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ABSTRACT 

Job satisfaction explains how people feel about the organization in which they work and

the different aspects pertaining to their career (Spector 1997). Employee job satisfaction is

an important goal for the success of any organization.

The purpose of this study was to examine the effect job satisfactionof employees in small

businesses. The key fınding of this study is that job satisfaction is strongly associated with

personal characteristics of employees surveyed for this paper.

This study would be conducted in selected small business (factories) in Şanlıurfa in

Turkey. The information would be collected true questionnaire administrate to employees.

This paper offers realistic suggestions to the employees of small businesses for how to

enhance the job satisfaction oftheir most valuable employees.

Keywords: Job satisfaction, Employees, Small businesses, Şanlıurfa
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The organization of the study is as follows:

This study aims to measure the employees' job satisfaction in small businesses. There are

six chapter in this study:

Chapter one discussed problem formulation. This chapter also focused on the objective of

the study and statement of topic.

Chapter Two summarises two main streams of literature. Literature review focused on

explaining job satisfaction, importance oj job satisfaction, dimensions of job satisfaction,

theories of job satisfaction, organizational size, individual characteristic and independent

variables.

Chapter Three discusses the conceptual framework and model, which arise from the

literature surveyed in Chapter Two. This chapter also focuses on developing questions

formulated drawn from the model.

Chapter four describes the research methodology employed in this study, which includes

research design, data collection procedures, questionnaire development, measure used, data

preparation procedures, and the proposed statistical analysis.

Chapter Five depicts the results obtained from the questionnaire carried out on the subjects

of the sample.

The objectives ofthe final chapter are to highlight the contributions that have been made by

this study and to provide recommendations.

V



SECTION 1 

PROBLEM FORMULATION 

1.1 Introduction

This section attempts to set the terıns in relation to statement of of topics, the problem

situation, the problem statement and objectives ofthe study.

1.2 Statements of Topic

Smith, Kendall, and Hulin (1969) definejob satisfaction as the feeling that a worker has about

his or her job. Their defınition correspondsboth with the worker' s concept of meaning of the

word and with the defınition implied by research workers investigating the phenomena of

satisfaction. Many organizations monitor job satisfaction because of its presumed direct

relationship to the short-term goals of increased productivity, and reduced absences, mistakes

and turnover. Turnover is costly to the organization in terms of money, lost productivity, and

the impact it has on coworkers who remain with the organization (Michaud, 2000). Every

effort should be undertaken to reduce the amount of turnover. As well as to work on

issues ofproductivity, absences, andjob related mistakes,

studies have suggested thatjob satisfaction can be affected by three major factors: (1)

ıa.ı..,Luı.:,relating to work setting; (2) factors relating to specifıc aspect of jobs; and (3) factors

·=.:ıuı..,ıau;;u with the individuals involved (Baron, 1986).
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The Problem Situation

of this study is to analyze the nature of job satisfaction in small businesses and

~cııcıaı motivational factors and overall job satisfaction. This paper proposes to investigate

job satisfaction of employees in small businesses in Şanlıurfa. The study also summarizes

factors that affect job satisfaction of employees. The research to be undertaken will give

the chance to understandjob satisfaction of employees in small businesses in Şanlıurfa.

.4 The Problem Statement

e purpose of this study is to summarize the investigation to be made about the job

atisfaction of employees in small businesses in Şanlıurfa.

Objective of the Study

Iö following objectives are formulated for the purpose ofthis study.

To depict the current theory on job satisfaction of employees in general and in small

businesses in particular

To identify the variables influencingthe job satisfaction of employees in small businesses

To measure and describe the small business employees' job satisfaction or dissatisfaction

in Şanlıurfa

is section reviewed introduction, statements of topic, the problem situation, the problem

.tement,objective of the study.

2



SECTION il 

LITERATURE REVIEW: JOB SATISFACTION OF EMPLOYEES iN 

SMALL BUSINESSES 

2.1 Introduction

The objective of this chapter is to review the literature related with the problem statement

defined, so that the variables affecting the problem area are identified in previous research.

Job Satisfaction

In reviewing the literature it becomes apparent that job satisfaction can be defıned in a

number of ways.

satisfaction is simply how people feel about their job and different aspects of their jobs. It

the extent to which people like (satisfaction) or dislike (dissatisfaction) their job. As it is

assessed, job satisfaction is an attitudinal variable (Spector, 1997). According to

there are two major views related of job satisfaction. The humanitarian perspective

ys people should be treated fairly. The utilitarian perspective implies job satisfaction can

mfluence the behaviour of employees. Both perspectives directly affect the functioning of an

ccording to Gibson et al, (2000) job satisfaction may be defıned as an individual's

:pression of personal well-being associated with doing the job assigned. Job satisfaction

pends on the level of intrinsic and extrinsic outcomes and how the jobholder views those

comes. These outcomes have different values for different people. For some people,

sponsible and challenging work may have neutral or even negative value depending on their

3



tion and prior experience with work providing intrinsic outcomes. For other people,

ork outcomes may have high positive values. People differ in the importance they

to the job outcomes. Those differences would account for different levels of job

tion for essentially the samejob tasks.

several different ways to job satisfaction that are; Herzberg, Mausner, and

an (1959) listed the following factors as those that increase job satisfaction:

ment, recognition for accomplishment, challenging work, increased responsibility, and

development. Bateman and Snell (1999:458) argue job satisfaction or

rsıucuou from the perspective of fairness and processes used to mete out rewards. If

fairly treated from the outcomes they receive, or the processes used.ıthey will be

If on the other hand, people feel unfairly treated from the outcomes they receive, or

to disseminate those outcomes, they will be dissatisfıed.

Wari.c:hls/ari.d 'Lawler (1972) defınes job satisfaction in nine different ways. Each of the

opefatiôri.ııldefınitions are described in terms of how different aspect or facets of job

satisfaction are measured · and how they combine to achieve an overall measure of satisfaction.

The defınitions include: (1) overall job satisfaction as the sum of job facet satisfaction across

all facets of a job, (2) job satisfaction as a weighted sum of job facet satisfaction, (3) job

satisfaction as the sum of goal attainment or need fulfı.lmentwhen summed across job facets,

(4) job satisfaction as a correspondence to Vroom's "valence fora job", (5) job satisfaction

as a discrepancy between how much there is now and how much there should be, (6)'job

satisfaction as a result of comparison between fulfılment and desires or ideals in the .present,

(7) job satisfaction as a measure of desires or ideals of what one would like, (8) job

satisfaction as the importance ofa job facet that determines the degree of affect produced by

4
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amount of discrepancy between the importance of a job facet and the perception of

ıw.1.1ıım,m from a facet (DeMato, 2001).

satisfaction is defıned as positive effects of employees toward their jobs or job situations

{Locke, 1976). Locke (1976:222) says job satisfaction (or dissatisfaction) is an emotional

t~sponse to a value judgement by an individual worker. If his job values are perceived as

b~ing fulfılled, he will experience the pleasurable emotion of job satisfaction; if they are

erceived as being frustrated, he will experience the pleasurable emotion of dissatisfaction.

