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ABSTRACT

The aim of the study was to determine the job satisfaction levels of the personnel who worked in sports organization. 285
randomly selected people who worked in sports organization participated in this study. A form for personal information
and Minnesota Job Satisfaction Scale (MSQ) developed by Weiss et al (1967) and checked for validity and reliability by
Baycan (1985) were used in the study. Mann-Whitney U, Kruskal-Wallis H and Dunn’s multiple comparison tests were
used for the analysis of the data. A significant difference was found among the groups in terms of their job satisfaction
scores with increasing age in the statement of wages eamed for the profession. Satisfaction levels in terms of wages
showed significant difference as the educational levels of personnel decreased. It was stated that the personnel whose job
satisfaction levels were generally moderate were not pleased in terms of payment and the chances for advancement.
However, the personnel's job satisfaction scores’ being moderate shows that payment alone does not affect job
satisfaction.
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INTRODUCTION

In the dynamics between an organization and its employees, it has been said that “the lifeblood of an organization is the
human resources that it employs” (Hurd et al., 2008). Human resource management is a management function within an
organization that develops and implements the policies and procedures affecting the people in the organization: from
recruitment and retention to personal development and training.

Job satisfaction is the emotional response showed by the personnel for their roles at their work. The positive reaction
shown to work is called job satisfaction while negative reaction is called job dissatisfaction (Chen, 2007). Job satisfaction
is comprised of many intrinsic and extrinsic dimensions and can be impacted by a broad range of personal and job related
factors and issues (Volkwein and Zhou, 2003). Job satisfaction is often related to employee attitudes or feelings about
their job. A number of researchers further suggest that job satisfaction is “best viewed as a collection of attitudes about
difference aspects of the job and work context” (McShane and Steen, 2009).

The research is important in terms of helping to reveal the needs of the personnel working in sports organizations and
finding out the deficiencies. This study will play a key role in detemrmining what managers need in order to increase the
satisfaction of the personnel based on the findings gained and in contributing to the literature in this context. Accordingly,
the purpose of the study in question is to detemine the job satisfaction perceptions of the personnel satisfied and
dissatisfied with their job by identifying job satisfaction levels of the personnel working in sports organization. Thus, it can
be possible to offer some suggestions on how to improve the effectiveness of job satisfaction of the personnel in related
institutions by presenting on which variables the job satisfaction of the personnel becomes different.

MATERIAL AND METHOD

The study group of the research are randomly selected managers, gymnasts, officials and technical staff working in sports
organization (Aydin, Bolu, Erzincan, Eskisehir, Gaziantep, Kayseri, Kiitahya, Istanbul, Mersin, Rize, Samsun, Sanlurfa) in
2014 (N=285). An identification form questioning the personal characteristics of the personnel and Minnesota Job
Satisfaction Scale (MSQ) which was translated and the validity and reliability studies of which were conducted by Baycan
(1985) and which was developed by Weiss et al (1967) in order to measure the job satisfaction were used in the study
(Cronbach Alpha= 0.77). In this study, internal consistency coefficient total was found as 0.92, external satisfaction as
0.82 and internal satisfaction as 0.89. Minnesota Job Satisfaction Scale in which the participation level is determined by
responding in Likert-style consists of 20 items which determine intemal dimension (1, 2, 3, 4, 7, 8, 9, 10, 11, 15, 16, 20),
external dimension (5, 6, 12,13, 14,17, 18, 19) and overall level of satisfaction.

In the study, first, descriptive statistics of the personal data of the participants were made, then nomality assumption of
the data was examined with Shapiro-Wilk test (p <0.05). Since the nomrmality assumption was not provided, Mann-Whitney
U test was used to detemmine differences between the two groups, Kruskal-Wallis was used for three and more groups
and Dunn's multiple comparison test was used to detemmine the differences between group averages. Findings were
considered significant at p <0.05 level. All statistical analysis was carried outin MINITAB and SPSS 21 software program.

Ethical Considerations

Before the study, the required ethics committee approval by Mersin University (2013/396) and wiritten pemission by the
consents of the participants’ were obtained. The aim of this study was explained to the subjects during the data collection
phase, and thus the “informed consent principle” was fulfilled.

FINDINGS

The findings of the study are presented in tables below.

