is less than
0.1, there might be a collinearity problem (Hair et al., 2014). In this analysis, all the tolerance values
are higher than 0.1 (the lowest is 0.620). Three residuals were treated as outliers by using the
Casewise Diagnostics value of greater than ±3 cut-off criteria.
The full model of relational vertical self-construal, relational horizontal self-construal, collective
horizontal self-construal, collective vertical self-construal, humanistic self construal, and personal
self-construal to predict extrinsic satisfaction (Model 2) was statistically significant, R2 = .202,
F(2, 420) = 53.025, p < .001; adjusted R2 = .198. The finding suggested that the six dimensions of
self-construal explained 20% of the total variance related to extrinsic satisfaction. The relative order
of significance among predictor variables on extrinsic satisfaction according to the standardized
regression coefficient () included collective horizontal self ( = .35) and humanistic self ( = .14),
respectively. The addition of humanistic self to the prediction of extrinsic satisfaction (Model 2) led
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Table 3
Stepwise multiple regression predicting extrinsic satisfaction from self-construal
Predictors
Constant
Collective horizontal self
Humanistic self
Personal self
Collective vertical self
Relational vertical self
Relational horizontal self
R2
F
R2
F

Model 1

Model 2



B
18.545**
.395**
.189
98.045**
.189
98.045**

.435
.143
.109
.035
-.017
.005



B
17.033**
.315**
.135*
.202
53.025**
.013
6.682*

.346
.143
.081
-.024
-.040
-.050

Note. N = 423, *p > .05, **p > .001

to a statistically significant increase in R2 of .013, F(1, 420) = 6.682, p < .05. On the other hand,
relational horizontal self, relational vertical self, collective vertical self, and personal self were not
significant predictors of extrinsic satisfaction.
3.4. Predicting Job Satisfaction (Total) from Self-construal
Stepwise multiple regression was run to determine whether the addition of relational vertical selfconstrual, relational horizontal self-construal, collective horizontal self-construal, collective vertical
self-construal, humanistic self-construal, and personal self-construal obtained from a submaximal
test improved the prediction of job satisfaction (total). See Table 4 for full details on each
regression model.
There was an independence of residuals, as assessed by a Durbin-Watson statistic of 2.071.
There was no evidence of multicollinearity, as assessed by tolerance values greater than 0.1. If the
tolerance value is less than 0.1, there might be a collinearity problem (Hair et al., 2014). In this
analysis, all the tolerance values are higher than 0.1 (the lowest is 0.566). One residual was treated
as an outlier by using the Casewise Diagnostics value of greater than ±3 cut-off criteria.

Table 4
Stepwise multiple regression predicting intrinsic satisfaction from self-construal
Predictors
Constant
Collective horizontal self
Humanistic self
Personal self
Collective vertical self
Relational vertical self
Relational horizontal self
R2
F
R2
F

Model 1
B
60.035**
.672**
.148
73.488**
.148
73.488**


.385
.163
.135
.049
.084
.065

Model 2
B

56.725**
.497**
.284
.294**
.163
.104
-.017
.061
.008
.164
41.519**
.016
8.284*

Model 3
B

54.299**
.473**
.271
.228*
.126
.185*
.104
-.029
.046
.002
.173
29.384**
.009
4.439*

Note. N = 421, *p > .05, **p > .001

The full model of the six dimensions of self-construal to predict job satisfaction (Model 3) was
statistically significant, R2 = .173, F(3, 421) = 29.384, p < .001; adjusted R2 = .167. The finding
showed that relational vertical self-construal, relational horizontal self-construal, collective
horizontal self-construal, collective vertical self-construal, humanistic self-construal, and personal
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self-construal explained 17% of the total variance related to teacher job satisfaction. The relative
order of significance among predictor variables on job satisfaction according to the standardized
regression coefficient () included collective horizontal self ( = .27), humanistic self ( = .13), and
personal self ( = .10), respectively. The addition of humanistic self to the prediction of job
satisfaction (Model 2) led to a statistically significant increase in R2 of .016, F(1, 422) = 8.284, p < .01.
Lastly, the addition of personal self to the prediction of job satisfaction (Model 3) also led to a
statistically significant increase in R2 of .009, F(1, 421) = 4.439, p < .05. On the other hand, relational
horizontal self, relational vertical self, and collective vertical self were not significant predictors of
job satisfaction.