.e intensity of these emotional reactions will depend on the importance of the values whose

fılment is being facilitated or frustrated by the work experience. What values do employees

ically seek from their jobs? Although there are individual differences, there also are many

similarities in what people want from their job. In the realm of the work itself, most

ple want; work that is personally interesting and signifıcant; success or a sense of

omplishment or progress; growth; responsibility; autonomy; role clarity; role congruence

k of role conflict); feedback conceming performance; and freedom from physical strain

drudgery. With respect to pay, people want: faimess (in relation to what comparable

rs are getting); enough money to meet expenses; competitive fringe benefıts; and security.

realm ofpromotions, employees want: faimess; clarity (as to how the promotion system

and availability (if they want a promotion). As to working conditions, most people

convenient location and hours; safe and attractive physical surroundings; and

ipment and resources that facilitate work accomplishment. Co-worker is preferred who:

esimilar values and facilitate work accomplishment. Employees like supervisors who are:

iderate, honest, fair, competent, who recognize who: share and reward good perforınance,

allow some participation in decision-making. Finally, they like organizations which

5



show a basic respect for employees and employee welfare (values), and which are competent

(i.e., have a clear sense of direction, are managed effectively, and put out a good product).

The following are more example of defınition of job satisfaction. Demato (2001) notes the

föllowing defınitions found in the literature: (a) Job satisfaction reflect an individual's

attitudes and expectations toward his work and goals in life (Scherrer, 1985); (b) Job

satisfaction is the feeling an employee has about his pay, work, promotion, opportunities, co­

(worker, and supervisor (Vaughn & Dunne, 1974); (c) Job satisfaction refers to the feelings

and emotional aspects of individuals' experiences toward their jobs, as different from

ıntellectual or rational aspect (Nandy, 1985); (d) Job satisfaction is defıned as an employee's

ective response to his job (D'Elia, 1979), (Mc Ginn, 2003).

ıh satisfaction is a factor affecting productivity and future doubts personnel may have for

.emselvesand their families. Having the feeling of trust that their job is guaranteed during

successful work period contributes to positive result for personnel. Additionally, the trust

ersonnel in labour union directors has alsa been evaluated as a factor in increasing job

ıtisfaction(Şimşek, 1995).

i...•i,drrım and Davis (2002) defı.nedjob satisfaction as set of favourable or unfavourable

gs and emotions with which employees view their work (p.208). Smith, Kendall, and

(1969) define job satisfaction as the feeling that a worker has about his or herjob. Job

faction can be defined as the degree to which an individual feels positively or negatively

ttwork. It is an emotional response to one's tasks, the physical and social conditions in

orkplace, and the degree to which the expectation in someone's psychological

.et are fulfılled (Wood et al, 2001).
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Several studies have suggested that job satisfaction can be affected by three major factor:(1)

factors relating to work setting; (2) factors relating to specifıc aspects of jobs; and (3) factors

sociated with the individuals involved (Baron, 1986). Studies have indicated that personal

acteristics are gender, age, education, and work experience.

ere are some factors affect on the job satisfaction. These factors are salary, types of job,

ysical condition, security, promotion, status, moral awards, cornmunication and business

Importance of Job Satisfaction

y organizations monitor job satisfaction because of its presumed direct relationshipto the

rt-term goals of increased productivity, and reduced absences, mistakes and turnover.

r:r:ı.g-term improvements in employee adjustment, health and contributions to scientifıc

erstanding are considered mere spin-offs, however useful to promote in public relations

ases. However, once management discovers that there is no guarantee of a direct

elation between satisfaction and productivity, interest usually wanes (Cranny et al, 1992).

satisfaction is related to life satisfaction and mental and physical health; improved

sfaction has become an important outcome in its own right. Economic concems usually

rınine whether management is willing to invest time and money to improve job

faction. The signifıcant relations between job satisfaction and work behaviour may prove

e a bonus to the organization in many areas, including; reduced absenteeism, decreased

turnover and fewer work-related accidents (Stanton&Crossley, 2000).
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Job satisfaction is alsa related to other variables, such as stress and discord with the work

group, which may also affect employee productivity. "To the extent the satisfaction can be

improved, organizations can realize substantial monetary savings by reducing costs associated

'\Vith the lower productivity of substitute employees, hiring and training new employees,

Iıc:alth insurance claims, and other expenses' (Stanton & Crossley, 2000).

J(aya (1995) stated that the only evidence that indicates that the conditions of an organization

ğqtvvorsened is the low rate ofthe job satisfaction. He however, described as the condition of

,tablishing a healthy orgariizational environment in an organization. According to Kaya

995), employees attain their levels ofjob satisfaction by maintaining statute, high ranks and

ority by giving their capabilities such as knowledge, ability, education, health ete. to their

for which they spend most of their time". He also states the importance of job

·sfaction by emphasizing that job satisfaction motivates individuals to contribute to

oduction in organization. Job satisfaction has been credited to diminish absenteeism from

k, irregular attendance at work, replacement of workers within a cycle or even the rate of

eque and Chowdhury (1983) pointed out that in employer-employee relationship; job

faction is the most sought after attribute that binds the relationship together. Morgan

argued that there is a psychological contract between an employee and employer. It is

expectation of the employer that employees carry out certain workplace duties in a

~tent and appropriate manner. Similarly, Lawler (1994) described job satisfaction as a

and complex construct that represents one way of understanding the quality of a

n's life. He further explained that to understand a person's life, person's job satisfaction

be considered. He therefore, concluded that job satisfaction is an important factor when

8



studying an organization' s humarı resources, because time spent at work consumes a large

proportion ofa person's waking hours.

2.4 Dimensions of Job Satisfaction

Job satisfaction has been described as being related to individual values and their feeling of

satisfaction in their work. Under the social dimension aspect, job satisfaction can also be

defıned as resulting in positive feeling at the end of the job (Ehtiyar, 1996). The literature

includes extensive research onjob satisfaction.

satisfaction is defined by Chiu and Francesco (2003) as how people feel about their job

job components. According to the study of Kutaniş and Bayraktaroğlu (2002)

management types and coınmunication possibilities with superiors are important for job

Job satisfaction has three dimensions:

(1) Job satisfaction is an emotional response to the job; this cannot be observed, just

stated;

(2) Job satisfaction is explaininghow expectations are met; and

(3) Job satisfaction represents contradictory behaviours. Here, job, salary, promotion,

management style, colleagues can all be thought of as examples of contradictory

behaviours (Şimşek, 1995)

job satisfaction, individuals want to realize their individual targets, gain psychological

isfaction, escape from frustration, prevent down time; and thereby raise their psychological

being to a maximum level (Kaynak, 1990).