Table 1. Distribution of job satisfaction scores according to some socio-demographic characteristics of

employees
Variables Internal Satisfaction External Satisfaction
Medyan IQR Min Max Median IQR Min Max
Male 44 12 13 60 26 9 10 40
Gender
Female 45 12,25 18 60 25 9 8 40
P 0,456 0,930
Married 44 12 13 60 26 10 8 40
Marital status Single 44 11 18 60 26 9 10 40
P 0,738 0,622
20-30 42° 12 18 59 25 9 10 40
Age
31-40 44 5° 15 19 60 26° 10,5 8 38
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41-50 47° 10 24 60 29° 8 14 40
>50 45 5% 19 13 50 29,5° 15,25 10 32
P 0,013 0,014
High school 47a 13 24 60 30a 9 14 40
Assodate 47% 10 13 55 28 95 10 35
Degree
Education Bachelor's
degree and 43b 12 18 59 25b 9 8 38
above
P 0,021 0,003
0-1000 41 12 28 60 24 4 15 39
1001-2000 44 12 18 60 26 9 10 40
Income level
>2001 44 10,5 13 57 27 10 8 37
P 0,962 0,621
Environment 42° 11,25 26 54 24 9,25 16 33
Occupational 420 12 13 60 26 9 10 40
expectations
The reason : '
for chqosmg Socm-economm 432 15 20 60 225 9 14 39
the job characteristics
Personality 48° 9 19 60 28 9 8 40
P 0,001 0,194
Yes 452 12 20 60 26,5 8,25 10 40
The stateiof No 43° 13 13 59 26 9 8 40
doing sports
P 0,049 0,421

Score differences between groups were not found statistically significant (p> 0.05) when the intemal and external
satisfaction scores of employees were analyzed in terms of gender and marital status (Table 1). However, the difference
between the groups was found statistically significant in terms of age, education, income level, the reason for choosing the
job and the state of doing sports (p <0.05).

Table 2. Job satisfaction levels in terms of age and the reason for choosing the job

20-30 31-40 41-50 >51
Iltems SL X2 p
n % n % n % n %
1 7 5,0 4 51 1 1.8 3 25,0
1 2 241171 | 13 16,7 3 5,5 1 8,3
Age Being able to 3 [21|150] 13 [ 16,7 5 9,1 0 0,0 | 22,604 | 0,031
keep busyall the
time 4 76 | 54,3 | 43 55,1 37 67,3 7 58,3
5 12| 8,6 5 6,4 9 16,4 1 8,3
Occupatio Socio-
Environ nal economic Personalit
ment expectatio | characterist y
ns ics
n % n % n % n %
The 1.2 1 0 0,0 22 14,3 3 10,0 2 2,7 24886 | 0.0
. 4, ,015
rfﬁjgsnirzgr The chanceto | 2 | 4 | 154 | 23 | 149 | 4 | 133 | 10 | 133
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The chance to 3 11,5 21 13,6 4 13,3 6 8,0

do something
that makes use
of their abilities

11 [ 423 | 23 | 149 8 26,7 9 12,0 | 30,547 | 0,002

10 385 51 | 33,1 | 12 40,0 38 50,7
2 | 77 ] 34 | 221 4 13,3 18 24,0

the job work alone on 3|16 (231 34 | 221 7 23,3 6 8,0
the job
: 4 15| 57,7 | 63 40,9 14 46,7 46 61,3
5 1 3,8 12 7,8 2 6,7 11 14,7
1 1 3,8 16 10,4 1 3,3 1 1,3
1.3 2 4 [ 154 | 24 15,6 6 20,0 5 6,7
The chance to 3|6 (231] 23 ]149]| 10 33,3 10 13,3 | 23,526 | 0,024
do different
things 4 (13 ] 50,0 69 44,8 10 33,3 46 61,3
5 2 7,7 22 14,3 3 10,0 13 17,3
1 4 (154 8 52 3 10,0 3 4,0
1.8
2 2 7,7 7 45 5 16,7 6 8,0
The way the job
provides for 3623115 97 | 5 | 167 | 12 | 16,0 | 22,385 | 0,033
steady 4 12462 83 [ 539 | 15 | 500 | 35 | 46,7
employment
5 2 7,7 41 26,6 2 6,7 19 25,3
111 100025162 2 6,7 4 53
2
3
4
5

1: Strongly dissatisfied 2: Dissatisfied 3:Neutral 4: Satisfied 5: Strongly satisfied
SL: Satisfaction Level

"Being able to keep busy all the time" (Item 1) varied in terms of age (p <0.05). The expressions "The chance to work
alone on the job" (Item 2), "The chance to do different things" (Item 3), "The way the job provides for steady employment"
(Item 8), "The chance to do something that makes use of their abilities" (Item 11) varied in terms of the reason for
choosing the job (p <0.05) in Table 2.

