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Abstract:

The purpose of our research is to examine the effect of job satisfaction on organizational
culture of staff working in public and private sports organizations. The universe of our
research is made up of public and private sports organization staff. Our sample is
composed of staff working in public and private sports organizations in Aegean Region.
As a data collection tool in the research, Personal information form, Minnesota job
satisfaction scale, and Denison organizational culture scale have been used. The first
validity and reliability studies of the Minnesota job satisfaction scale were conducted by
Baycan (1985) with an alpha coefficient of 0.77. Reliability value was found to be 0.87 by
Ozday1 (1990). The confidence scale (Cronbach Alpha) adapted by Denison
organizational culture scale to Goksen (2001) and later (2002) was found 0.96.Through
descriptive statistics, frequency, arithmetic mean, standard deviation values are
determined. The Kolmogorov-Smirnov Test was used at 0,05 significance level to
determine whether the data showed normal distribution. As a result of the test statistic,
it was determined that the data were not the normal distribution. For this reason, non-
parametric test statistic was used. The Mann Whitney-U test was used at a significance
level of 0,05 in comparing the arithmetic mean of the binary groups. The Kruskal Wallis
Test was used at a significance level of 0,05 in comparing the arithmetic mean of
multiple groups. The existence of the correlation between job satisfaction and

organizational culture was used at Pearson Correlation Analysis at the significance level
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of 0,05 and 0,01. Regression Analysis was used at a significance level of 0.05 for the
determination of the degree of job satisfaction affecting the organizational culture. As a
result of the research; It was found that there was a strong positive correlation between
job satisfaction level and organizational culture level (p <0.01) and half of the effect of
job satisfaction (R2 =, 552) on the formation of organizational cultures of public and
private sports institutions. This result shows that the organization's staff will make a
positive contribution to the formation of the organization's culture by taking measures

to increase job satisfaction.
Keywords: organizational culture, staff working, public and private sports institutions

1. Introduction

Organization culture aims to gain the values of the staff employed in different
departments within the organization, to respect the values of other staff, their beliefs
and values, to establish a common aim within the organization and to act together for
that purpose. In organizations that have formed an organization of cultures, works
process faster and more efficiently. The staff who adopts the cultures of organisation
works in a more efficient, coordinated and systematic manner in the work. Job
satisfaction refers to the emotions that the staff feels towards their work and the
performance they show towards their work. Job dissatisfaction refers to the reluctance
of the staff to work and the discomfort to work and the institution. We can talk about
two sub-dimensions in job satisfaction. First, the internal satisfaction which consists of
Success, recognition, appreciation. The second is external satisfaction which consists of
Salary, institutional policy, colleagues, and institutional management. If internal
satisfaction and external satisfaction are ensured, the staff is satisfied with their work.
Job satisfaction and organizational culture concepts are related to each other. The higher
the job satisfaction, the more positive the organization will influence the organisation.
Providing a good working environment for the staff and respecting the staff's feelings
and thoughts will increase satisfaction in the staff as well as increasing organizational
commitment and organizational alignment.

Throughout the working life, the staff has been gaining a lot of experience in the
work they do and the institution they work in. During the working life of the staff, they
have seen, lived, earned, lost, become happy and sad. As a result of all these knowledge
and emotions, the staff has an attitude towards the work they are doing or the company

they are working with. Job satisfaction is a result of these attitudes and indicates that
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the staff is in good physical and mental terms (Asik, 2010; Cornelieben, 2009; Sympane,
Rieger and Roodt, 2002).

Initial studies on job satisfaction began with the Hawthorne studies of Elton
Mayo in the 1930s. However, these studies are not a theoretical quality (Ttirk, 2007). It is
the result of research on the motivation of the foundation of work related to job
satisfaction. The first studies on human motivation are based on the scientific work
developed by Frederick Winslow Taylor and Henry Fayol (Ozaydin and Ozdemir,
2014).

Job satisfaction, which focuses on employee attitudes, has attracted considerable
attention since its involvement in organizational behavior studies in the 1930s. Initially
studied by Hoppock in 1935, the correlation between job satisfaction &productivity and
job performance was examined. Luthans pointed out three important dimensions of job
satisfaction. These are (Luthans, 1995; Akt: Kaya, 2013):

e Job satisfaction is the emotional response the staff shows. So it cannot be
observed but can be expressed.

e Earnings and expectations in job satisfaction are very important. The higher the
expectations of the staff and the higher the gain, the happier it will be

e Factors such as working environment, manager and staff attitude, wage status,
promotion and rewards directly affect job satisfaction.