9



2.5 Theories of Job Satisfaction

This section examines the literature regarding theories and models used to explain the

determinants of job satisfaction. There are two broad categories to classify job satisfaction

theories, that is, process and content theories. Content theories are predominantly concemed

with the identifıcation of specifıc needs or motives most conducive to job satisfaction (Locke,

"1976). Process theories go further than identifying basic needs that motivate people. They

focus on the individual' s dynamic thought processes and how they produce certain types of

behaviour attitudes.

A.mongstthe theories discussed below, the Maslow's Need Hierarchy and Herzberg's Two­

actor theory are examples of content theories. Examples of process theories include; Equity

eory, Need-Fulfılment Theory, Facet-Satisfaction Model, Job Characteristics Mbddl.

Content Theories

Maslow's Need Hierarchy

aslow (1954) suggested that there exists a hierarchy of human needs, commencing with

siological needs and progressing through to needs of safety, belongingness and love, self­

and self actualisation. Maslow suggests that these needs must be satisfıed in the order

d in order to be operative. Therefore, outcomes satisfying a particular need will only be

ctive provided the lower-order needs are fırst satisfıed. In other words, the physiological

must be satisfıed before the safety needs. Maslow's theory is essentially two-fold. It

to identify the needs which provide motivation, and secondly, to explain the inter-

.onship between the needs.

10



Despite the simplistic approach and wide recognition for this framework, there is little

empirical support for Maslow's proposition (Miner and Dachler, 1973). The theory has been

criticised by researchers on at least two grounds. There is little evidence of any such

hierarchical effect, beyond that of the primacy of safety needs (Hall and Nougaim; 1967;

Lawler and Suttle; 1972). Secondly, there is no agreement that the fıve basic needs are

inherent in all individuals (Miner and Dachler, 1973).

2.5.1.2 Herzberg's Two-Factor Theory

theory ofwork motivation, which has aroused a good deal of interest, is Herzberg's (1959)

two-factor theory also referred to as the 'Motivation-Hygiene' theory (Hamner and Organ,

1982). This was based on Herzberg's research with a sample of 200 accountants and

ngirıeers in the Pittsburgh area in the US. The study used a 'critical incident' methodology,

ere each person was asked to recall an exceptionally good and bad aspect oftheir job. This

followed by subsequent interviews. The information collected was content analysed to

termine any systematic relationship between positive and negative events and various

ects ofthe job (Herzberg, 1966).The various aspects ofthe job were classifıed as:

Motivators', representing sources ofsatisfaction derived from various facets ofthejob (eg

snotion, recognition).

ygienes' represented sources of dissatisfaction and were primarily concemed with the

environment (eg salary, supervision) (Davis, 1989).

11



Herzberg' s theory inherently assumed that dissatisfaction and satisfaction do not represent a

single continuuın (traditional view). Instead, two separate continua are required to reflect

people' s dual orientation to work, representing both the hygiene and motivator factors.

Traditional View

! Dissatisfaction ! 1 Satisfaetion !
Herzberg's Two-Factor Tlıeorv

Dissatisfaetio .ygıenes No Dissatisfactio

1 No satisfaction! ! Satisfaction !

Mo tiva tors

Source: ChaınpouxJ E (1996),Organisational Behaviour: Integrating' Individuals, Groııps and Processes, P 182

2.1 Herzberg's Two-Factor Theory

pirical research designed to test Herzberg's theory has produced mixed results. Studies

ing the 'critical incident' methodology have found support for the theory (Myers, 1964).

owever, other researchers using different methodologies have found little support for the

ory (Hinrichs and Mischkind, 1967;Hulin and Smith, 1967).

derfer (1972) argues that there are three groups of core needs. Building upon earlier need

dels (primarily Maslow's) and seeking to overcome some their weaknesses, Clayton

lderfer proposed a modified need hierarchy the E-R-G model with just three levels. He

ested that employees are initially interested in satisfying their first group needs. First

.p needs include factors that Maslow considered to be physiological and safety needs. Pay,

cysical working conditions, job security, and fringe benefits can all address existence needs.

12



e second group of needs are those of relatedness. Relatedness needs are at the next level,

these involve being understood and accepted by people above, below, and around the

ployee at the work and away from it. They align with Maslow' s social and esteem needs.

lly growth needs are in the third group of needs; these involve an intrinsic desire for

sonal development. Growth needs contains the intrinsic component from Maslow' s esteem

egory and the characteristics included under self actualization.

,2 Process Theories

.2.1 Equity Theory

's Equity theory assumes that individuals value and seek social justice in how they are

for their productivity and work quality (Adam, 1963). In this context, faimess is

be achieved when an individual perceives that their outcome in terms of pay or

l!lluuuıı proportionately reflects their inputs (such as task behaviour, effort). Individuals

e the ratio of their input/output to that of others to determine the presence of inequity.

individual believes that there exists an inequity (positive or negative) they may alter

yıputs, alter their perceptions of others' input/outcomes, or in extreme cases even leave

rksituation (Campbell and Pritchard, 1976; Kanfer, 1990).

has primarily dealt with fınancial compensation as an outcome. The majority

have dealt with the effects of underpayment and overpayment on job performance

a.lesser extent job satisfaction (Locke, 1976; Hamner and Organ, 1982). Empirical

has found support for the underpayment effects with Adam's model (Carrell .and

1978). That is, individuals who perceive that they · are underpaid relative to . others

the quality and increase the quantity of their work. (These results were found when the

13



employees were working under conditions where the pay was dependant upon the output

level).

On the other hand, studies of overpayment have been equivocal (Kanfer, 1990). Weiner

(1980) found that equity norms do operate and overpayment inequity can exist. Researchers

have also argued that overpayment can be diffıcult to interpret due to different induction

procedures (for example, during the process of recruiting new staff, if the potential candidates

are made. to believe by the management that the pay is better than what their qualifications

should attract) used, and with variations over time of ratios suggesting inequity, particularly

with changes in pay (Lawler, 1968; Pritchard, 1969).