Table 3. Job satisfaction levels in terms of marital status and the state of doing sports

Married Single
Items SL X2 p
n % n %
1 7 4,5 13 9,9
117 2 22 14,3 8 6,1
Marital status The way co-workers get 3 16 10,4 31 23,7 16,159 0,003
along with each other 4 79 51,3 57 435
5 30 195 22 16,8
. Not doing
Doing sports sports
n % n %
1 12 6,5 6 6,1
18 2 6 3,2 14 14,1
The state of
doing sports The way the job provides for 3 25 134 13 131 11,972 0,018
steady employment 4 | 100 | 538 45 455
5 43 23,1 21 21,2
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"The way co-workers get along with each other" (Item 17) varied in terms of mairital status (p <0.05). "The way the job
provides for steady employment"” (Item 8) varied in terms of the state of doing sports (p <0.05) in Table 3.

Table 4. Job satisfaction levels in terms of education

’ Associate Bachelor’s
High school degree and
ltems SL Degree above x2 p
n % n % n %
1 5 8,5 4 9,8 6 3,2
11 2 5 8,5 4 9,8 32 17,3
Being able to keep busyall the 3 7| 119 3 | 73 29 15,7 | 32,076 | <0,001
time 4 29 [ 492 22 | 537 112 60,5
5 13 22,0 8 19,5 6 3,2
1 3 51 5 12,2 22 11,9
1.6 2 11 18,6 6 14,6 25 135
The competence of the 3 10 [ 169 6 | 146 52 28,1 | 15,168 | 0,056
supervisor in making decisions 2 75 424 21 51.2 76 211
5 10 16,9 3 7,3 10 54
1 3 51 3 7,3 25 13,5
111 2 4 6,8 1 2,4 29 15,7
The chance to do something 3 8 | 136 11 [ 268 32 173 | 17,812 | 0,023
that makes use of their abilities 2 26 241 19 163 66 35.7
5 18 30,5 7 17,1 33 17,8
1 12 20,3 7 17,1 45 24,3
113 2 9 | 153 | 10 | 244 53 28,6
The payand the amount of 3 6 | 10,2 9 |220| 33 178 | 28,528 | <0,001
work done 7 20| 339 | 13 | 317 | 49 26,5
5 12 20,3 2 49 5 2,7
1 6 10,2 11 26,8 38 20,5
2 9 15,3 6 14,6 39 211
thechae If.c:)Lr4advancement 3 10 16,9 9 22,0 37 20,0 17,889 0,022
4 22 37,3 14 34,1 59 31,9
5 12 20,3 1 2,4 12 6,5
1 2 34 1 2,4 14 7,6
2 7 11,9 3 7,3 22 11,9
Workingljliinditions 3 7 11,9 4 9,8 41 22,2 26,545 | <0,001
4 25 42 .4 27 65,9 93 50,3
5 18 30,5 6 14,6 15 8,1
1 6 10,2 2 49 12 6,5
117 2 7| 68 5 122 21 114
The Wagvftﬂ'ggéﬁeorfhgret along 3 8 | 136 9 [220] 30 16,2 20443 | 0.009
4 20 33,9 17 41,5 99 53,5
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5 21 35,6 8 19,5 23 12,4
1 6 10,2 3 7,3 19 10,3
2 6 10,2 7 17,1 33 17,8
.18
. . 3 5 8,5 12 29,3 56 30,3 31,240 | <0,001
Being appreciated
4 23 39,0 14 | 34,1 63 34,1
5 19 32,2 5 12,2 14 7,6

In Table 4, when the job satisfaction levels of the participants were analyzed in terms of educational status, it was found
that the expressions "Being able to keep busy all the time" (Item 1), The competence of the supervisor in making
decisions" (Item 6), "The chance to do something that makes use of their abilities” (Item 11), "The pay and the amount of
work done"(Item 13), "The chances for advancement "(Item 14), "working conditions" (Iltem 16), " The way co-workers
get along with each other" (Item 17), "Being appreciated” (Iltem 18) showed difference (p <0.05).