4. Discussion and Conclusion
This study's unique feature was the addition of self-construal to capture aspects of Turkish
teachers' job satisfaction in a collective cultural context. We had anticipated that the four
dimensions of self-construal would reflect a group-focused cultural identiﬁcation, one dimension
of self-construal would reflect a humanity-bound cultural identification, and the last dimension
would represent a more independent cultural stance. The ﬁndings indicated that relational
vertical, humanistic, and personal self-construal significantly predicted intrinsic satisfaction.
Moreover, collective horizontal and humanistic self-construal significantly predicted extrinsic
satisfaction. Lastly, collective horizontal, humanistic, and personal self-construal significantly
predicted job satisfaction (total).
This research revealed the relationship between culture and job satisfaction in a collectivistic
cultural context. It contributed to the exploration of the effect of self-construal, in the context of
social relations, on an individual's job satisfaction. In keeping with other studies that have added
culture-speciﬁc variables to some satisfaction models (Hui et al., 2013; Sheu et al., 2014), these
ﬁndings suggest that certain dimensions of self-construal are related to teacher intrinsic, extrinsic,
and job satisfaction.
The relational vertical self significantly predicted only intrinsic satisfaction and did not
significantly predict extrinsic and job satisfaction. Moreover, horizontal self-construal was the
most powerful predictor of intrinsic satisfaction. The relational vertical self includes close
hierarchical relationships, and it is experienced in the family context. Teachers’ family
relationships have a strong influence on their intrinsic satisfaction. The fact that Turkish culture is
a collective culture (Hofstede et al., 2010) and that Turkish culture assigns special importance to
family relationships (Kağıtçıbaşı, 2017; Uskul et al., 2004) supported the findings of this study. The
teacher might have perceived intrinsic satisfaction in relation to his/her relational vertical self
rather than personal self. While intrinsic satisfaction would be expected to be associated with
personal self-construal in an individualistic society, it was associated with the relational vertical
self in Turkish culture. Therefore, the relational vertical self emerged as the strongest predictor of
intrinsic satisfaction. We suggested to teachers and administrators to evaluate the high and low
levels of intrinsic satisfaction in the context of family relationships. Teachers who have
dysfunctional family relationships and low intrinsic satisfaction should have family therapy.
Intrinsic satisfaction is a personal process; thus, it is expected that the personal self, which
expresses the self-construal individual dimension, would affect intrinsic satisfaction. The
individual evaluated intrinsic satisfaction according to his or her internal standards. The
humanistic self affects teachers' intrinsic, extrinsic, and job satisfaction because the teaching
profession generally emphasizes humanistic values. The government and Ministry of education
should improve educational programs to emphasize humanistic values more. Administrators and
teachers should organize the school context to teach humanistic values to students.
In particular, consistent with expectations, collective horizontal self-construal was linked to
extrinsic satisfaction, suggesting that teachers adhering to collective horizontal relations were more
likely to perceive as part of their extrinsic and total job satisfaction. The collective horizontal self
manifests itself in the context of teachers' relationships with their colleagues in school settings. It
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was the strongest predictor of both extrinsic and job satisfaction (total). Teachers’ higher
satisfaction with their relationships with each other positively affected teachers' extrinsic and job
satisfaction (total). This finding could be explained by the fact that Turkish culture is a collective
culture (Hofstede et al., 2010), and it is crucial to establish harmonious relationships in the
individual’s environment. The importance of harmonious relationships in nearby environments
affects the individual's job satisfaction in the school context. Researchers emphasized the
importance of relationships between colleagues in terms of job satisfaction (Cockburn & Haydn,
2004; Huang & Van de Vliert, 2004; Mottaz, 1985; Robbins, 1996; Warr, 2007; Vroom, 1982; Yetim &
Yetim, 2006), consistent with the current study’s findings. According to these findings, especially
in collective cultures, educational institutions should arrange environments and time zones so that
teachers can have social relationships with each other. In this way, educational institutions
contribute to teachers' job satisfaction, and this increase in job satisfaction positively affects
teachers' professional performance.
Individualistic societies are expected to show different relationships between teachers' selfconstrual and job satisfaction. This research should be carried out in individualistic cultural
contexts. In the individualistic culture, different dimensions of self-construal may predict job
satisfaction, and the predictive power of self-construal may vary compared to that in collective
cultures. The relationship between self-construal and job satisfaction can also be examined in
different occupational groups.
In conclusion, this study provides an empirical test of the relationship between the six
dimensions of self-construal and teacher job satisfaction in the collective cultural context. The
results contribute to an understanding of self-construal that may facilitate teacher job satisfaction
in a collective culture. Speciﬁcally, relational vertical, personal, and humanistic self-construal are
associated with teacher intrinsic satisfaction; collective horizontal and humanistic self-construal
are associated with extrinsic satisfaction; and collective horizontal, personal, and humanistic selfconstrual are associated with job satisfaction (total) in our sample. These ﬁndings may inform
school administrators about the school climate's development that gives teachers more chances to
cooperate and establish relationships to increase their job satisfaction.
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