Need-Fulfillment Theory

According to the need-fulfillment theory, satisfaction is determined by the extent to which the

work or the work environment produces outcomes which an individual desires, or wants

room, 1964; Lawler, 1973). The theory assumes that all individuals have differing needs

self-respect, self-development), and these needs determine how motivated an individual

be to perform a job. As a consequence, fulfillment of these needs would lead to greater

els of satisfaction. In addition, the greater the importance an individual attaches to a

icular need, the more the resulting satisfaction when the need is fulfilled and the greater

dissatisfaction if it is not (Korman, 1971; Smither, 1994).

re are two different types of models which use the need-fulfillment framework, the

,tractive' and the 'multiplicative' model. Both models assume that job satisfaction is an

ome ofthe degree to which the work environment satisfies an individual's needs{Vroom,

). The subtractive model proposes that satisfaction is a function of the discrepancy
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between a person' s needs and the extent to which the work environment provides satisfaction

of those needs. The greater the discrepancy the lower the satisfaction level and vice-versa.

The multiplicative model sums the product of the individual's needs and the degree to which

the job provides satisfaction of those needs. The sum of all the needs reflects the individual's

Ievel of satisfaction (Korman, 1971 ).

Research suggests some usefulness for the models based on the need-fulfillment theoretical

framework (Schaffer, 1953; Kuhlen, 1963). For example, Kuhlen's study (1963) found

support for the subtractive model as a predictor of job satisfaction for men, although not for

women. Korman (1971) suggested that the subtractive model is limited in its applicability to

ındividuals with high self-esteem. It appears that the need-fulfillment frameworkprovides an

incomplete framework in understanding the concept of job satisfaction (Korman; 1971) .

•5.2.3 Facet Satisfaction Model

e Facet-Satisfaction model developed by Lawler (1973) draws upon the equity theory and

e discrepancy theory (Thierry, 1998). According to this model, job satisfaction will only

sult if actual rewards equal perceived equitable rewards. Therefore, if actual rewards are

'öte/less than perceived equitable rewards, guilt and discomfort will result. Accordingly, this

del moves the phenomenon of job satisfaction closer to the 'equity' theory. It implies that

chological discomfort results from the knowledge that we are receiving more or less than

deserve, and this psychological discomfort is synonymous to the inequity tension as

gested by Adam's equity theory (Landy, 1989).

critical issue implied by this model is that of perception (Landy, 1989). The perceived

unt of rewards that an individual should receive (such as pay, promotion, recognition) is
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based on perceived job inputs (such as skill, effort, beauty), perceived inputs/outcomes of

reference groups and perceived job characteristics (such as responsibility, job level,

diffıculty). On the other hand, the perceived amount of rewards received is based on the

eutcomes of reference groups and actual outcomes received as illustrated below in Fig 2.

;J'herefore, this model re-inforces the importance of the perception of reality as opposed to

Job Characteristics Model

Job Characteristic Model (JCM) stands as one of the most widely researched models in

ğanisational behaviour research (Spector, 1985). The JCM was developed by Hackman and

am (1975) and is an extension of the Job Characteristics theory proposed by Turner and

ence (1965). (The Job Characteristics theory proposed by Turner and Lawrence (1965)

gests that employees' attitudes towards their work (such as satisfaction, absenteeism) are a

ction of their task characteristics/attributes (such as work variety, autonomy, amount of

Onsibilityentrusted, skill required and opportunity for interaction with others). The higher

,b's standing on these attributes the more satisfıed the jobholders would be). Hackman and

am (1975; 1980) suggested that motivating jobs are characterised by 5 core

acteristics (skill variety, task variety, task signifıcance, autonomy, and jobfeedback).

e core characteristics are proposed to influence 'three' psychological states (feeling of

gfulness, feeling of responsibility and knowledge of results), which then influence

in positive work outcomes such as job satisfaction. According to the model, individuals

perceive their jobs to rank highly on the 5 core characteristics would enjoy higher levels

b-satisfaction and vice-versa,
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The JCM also accounts for individual differences by taking into account the characteristic of

'growth need strength' (GNS). Since individuals have differing needs for personal

accomplishment, learning and growth, they will react to their jobs differently. Individuals

having a high GNS are likely to respond more positively to jobs that are high on the 5 core

characteristics (Hackınan and Oldham, 1980).

!.\,.ı;;ı..,ı;;m studies have indicated that job characteristics reliably correlate with outcomes such as

satisfaction and absenteeism (Spector, 1985; Fried and Ferris, 1987). That is, individuals

perceive their jobs to be high on the 5 core characteristics have reported high levels of

satisfaction and vice-versa, Despite, the general agreement towards the JCM, it has been

iticised for ignoring other individual characteristics and demographic variables that may act

moderators (Pierce and Dunham, 1976; Morrison, 1996). These irıclude need for

:hievement(nach), social status, and age.

Job Satisfaction and Organizational Size

have been some research efforts studying the impact of organizational size on employee

isfaction, Examining several factors as possible predictors, worthy's (1950) study of Sears

Roebuck employees measured individual attitudes toward the company, immediate

rvisors, management, fellow employees, and working conditions, and related these

to job satisfaction. Worthy found that size was the most important determinant of

action levels. Employees in smaller divisions had higher satisfaction levels that Worthy

.buted to the division' s simpler social structure, less level of management, Iess

ivisions of work, and friendlier and closer relations between workers •· and between

gement and rank and file.
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In their comprehensive review of pre-1965 research literature examining the effects of

organizational structure on employee job attitudes, Porter and Lawler (1965) determined that

two sub-organizational properties, managerial level and sub-unit size, have a defınite

connection to job satisfaction. These pre- 1965 studies reveal that job satisfaction increases

monotonically with increasing levels of management, despite the fact that that the pattem of

need satisfactions tended to be similar among the various level in these studies. Therefore,

Porter andLawler (1965) concluded that middle managers are more satisfıed thanthose below

them in the organization but less satisfıed than those above. Contrasting this, as established by

the fındings of Strauss and Sayles (1960) and Viteles (1953), Porter and Lawler also included

that small organization subunits exhibit higher levels of morale, productivity, and job

atisfaction while maintaining lower rates tumover, absence, and accidents. Hence, the size of

e work group affects both output and work attitudes. Though the • research was not

nducted using hospitality related samples, both of these fınding are signifıcant to .the

dging industry and the focus of this research .