The concept of job satisfaction holds an important place among the subjects of
organizational behavior and human resources disciplines in order to respond to the
expectations of the staff from the organization, to make them work more efficiently to
contribute to the formation of a healthy and happy workforce and to protect the social
balances (Pekdemir, Ozcelik, Karabulut and Arslantas, 2006).

In 1994, Barnard organization asserted that; two or more consciously coordinated
activities, or a system of powers, and that an organization has come to fruition when it
comes to communicating with each other, volunteering to support to reach a common
goal.

Organization culture was described as below by Mwaura, Grace, Roberts, Silver,
Uyar, Peter's, Waterman, Sabuncuoglu and Tiiz as described below. According to these
definitions;

Organizational culture is a set of assumptions that have been proven to be valid
by a certain group in a way that can be proved to be valid in the context of its
integration in the group and its integration within the group, and thus taught as the
right way to perceive, think and feel the new members' programs (Aydinli, 2008).

Mwaura, Sutton, and Diane (1998) defined the organization's culture as the

shared beliefs, attitudes, and values shared within the organization.
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According to Glimiis (2011), organizational culture is a social knowledge that
applies to a group at a specific time, loading martial schemes by arranging behaviors.
Organizational culture refers to values, beliefs and assumptions as a subculture of
collecting. They act as an identity for members, making them easier to perceive each
other (Uyar, 2013).

One of the most used definitions is Peters and Waterman's (1982) definition of
"The whole shared values" (Peters and Waterman, 1982). All material and moral values
shared in an organization constitute the organization's culture. Since these values differ
in all organizations, each organization has its own culture structure.

Management must find their own organizational culture model and work on it.
In our study, we examined the influence of the Denison Organizational Culture model
on institutions. This model divided the culture into four sub-dimensions. The first is the
culture of participation; Organizational integrity and the ability of staff, teamwork and
responsibility. The second is the culture of consistency; the internal integration of the
organization to the foreground, to ensure the formation of common ideas and
coordination. Third harmony culture; the organization attaches importance to the
external environment, is open to change and is customer-focused. The fourth is mission
culture, attaching importance to the relationship between the organization and the
external environment. Determining the paths must be followed in order to reach the
future where you want to be, and the staff who knows and understands them will
cultivate the culture of the organization and consciously cultivate the organization
culture in the institution.

In organizations that have formed an organization of cultures, things move faster
and more efficiently. The organization works in a more efficient, coordinated and
systematic manner in the work of the staff who adopt the cultures.

Job satisfaction and organizational culture concepts are related to each other. The
higher the job satisfaction, the more positive the organization will influence the
organization. Providing a good working environment for the staff and respecting the
staff's feelings and thoughts will increase satisfaction in the staff as well as increasing

organizational commitment and organizational alignment.

2. Method

Our research has been prepared in accordance with a descriptive research model. In this
research model, the case examined by the researcher is not changed. An attempt is
made to identify the present situation. The universe of the research consists of 702

public and 499 private sports organizations staff working in the Aegean region. The
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sample of the research is as follows: 313 public staff and 379 private sports
organizations were employed in Mugla, Aydin and Izmir provinces randomly selected
from the Aegean region.

The Minnesota Job Satisfaction Scale, the most widely used measure of job
satisfaction, was used a 20-item short form to measure job satisfaction in this study. The
scale was first used by Baycan in his research and the scale was collected in two
dimensions as internal and external satisfaction. The scale consisted of 20 questions
where 12 questions were as identified internal factors, while the remaining 8 was
identified as the internal factors. This Likert scale is rated as 5 and the answers sample
groups were as followed. "I am not satisfied at all, I am not satisfied, I am undecided, satisfied
and very satisfied”. The validity value of our scale in our study was 82.

The Denison Culture Scale, which was developed by Denison and Mishra in
1995, consists of 60 phrases which include 4 basic dimensions and 12 conceptual sub-
dimensions. The validity and reliability tests of the scale were made by Denison, Mishra
and Jae Cho and are statistically significant. The Denison Organizational Culture Scale
was adapted to Turkish by Goksen (2001) and the reliability coefficient (Cronbach
Alpha) was found to be 0.96. Yahyagil (2004) created the form of 36 expressions in
which each of the 12 sub-dimensions of the scale is represented by three expressions,
and it is valid and reliable The Denison measuring instrument was developed to
measure the cultural profile of organizations. This model is based on four basic
characteristics on which effective organizations are based. These features are
Participation, consistency, compliance and mission. Each conceptual dimension consists
of 3 sub-conceptual dimensions. The validity value of our scale was found to be 76.