Table 5. Job satisfaction levels in terms of income

0-1000 1001-2000 >2001
ltems SL X2 p
n % n % n %
1 6 26,1 7 4.3 5 5,0
é 2 87 | 6 |37 | 12 |
1.8
- 3 6 26,1 | 22m®3 | 10 | 98
The way the job ' 7 ' 29,889 | <0,001
provides for steady
employment 4 5 21.7 88 541 52 511
' 7 5
5 23, 218
4 17,4 38 6 22 8
1 25, 11,
11 47,8 41 E 12 9
2 29 22
2 8,7 47 ! 23 ;
113 2 8
Inlcomle The.0ay and e 3 + I | A 1(:)3, A 282, 23,766 | 0,003
eve amount of work done
4 24, 35,
6 26,1 40 8 36 6
5 0 0,0 12 75 7 6,9
1 19, 14,
9 39,1 31 3 15 9
2 21, 18,
1 4.3 34 1 19 P
.14
The chances for 3 6 | 261 | 33| % | 17 | o | 21543 | 0006
advancement
4 28, 45,
4 17,4 45 0 46 5
S 3 13,0 18 1;" 4 4,0

In Table 5, when the job satisfaction levels were analyzed in terms of income, it was found that the expressions "The way
the job provides for steady employment" (Item 8), "The pay and the amount of work done"(Item 13) and "The chances for
advancement "(Item 14) showed difference.

DISCUSSION

1863 |Page October 12, 2015



& ISSN 2321-1091

In this study, in which the job satisfaction levels of the provincial employees in Turkish sports organizations were
searched, intemal and external scores were analyzed and the differences in scores between the groups were not found to
be statistically significant in terms of the variables of marital status and income. In the evaluation of the employees’ job
satisfaction scores in terms of age, it was seen that the internal and external satisfaction scores increased with the
increase in age. Schult and Schultz (1998) reported that job satisfaction increased with age whereas McKenna (2006)
presented a significant difference between the employees’ age and job satisfaction in their study. When the educational
levels of employees was analyzed in terms of their internal and external satisfaction scores, the difference between groups
was found statistically significant. As the educational level increased, intemal and external satisfaction scores dropped.
According to Burris (1983), if a person’s education level is higher than the requisites of his/her job, it creates job
dissatisfaction; if the education level is moderately higher than what the job requires, the interaction between the two
variables is little. This results from the subjective perceptions of the individuals that they are more qualified with regard to
their jobs. When the job satisfaction scores of the employees were analyzed in terms of the reason for choosing the
profession only internal satisfaction scores were statistically significant. The employees who expressed “personality’ for
the reason of choosing the profession have higher internal satisfaction scores than the other groups. It can be taken
naturally that the difference arises from the internal satisfaction since the reason for choosing a profession is related to the
individual himself. On the other hand, job satisfaction scores of the employees who did sports were found significantly
higher in internal satisfaction category than those who did not do sports. This result may originate from the sport's
influence to develop self-confidence and contribution to the development of self-respect.

A statistical variation was observed between some of the variables in the study and the MSQ items. According to this, item
1 can be said to be age dependent. Here, job satisfaction levels of the employees between 41-50 ages were found high in
terms of "Being able to keep busy all the time" (item 1). This finding can be explained by the views that the lower age
group has high expectations for the job and the job can not make them busy enough. It shows that what causes the
decrease in the work performance and the disorder within the institution is that the young employees expressed that their
job did not make them busy enough because of the changes in their interests. Experience obtained with age can change
the results by affecting job satisfaction. Bos et al (2009) and Wilson et al (2008) found in their study that job satisfaction
increased as age increased.

Choosing a profession is one of the most important choices to be made throughout a person's life. The person also
chooses the environment to live, the economic situation in a sense and the people to be in relationship by choosing the
profession (Yelboga, 2008). In terms of the reason for choosing the profession; it is understood that the ones who
preferred the option "personality characteristics” in terms of the expressions "independent work" (item 2), "to be able to do
different things" (item 3) and "to be able to do something with their own talent" (item 11) and "professional expectations”
option in terms of "The way the job provides for steady employment” (item 8) had the highest job satisfaction scores. It can
be thought as natural that the personality characteristics were effective in statements in question (Item 2, ltem 3 and Item
11). It is considered that when the job is preferred based on the personality; this affects the job satisfaction of the
employees significantly. It should be noted here that there is a strong connection between personality and career choice in
terms of job satisfaction. On the other hand, that the option "The way the job provides for steady employment" had the
highest percentage in the professional expectations option can be interpreted as the institutional expectations of the
individuals are partly covered.