.gham's study of production facilities (1970) found that as organization size increased, so

the level of 'bureaucratization'. This led in turn to more specialized areas of production

administration. He noted that as a grew in size, it was less able to offer its employees

ial and task reward due to the fıner division of labour. Therefore, smaller fırms tend to

al to employees who value social and task rewards more, whereas large fırms, with their

ter emphasis on economic rewards, are attractive to workers with corresponding social

es (Kovach, 1978). Thus, it would seem logical that larger fırms exhibit greater

gruence with extrinsic determinants of job satisfaction while smaller organizations are

aligned with intrinsic factors.
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More recent studies have found that the work environment in larger organizations is more

rigidly structured than in smaller establishment (Idson, 1990). Scherer (1976) examined the

relationship between the structure of work at different size establishments and workers' job

satisfaction. He found that for some measures of workers satisfaction, respondents at larger

establishment expressed lower levels of job satisfaction.

influencing job satisfaction are: salary, type of job, physical conditions, relations with

security, promotion opportunities, empowerment, status, fınancial and morale

training, being involved in decision making, communication, social activities, policy

management of organizations (Tanke, 1990).

the consequence of researches to determine factors affecting job satisfactionis found that;

ary, security, promotion, leadership, management style, working condition, friendship,

d types of job affect employees job satisfaction (Crossman, &Abou-Zaki, 2003).

ere are some variables for model that are individual characteristics, salary, types of job,

rking condition, security, promotion, status, morale, and communication. These variables

ect to job satisfaction of employee. Moderating variable is business size because business

affect to management, communication with employees, working conditions, and
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Small Business Research on Job Satisfaction:

Several studies have focused on the relative level of job satisfaction between self-employed

and wage/salary earners (Eden 1975; Naughton, 1987; Thompson et al, 1992; Katz, 1993;

VandanHevel and Wooden, 1997:Jamal, 1997).

Eden (1975) conducted one of the fırst few studies comparing the satisfaction levels of the

self-employed and the organizationally employed in the United States (US). He contrasted the

job satisfaction levels of 183 SBOMswith 1092 salaried managers based on the 1969 Quality

ôfWorking Conditions (QEC) Survey (Quinn, Seashore, and Mangiona, 1975). It was

:ported that the self-employed worked to have worked longer hours, and enjoyed greater

onomy and freedom at work. The study also found the self-employedto have higher Ievels

satisfaction. However, Eden concluded that the level ofjob satisfaction did rtotdepend

self-employed or undertaking conventional employment, but on the level ofcontrol

degree of autonomy within the workplace.

.ustralia, Williams (1986) conducted a study of the levels of job satisfaction between

Ms and managers/employees of 4 large fırms. The study was an extension to the research

iously conducted by Eden (1975), investigating how the degree of work discretion

ences the level ofjob satisfaction. Williams confırmed the fındings of Eden (1975), that

OMs enjoyed higher levels of satisfaction due to greater autonomy at the work place.

terminants of Job Satisfaction

researchers have ascribed job satisfaction as being influenced by various determinants.

level of association between employee job satisfaction and the determinants of that

action has been a topic of research in a wide variety of organizational setting and
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business firms, though not necessarily in the hospitality industry (Lucas, 1985). Findings from

empirical efforts have demonstrated consistency in only a few areas. The primary reasons

cited for the considerable discrepancies include: a lack of consistency in the research methods

used, the definition and measurement of variables, and an innate variability in the nature of

the various settings considered (Lucas; 1985). Each job facet can be a source of both

satisfaction and dissatisfaction, though as discussed previously, extrinsic facets tend to have a

greater effect on dissatisfaction.

Much of the early research regarding job satisfaction is based on human relations theory,

which hypothesizes that workers develop positive job attitudes if their job allows them to

fulfil their needs (Herzberg, 1968; Maslow, 1954). Subsequent models .have identified the

characteristics of the individual worker or the characteristics of the broader orgarı.izatiônal or

situational context as sources of variation in one's attitude towards his or her job (Glisson &

ick, 1988). Generally, the determinants of the job satisfaction may be ascribed to one of

·ee broad categories: personal characteristic of the individual employee, job related factors,

organizational factors (Ting, 1996). Rousseau (1978) explains that the context in which

rk attitudes occur is multidimensional and incorporates worker, job, and organizational

acteristics.

Demographic Variables and Job Satisfaction

review of the job satisfaction literature provides additional support for . personal

acteristics influencing work and job satisfaction (Bedeian, Farris, & Kacmar 1992;

son & Klein, 1970;Kasperson, 1982).
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2.8.1 Gender

Research has shown that relations between job satisfaction and gender have been strongly

inconstant. The relationship between gender andjob satisfaction has also received a great deal

of research interest (Hulin and Smith, 1964; Lambert, 1991), but the fı.ndings are somewhat

equivocal. When result of different studies is combined with meta- analysis, mean

correlations tend to be almost zero across dozens of studies and thousands of people (Brush et

Some explanations have been conducted to explain the equivalent job satisfaction of women

men despite non-equivalent job conditions and pay. First, it has been indicated that women

ırobably differ in expectations. Women expect less from the job, hence, they are less

satisfied. Second, women and men may have different values (Brush et al.; 1987). Witt and

ye (1992) argued there could be gender differences in equity perception. Sometimes

erent genders are viewed differently in reward distribution. Even though these are possible

lanations, presently it is not clear why women have equivalent job satisfaction despite

n-equivalent work (Spector, 1997).

argue that a positive relationship exist between the two variables

ntrolling for occupational level). That is, older workers tend to experience greater

sfaction than their younger counterparts (Rhodes, 1983). Mottaz (1987) proposed a few

lanations for the observed positive relationship. Firstly, older workers due to their greater

erience can easily move from one job to another. Secondly, having worked in an

isation for extended periods implies a process of adjustment. Finally, the process of
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'grinding down' occurs, whereby workers form more realistic expectations and demand less

oftheir jobs.

'Research has shown that age and job satisfaction are related. The exact nature of the relation

is not clear, as some studies have found a curvilinear, whereas others have found a linear

relation' (Spector, 1997). Zeitz (1990) proposed a curvilinear relation in which job

satisfaction declines early in life, level off in middle age, and rebounds after 45 year-old.

Nevertheless, not all studies have been possible to fınd evidence a curvilinear relation

(Spector, 1997; White & Spector, 1987).

matter whether the relation is curvilinear or linear, it is stili important to recognize the

1.cc:ı.:suıı:s that age is related to job satisfaction.

ganizational behaviour researchers have found that older employees are likely to develop a

tter fit between personal needs andjobs/organizations than younger employees.

3 Education

dies have found positive relationships between levels of education and job satisfaction. For

ce, in a study conducted by Verhofstadt and Omey (2003), the impact of education on

satisfaction of 23 years old Flemish workers was studied. They found that higher-educated

were more satisfıed with their jobs than were lower-educated people because the

er generally have a betler job, better pay, and more opportunities for promotion. In her

-assessment and job satisfaction study of public and private managers, Falcone (1991)

d that managers with higher levels of education expressed more job satisfaction in both

ic and private sectors. Etuk's (1980) landmark study of managerial motivation in
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statutory corporations in the Cross River state of Nigeria revealed that a higher educational

level resulted in higher levels of job satisfaction for managers. Enabosi' (1989) study of

correlates of job satisfaction of nurses in Nigeria indicated that the educational level attained

by an individual can motivate him or her to desire fulfılment of more complex needs,

including basic human needs such as food, water, shelter, and clothing. Thus, the more

educated an employee is, the greater his or her desire to fulfıl certain personal and work­

related needs. Therefore, one may surmise that the fulfılment of these needs may lead to

job satisfaction.