In the analysis of the data, SPSS 18.0 program was used. Through descriptive
statistics, frequency, arithmetic mean, standard deviation values were determined. The
Kolmogorov-Smirnov Test was used at 0,05 significance level to determine whether the
data showed normal distribution. As a result of the test statistic, it was determined that
the data were not distributed normally. For this reason, nonparametric test statistic was
used. The Mann Whitney-U test was used at a significance level of 0,05 in comparing
the arithmetic mean of the binary groups. The Kruskal Wallis Test was used at a
significance level of 0 to 5 in the comparison of the arithmetic mean of multiple groups.
The existence of the correlation between job satisfaction and organizational culture was
used at Pearson Correlation Analysis at 0,05 and 0,01 significance level. Regression
Analysis was used at a significance level of 0.05 for the determination of the degree of

job satisfaction affecting the organizational culture.
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3. Findings

Demographic characteristics of staff employed in public and private sports
organizations are as follows. 80.4% of the sample staff participated in our research and
19.6% work in the private sports organization. 36% of the staff are women and 64% are
men. 57.7% of the staff are married and 42.3% are single. 9.4% of the sample staff in our
study were at the age of 18-24, 42.9% were at the age of 25-34, 29.9% were at the age of
35-44, 13.9% were at the age of 45-54 and 3.9% were at the age of 55 and over. 50.8% of
the sample staff had sports training and 49.2% did not have any sports training. 0.3% of
the staff participating in the study were provincial directors, 2.4% were district
managers, 0.9% were youth center managers, 2.1% were branch managers, 3.3% were
chiefs, 17.2% were sports education specialists, 25.4% were coach, 6.9% were assisted
staff, 15.4% were civil servants, 7.3% were leaders and 18.7% were in other units. 45.9%
of the sample staff participating in the study has 1300-2500 TL/month salary, 41.7% of
them have 2501 - 3500 TL/month salary and 12.4% of them have 3500 TL/month or over
income. 18.1% of the staff are working in the institution for 0-1 years, 21.1% are working

for 6-15 years and 22.7% are working for 16 or over years.

Table 1: Job Satisfaction Levels of Public and Private Sports Organization Employees

Institution N X o
Internal satisfaction level 266 70,3947 17,31218
. . . Internal Dimension Satisfaction Level 266 43,1992 10,90654
Public Organisation
External Dimension Satisfaction Level 266 27,1955 6,93143
N 266
Internal satisfaction level 65 83,0923 9,90064
. . L. Internal Dimension Satisfaction Level 65 50,9231 5,88512
Private Organisation
External Dimension Satisfaction Level 65 32,1692 4,84951
N 65

It can be said that the level of job satisfaction of private sports organizations is
higher than the level of job satisfaction of public sports organizations. It can be said that
the internal dimension satisfaction level and the external dimension satisfaction level
are high in public institutions and that the internal dimension satisfaction level is high

and the external dimension satisfaction level is high in private institutions.
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Table 2: Mann-Whitney U Test Regarding Job Satisfaction Level, Internal Dimension

Satisfaction Level, and External Dimension Satisfaction Level According to the institutions

Institution N X Rank
Public Organisation 266 150,86
Internal satisfaction level Private Organisation 65 227,94
Total 331
Public Organisation 266 151,56
Internal Dimension Satisfaction Level Private Organisation 65 225,09
Total 331
Public Organisation 266 151,70
External Dimension Satisfaction Level Private Organisation 65 224,54
Total 331
Internal satisfaction Internal Dimension External Dimension
level Satisfaction Level Satisfaction Level
Mann-Whitney
U 4619,000 4,804E3 4840,000
Wilcoxon W 40130,000 4,032E4 4,035E4
V4 -5,823 -5,558 -5,509
P ,000 ,000 ,000

Variable: Institutions

There is a significant difference between the type of institution in which

employees work and job satisfaction levels (p <0.05).

Significant differences were found between the type of institution where the staff

worked and the internal dimension satisfaction levels (p <0,05).