The results showed that married individuals had higher job satisfaction level in comparison with the single ones in terms of
the expression “The way co-workers get along with each other” (Item 17). In literature, there are a number of studies
supporting this finding (Erdem et al., 2008; Unsar et al., 2006) as well as the studies asserting the contrary (Siinter et al.,
2001; Aksu et al., 2002). High levels of job satisfaction that married people have may result from the reflection of the order
of family life and peace on work. In other words, single employees' having low job satisfaction can be explained with the
gradual reflection of undisciplined way of life and uneasiness on the job.

Exercise is very important for the protection and improvement of health. In his study, Akpinar (2010), analyzed the job
satisfaction level of the employees in terms of the variable of doing sport and in the study it was stated that the job
satisfaction level of the ones doing sport was higher than the ones not doing sport. Likewise, the job satisfaction level of
the employees in this research varied according to the state of doing sport based on the variable of "The way the job
provides for steady employment" (Item 8). The job satisfaction levels of the employees doing sport were found higher than
those who did not. This result can be considered as the outbreak of the opinion of individuals working in a sports-based
organization to guarantee the job security partly by participating in sportive activities. One of the personal factors affecting
job satisfaction is educational background.

The job satisfaction levels of high school and associate degree graduates were found high in terms of the state of job’s
keeping busy (Item 1) and working conditions (ltem 16). Likewise, Smith (2007) also reported that the employees with
high level of education had low level of job satisfaction. This case shows that job satisfaction levels may vary according to
whether the employees have jobs in accordance with their education levels. The job satisfaction levels of the high school
graduates were found high in terms of the expressions “The competence of the supervisor in making decisions” (item 6),
"The chance to do something that makes use of their abilities " (item 11), "The pay and the amount of work done"(item 13),
“The chances for advancement” (item 14), " The way co-workers get along with each other " (item 17), and "being
appreciated” (item 18). Based on these findings, it can be thought that a more positive attitude towards the manager can
be seen as the education level decreases. Why the high school graduates are satisfied with their wages can be explained
by the view that they are aware they work with a good wage compared to other education levels in today's conditions.
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Whereas it increases the job satisfaction of the high school graduates that they always have the promotion opportunity
despite the training they received, it can be indicated as a reason for the dissatisfaction of the graduates of bachelor’s
degree and above. The organizational communication among the high school graduate employees in the study seems to
be at a good level. What motivates the employees easily in line with the objectives of the institution by increasing trust
among them is substantially that the communication channel within the organization is constantly open. The education
level of the employees of the institution may not have an impact in increasing job satisfaction based on in-house
communication. It seems that high school graduates have more job satisfaction about the reinforcement and rewarding of
positive behavior in comparison with associate degree and bachelor’'s degree or higher.

Many studies in the literature report that job satisfaction levels vary in favor of high-income groups (Kuo and Chen, 2004;
Rayton, 2006). It was seen in this study that the job satisfaction level of the two groups with high-income (1001-2000 and>
2001) were higher in terms of "The way the job provides for steady employment” (Item 8), "The pay and the amount of
work done" (Item 13) and "The chances for advancement "(Item 14). Therefore, the higher the wages are the higher the
satisfaction is (Kolasa, 1969). On the other hand, the low level of income of employees may have an impact which
increases their concems about the future and lowers their job satisfaction. This also reveals the reason why the
employees become unable to getsatisfied with their work. Itis thought that the promotion opportunity as well as the wages
raises the social status of the employee and increases job satisfaction in addition to enhancing financial income earned
from the work.

CONCLUSION AND RECOMMENDATION

This study reveals that the job satisfaction level of the employees is high in terms of the relationships with the other
employees. Job satisfaction of employees is extremely important in terms of comorate performance. However, job
satisfaction level of the employees was not found enough in terms of the opinions about the managers and being
appreciated as deserved. Itis thought that this situation results from the authority-responsibility confusion or conflict due to
too many hierarchical levels in the institution. On the other hand, satisfaction levels of the employees were also found low
in terms of wages and promotion. In addition, the employees’ satisfaction level on the pay and the amount of work done
decreased as their education level increased and job satisfaction levels tended to increase as their ages increased.
Based on all these;

1. Wages should be given fit for the education level and the work of the employee and a fair pricing policy among the
employees should be followed

2. The employee should be provided the chances for advancement which are evenhanded and fit for the performance of
the employees and this should be used as a motivating factor

3. Hierarchical order should be well-established and subordinate employees should be given the impression that they are
important for the institution by the superiors by consulting them when making decisions

4. Managers should be well selected and institutionalized and democratic working environment should be created in the
institutions.
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