Experience is considered to be an age-related variable with regards to job satisfaction. It can

ıfedict the effective response to work (or the positive feelings toward works). In'his study

[ationships between personal characteristics and job satisfaction öf Turkishwörkers; Bilgic

1998) indicated that the contribution of experience to good feeling toward one's job is

sitive. His fındings indicated that people with more work experience have more respect for

irjobs and can apply their experience to their job; they were also more likely to enjoy the

sical work environment (Bilgic, 1998).

(1978) examined the relationship between job satisfaction and length of employment

particular job. He confırmed the hypothesis that the change injob satisfaction with length

service resembles a U-shaped curve. It is suggested that intrinsic satisfaction is a major

ibutor to change in the overall satisfaction of workers over time. Thus, according to

(1978), length of service is related to job satisfaction and dissatisfaction. 'In his study

personal characteristics and job satisfaction of among managers in Kuwait's oil industry,

reyed 153 full-time managers from three different oil companies. He found that years of
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experience affected the areas of present job, present pay, and supervision. He also found that

managers with more than ten years of experience were more satisfıed with their present job,

present pay, and supervision than were managers with fewer than ten years' experiences. He

concluded that experience is. associated with job satisfaction. Maghradi (1999) found greater

satisfaction among employees with more work experience than among those withoutşuch

experience,

2.9.1 Salary and Job satisfaction

Salary is another aspect affecting job satisfaction in small businesses. Many studies addressed

the gap between males and females in salary. Broom and Dozier concluded gender rather than

educational background is a primary determinant of salary (Broom and Dozier lQŞ?),. In

contrast, other researchers imply the gap in salary is narrowing and gender is notthe priınary

factor in salary (Bayer 1986 and Toth 1988). The old adage 'you getwhat you pay for' tends

to be true when it comes to staff members. Salary is not a motivator for employees, but they

do want to be paid fairly. If individuals believe they are not compensated well, they will be

ınıhappy working for you. Consult salary surveys or even your local help-wanted ads to see

whether the salaries and benefıts you're offering are comparable to those of other offıces in

ur area. In addition, make sure you have clear policies related to salaries, raises and

;!IJ.uu.:ıı;,.:ı Syptak et al. (1999).

.2 Work Condition and Job Satisfaction

physical conditions in which you work, the amount of work, facilities available,

.tilation, tools, space, noise and other environmental aspects. Working condition has

adened considerably during the past decade (R. Wayne Mondy & Robert M. Noe, 2005).

environment in which people work has a tremendous affect on their level of pride for
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themselves and for the work they are doing. Do everything you can to keep your equipment

and facilities up to date. Even a nice chair can make a world of difference to an individual' s

psyche. Also, if possible, avoid overcrowding and allow each employee his or her own

personal space, whether it be a desk, a locker, or even just a drawer. If you have placed your

employees in close quarters with little or no personal space, don't be surprised that there is

tension among them Syptak et al. (1999).

2.9.3 Promotion and Job Satisfaction

A promotion is the movement ofa person to higher-level position in the organization. The

rm promotion is one of the most emotionally charged words in the fıeld of humarı resource

anagement an individual who receives a promotion normally receives additional fınancial

wards and the ego boost associated with achievement and accomplishment. Most emplöyees

good about being promoted (R. Wayne Mondy & Robert M. Noe, 2005).

Employee Morale and Job Satisfaction

rale is considered to be a result of working conditions and an indicator of the climate of

an relations in which work is performed. Morale is the general level of satisfaction and

iusiasm of individual and groups. Griffın and Ebert (1989) defıned morale is therefore the

ection of the degree to which employees have about their work place' (p. 173). Morale is

fore the reflection of the degree to which employees perceive that their needs are being

the job. It is the job of managers in organizations to exchange the motivation, morale

productivity of employees. Generally, organizations are designed principally by managers

to have some positive effects on employees' behaviour or attitude. Organizational

Iars have posited that morale is composed of contingencies that are both intemal and
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2.9.5 Communication and Job Satisfaction

Communication is the transfer of inforınation and understanding from one person to another

person. It is a way of reaching other by transmitting ideas, facts, thoughts, feelings, and

values. Its goal is to have the receiver understand the message as it was intended. When

communication is effective, it provides a bridge of meaning between the two people so that

they can each share what they feel and know. By using this bridge, both parties can safely

cross the river ofmisunderstanding that sometimes separates people (Newstron& Keith Davis,

2002).

Organization cannot exist without communication. If there is no communication, employees

cannot how what their co-worker is doing, management cannot receive inforınation inputs,

and supervisors and team leaders cannot give instructions. Coordination of work is

impossible, because people cannot communicate their needs and feeling to others. When

communication is effective, it tends to encourage berter perforınance and job satisfaction

(Newstron & Keith Davis, 2002) .

.2:.9.6 Status and Job Satisfaction

'ltatus is the social rank ofa person in a group. It marks of the amount of recognition, honour,

d acceptance given to a person. Within in groups, differences in status apparently have been

ognized ever since civilization began. Wherever people gather into groups, status

to arise, because they enable people to affımı the diff erent

acteristics and abilities of group members. High status people within a group usually have

re power and influence than those with low status. Basically, high status gives people an

ortunity to play a more important role in an organization. When employees are consumed
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by the desire for status, it often is the source of employee problems and conflict that

management needs to solve ( Newstron& Keith Davis (2002)).

2.9.7 Security and Job Satisfaction

The most important element of job satisfaction according to Khaleque and Chowdhury (1983)

is that of job security. Job security relates to the extent to which an organization is perceived

to provide steady employment for employees (Herzberg, 1968). Job security has also been

defıned by Greenhalgh and Rosenblatt (1984) and Borg and Elizur (1992) as an employee's

expectations about continuity in their job, as well as concems over a loss of enviable job

features, promotion opportunities, present working conditions and long-term career

opportunities. It is considered also that the perception of understanding of an eınployee's job

security has increased over the past decade, due to employee reactions to major organizational

change such as the situational uncertainty of employees' job resulting ftom globalization,

downsizing, takeovers and or mergers (Brockner, DeWitt, Grover and Reed, 1990).