Significant differences were found between the type of institution the staff worked and

the external dimension satisfaction levels (p <0.05).

Table 3: Organizational Culture of Public and Private Sports Organization Employees by

Institution; Participation, Consistency, Compliance and Mission Culture Levels

Kurum N X c
Organizational Culture Level 263 1,1304E2 26,60630
Participation Culture 264 28,1364 7,65489

Public Organisation Coherency Culture 265 28,1585 7,01496
Harmony Culture 266 28,3835 6,81809
Mission Culture 266 28,3684 7,19011
N 263
Organizational Culture Level 64 1,4098E2 19,23744

Private Organisation Participation Culture 65 36,1077 6,05218
Coherency Culture 64 34,2188 5,75000

European Journal of Physical Education and Sport Science - Volume 3 | Issue 8 | 2017

155




Abdurrahman Kepoglu, Ummii Giilsiim Cakmak
INVESTIGATION ON THE ORGANIZATIONAL CULTURE OF THE STAFF WORKING ON
PUBLIC AND PRIVATE SPORTS INSTITUTIONS

Harmony Culture 65 35,8769 4,88463
Mission Culture 65 34,7846 5,92002
N 64

When we look at public and private organizations; It can be said that the levels of
participation culture, coherence culture, adaptation culture and mission culture are
higher, but it can be said that the level of organizational culture of private sports

organizations is higher than that of the organizational culture of public organizations.

Table 53: Correlation Analysis of Connection Between Job Satisfaction and

Organizational Culture

Descriptive Statistics

X c N
Job Satisfaction Level 72,8882 16,88812 331
Organizational Culture Level 118,51 27,63554 327
Correlation
Job Satisfaction Organizational Culture
Level Level
Pearson
. 1 ,744™
. . Correlation
Job Satisfaction Level
P ,000
N 331 327
Pearson
) 744 1
Organizational Culture Correlation
Level P ,000
N 327 327

**, P<0.01

There is a strong positive correlation between job satisfaction level and

organizational culture level (p <0.01).
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Table 54: Regression Analysis on the Effect of Job Satisfaction on Organizational Culture

Model Abstract
Model R R2 Residual R 2 Estimated Standard Error
1 ,744a ,bb4 ,552 18,48736

a. Job Satisfaction Level

ANOVAP
Model Total Square sd Square of the mean F 1%
Regression 137894,459 1 137894,459 403,457 ,0002
1 | Residual value 111079,253 325 341,782
Total 248973,713 326

a. Independent variable: Job Satisfaction Level

b. Dependent variable: Organizational Culture Level

Ca
Model t p
B Standard error Beta
30,166 4,516 6,680 ,000
1
Job Satisfaction Level 1,211 ,060 ,744 20,086 ,000

a. Dependent variable: Organizational Culture Level

The effect of job satisfaction (R2 =, 552) on the formation of organizational
cultures of public and private sports organizations is half. This result shows that the
measures to increase the job satisfaction of the staff of the institutions will contribute

positively to the formation of organizational culture.
4. Results and Discussions
When the job satisfaction and sub-dimensions of staff working in public and private

sports organizations are examined, it is seen that the staff working in private sports

organizations have higher levels of internal and external satisfaction, which are both job
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satisfactions and sub-dimensions of job satisfaction. However, the satisfaction level of
the staff working in both public and private sports organizations is high.

When the levels of organizational culture and sub-dimensions of the staff
working in public and private sports organizations are observed in the culture of
participation, culture of coherence, culture of adaptation and mission culture, It is
observed that the staff who work in private sport organizations have higher levels of
participation culture, harmony culture and mission culture from both organizational
cultures and organizational culture sub-dimensions. However, the level of
organizational culture of the staff working in both public and private sports
organizations is high.

There was a strong positive relationship between job satisfaction level and
organizational culture level in our study. Similar results for our findings; (Ozkan, 2016)
a study of organizational communication, organizational culture and job satisfaction
variables of subcontracted staff and staff (Guest, 2006). And in the study of Keskin
(2014), a meaningful difference was found between job satisfaction and organizational
culture. An increase in the level of organizational culture or an increase in job
satisfaction will affect each other positively. As the level of job satisfaction is high, the
organization should be viewed as a whole as it affects the culture positively and the
performance of job satisfaction and organizational culture of the staff should be

supported by in-service training, communication seminars and training.
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