Conclusion

· s section briefly reviewed the literature on job satisfaction, importance and dimensions of

b satisfaction, measurement ofjob satisfaction, job satisfaction and business size.
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SECTION 111 

THEORETICAL FRAMEWORK 

3.1 Introduction

The objective of this chapter is to form the theoretical framework to explore the job

satisfaction of employees in small businesses in Şanlıurfa. The identifıed variables affecting

the problem situation and a theoretical frameworkwill be depicted in this section.

3.2 Approaches to Understanding Job Satisfaction

There have been some research efforts studying the impact of organizational size onemployee

satisfaction. Examining several factors as possible predictors, Worthy's (1950) study of Sears

and Roebuck employees measured individual attitudes toward the company, immediate

supervisors, management, fellow employees, and working conditions, and related these

factors to job satisfaction. Worthy found that size was the most important determinant of

satisfaction levels.

In the consequence of researches to determine factors affecting job satisfaction is found that;

salary, security, promotion, leadership, management style, working condition, friendship, and

types ofjob affect employees' job satisfaction (Crossman, &Abou-Zaki, 2003).

actors influencingjob satisfaction are: salary, type of job, physical conditions, relations with

colleagues, security, promotion opportunities, empowerment, status, fınancial . and morale

ards, training, being involved in decision making, communication, social activities, policy

d management of organizations (Tanke, 1990).
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3.3 Theoretical Model on Job Satisfaction of Employees in Small Businesses

Figure 3.1 A Model of Job Satisfaction Employees

characteristics

Job satisfaction
ernployees

Dependent Variable

Business
sıze

Moderating Variable

proposal dependent variable is job satisfaction of employees, independent variables are

ary, types of job, work condition, benefıts, promotion, status, and communication and

derating variable is business size. Independent variables moderating variable are very

ortant for employees and business. When an employee hasa high salary job satisfaction
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will be high level, the positive relationship between job satisfaction and salary that is also

acceptable for other independent variables which are types of job, work condition, security,

promotion, status, moral awards, and communication.

3.4 Variable Involved on Job Satisfaction

Variables

Job satisfaction

Business size

Individual characteristics

Salary

Types of Job

La bel

Dependent

Moderating Variable

Independent

Independent

Independent

Independent

Independent

Independent

Independent

IndependentCommunication

.5 Measurement of Job Satisfaction

:ince job satisfaction can be construed in several ways, measurement approaches have also

ered. However, a common element among job satisfaction approaches is that they usually

ewjob satisfaction as a summation of the various facets on job satisfaction, producing an

erall response (Bullock, 1984).

'le a considerable number of conceptual models of job satisfaction have been

eloped that lead to a variety of methods of measuring job satisfaction (Wanous, 1972).

ene researchers originally advocated that there was no best way to measure job satisfaction

ergmann, Grahn, &Wyatt, 1986; Herzberg, 1957). Essentially, the best way depends on the
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specifıc variables being 111.easllI'ed and the situation under which they are being measured

(Bergmann et al, 1986).

The most common.lyusedtechnique to measure job satisfaction is the questionnaire (Even,

1967; Fournet, Distefaıiô, & Pryer, 1969; spector, 1997). Spector (1997) states that using

existing questionnaires is aıı easy way to assess job satisfaction. Since they have been used in

previous studies, reliability,·.· validity, and norms · generally have been established (Spector,

1997). Other advantages of using questionnaires include increased likelihood of insured

confıdentiality, ease of administering, economical, and fraııkness in response if used

anonymously (Pedhazur & Schmelkin, 1991). Because it is less likely to deviate from the

instructions and administration methods, Pedhazur and Schmelkin observe that questionnaires

e less susceptible to bias. Job satisfaction questionnaires can be divided into two types. üne

e measure overall job satisfaction and includes devices such as the Hoppack Job

Satisfaction Scale or the Gallop Poll question, while the other type measure the various facets

the job and includes measures such as the Job Describe Index (JDI) and the Minnesota

atisfaction Questionnaire (MSQ) (Scarpello & Cambell, 1983).

6 Measuring Job Satisfaction

Ilowing are the several types of satisfaction measurement. There are several different ways

suring job satisfaction, we will discussed Job Satisfaction Survey.

•1 Job Satisfaction Survey (JSS)

Job Satisfaction Survey (JSS; Spector, 1987) assesses nine facets of job satisfaction, as

as· overall satisfaction. The scale contains 3 6 items and uses a summated rating scale

at. This format is the most popular for job satisfaction scales. The format of the JSS
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makes it relatively easy to modify. Each of the nine facet subscales contain four items, and

total satisfaction score can be computed by combining all ofthe items.

The nine facets of Job Satisfaction Survey are: (1) Pay, (2) Promotion, (3) Supervisfon, (4)

Fringe benefıts, (5) Contingent rewards, (6) Operating conditions, (7) Co-workers, (8)Nature

ofworks, (9) Communications. Although the JSS was originally developed for use inhurtıan

service organizations, it is applicable to all organizations.

3.6.1.1 Facet Measured by JSS

Paul Spector's definition of job satisfaction will be used in this study as his measurement

instrument is used. He refers to job satisfaction as 'and identifies facets of job satisfaction that

are measured by the JSS:'

Following are nine facets ofjob satisfaction that are measured by the JSS:

Pay: Satisfactionwith pay and pay raises

2. Promotion: Satisfaction with promotion opportunities

3. Supervision: Satisfaction with the person's immediate supervisor

4>Fringebenefıts: Satisfaction with fringe benefıts (Insurance, Vacation ete.)

/Contingent rewards: Satisfaction with rewards (not necessarily monetary) given for good

performance

Operating conditions: Satisfaction with rules and procedures

Co-workers: Satisfaction with co-workers (Perceived competence and pleasantness of one's

colleagues).

Nature of work: Satisfaction with the type ofwork done

Communication: Satisfaction with communicationwithin the organization. (Spector, 1997).
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The scale includes 36 items and uses a summated rating scale format. This format is the most

popular for the job satisfaction scales. Four items for each of the nine facets subscales, and a

total satisfaction score can be calculated by combining all ofthe items. Item number 1, 10, 19,

28 measure of pay; item number 2, 11, 20, 33 belong to the subscale of promotion; item

number 3, 12, 21, 30 present the subscale of supervision; item number 4, 13, 22, 29 show the

subscale of fringe benefıts; item number 5, 14, 23, 32 indicate the subscale of contingent

rewards; item number 6, 15, 24, 31 asses the subscale of operating conditions; item number 7,

16, 25, 34 describe the co-workers; item number 8, 17, 27, 35 belong to the nature of work;

number 9, 18, 26, 36 represent the communication. Negatively worded items are 2, 4, 6,

10, 12, 14, 16, 18, 19, 21, 23, 24, 26, 29, 31, 32, 34, and 36. Note the reversals are NOT

other one.

responses to the JSS items are numbered from 1 to 6; hence, a respondent is asked to

çircle one of six numbers that corresponds to his/her agreement or disagreement about each

=1 

=2 

=3

=4 

=5 

=6 
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The responses to the JSS items are nunıbered from 1 to 6. A respondent, therefore, can have a

score from 1 to 6 for eachitem.However, some oftlıe items are scored in a positive and some

in a negative direction. A positively worded item is one for which agreement indicatesıjob

satisfaction. The fırst item is positively worded in the scale. A negatively worded item is one

for which agreement indicates dissatisfaction. Item nunıber 1 O that is negatively worded.

Before the items are combined, the scoring for the negatively worded items must be reserved.

Thus, people who agree with positively worded items and disagree with negatively worded

items will have high scores representing satisfaction. People who disagree with positively

worded items and agree with negatively worded items will have low scores representing

dissatisfaction. Without items reversals, most respondents will have middle scores because

they will tend to agree with half and disagree with half of the items, just because they are

worded in opposite direction.

Questions Formulated

following objectives are formulated for the purpose ofthis study.

To depict the current theory on job satisfaction of employees in general and in small

businesses in particular

To identify the variables influencing the job satisfaction of employees in small businesses

To measure and describe the small business employees' job satisfaction or dissatisfaction

in Şanlıurfa
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3.8 Conclusion

This section described Approach to understanding job satisfaction, Approach/Model to be

adopted by the proposed study, theoretical framework of the study and

formulated.

Questions
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SECTION iV 

METHODOLOGY 

4.1. Introduction

This section depicts the methodology of this proposed study and defınes sources of data,

measuring instrument/ data'collectiorımethod, research design and time table.

4.2. Sources of Data

4.2.1. Secondary Sources

Secondary data refer to information gathered by someone other than researcher conducting

the current study. Such data can be internal or external to the organization and accessed

through the internet or perusal of recorded or published information (Sekaran, 2003).

Such information will be collected from articles, internet, KOSGEB, and ŞUTSO (Şanlıurfa

chamber of commerce and industry).

4.2.2. Primary Sources

Primary data refer to information obtained by the researcher on the variables of interest for

the specifıc purpose ofthe study. Primary data sources are individuals, focus groups, panels of

respondents specifıcally set up by the researcher and from whom opinions may be sought on

specific issues from time to time, or some unobtrusive sources such as a trash can. The

mternet could also serve as a primary data source when questionnaires are administered over

it (Sekeran, 2003).
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This paper proposes fö<ınak:e füldepth interviews with employees in small businesses in

Şanlıurfa. In additioı:ı; a qüestioımaire will be used, in order to support the theoretical

framework developed;iitis)decided to carry out interviews with employees from saınple small

businesses.

4.3 The Sample

The purpose of this sfü.dyis to report fındings ofa study which examined job satisfaction in

small businesses and medium size businesses in Şanlıurfa. The population is approxiın.ately

5000 employees in 102 small business and 1 O medium size business and 25 small:and 9

medium size business agreed to participate in the study. Over 90 percent ofthe respon.derit

worked full time. Nearly 81 percent is male and 75 percent married. Nearly 63.petcei:ıt

worked at companies fewer than 50 employees. The average edııcatiotı level wasibetween

primary school and university. Sampling technique is non-probability sampling techrıiqüe.

Sampling methods will be quota sampling. The survey instrument was fılled in by director,

manager, accountant, expert, department chief and workers in the selected organizations.

4.4 Measuring Instrument

The dependent variable, job satisfaction will be measured using 6 items from the Spector

Satisfaction Questionnaire. A 6-point Likert response format ranging from (1) "Strongly

Disagree" to (6) "Strongly Agree" was utilized. The questionnaire was divided into two

sections. The fırst section of the survey asked demographic questions like Gender, · Age,

Education Level, Job Position, Total Tenure, and Tenure. Section II measured employee job

satisfaction.There were 36 questions in section II. The Job Satisfaction Survey (JSS; Spector,

1985) assesses nine facets of job satisfaction, as well as overall satisfaction. The original

survey questionnaire is provided in the Appendix. The scale contains 36 items and uses a
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summated rating scale forınat. This forınat is the most popular for job satisfaction scales. The

forınat of the JSS makes it relatively easy to modify. Each of the nine facet subscales contain

four items, and total satisfaction score can be computed by combining all ofthe items.

The nine facets of Job Satisfaction Survey are: (1) Pay, (2) Promotion, (3) Supervision, (4)

Fringe benefıts, (5) Contingent rewards, (6) Operating conditions, (7) Co-workers, (8) Nature

ofworks, (9) Communications

4.5 Reliability and Validity of the Measuring Instrument

The reliability of a measure indicates the extent to which it is without bias (error free) and

hence ensures consistent measurement across time and across the various items in the

instrument. In other word, the reliability of a measure is an indication of the.. stability . a.11d

consistency with which the instruınent measures the concept and helps to assess the

'goodness' ofa measure (Sekaran, 2003). Consistency will used in this project. The intemal

consistency of measures is indicative of the homogeneity of the items in the measure that tap

the construct (Sekaran, 2003).

Intemal validity refers to the degree of our confıdence in the causal affect (i.e. that variable X

cause's variable Y). Extemal validity refers to the extent of generalizability of the result ofa

causal study to other settings, people, or event (Sekaran, 2003). Face validity will use for this

project. Face validity is considered by some asa basic anda very minimum index of content

validity. Face validity indicates that the items that are intended to measure a concept do on the

face of it look like they measure the concept (Sekaran, 2003).
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4.6 Research Design

4.6.1 Purpose of the Study

Thepurpose of this study is descriptive because a descriptive study is undertaken in order to

ascertain and be able to describe the characteristics of the variables of interest in a situation

(Sekaran, 2003)

The purpose of this proposal is to summarize the investigation to be made about the job

satisfaction of employees in small bus_inesses in Şanlıurfa.

4.6.2 Type of Study

This study will try to determine which variables affect each other on job satisfaction in small

businesses, The type of investigation is correlational study because when researcher is

interested in delineating the important variables associated with the problem, the study is

called a correlational study (Sekaran, 2003), through the use ofa survey questionnaire.

4.6.3 Extent of Researcher's Interference

The extend of researcher' s interference will be minimum interference. A correlational study is

conducted in the natura! environment of the organization with minimum interference by the

researcher with normal flow ofwork (Sekaran, 2003).

4.6.4 The Study Setting

This investigation is done in natura! environment of the organization so that the study setting

no contrived setting and also correlational studies are invariably conducted is noncontrived
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settings (Sekaran, 2003). The proposed study focused fıeld. Correlational studies done in

organizations are fıeld studies (Sekaran, 2003).

4.6.5 Time Horizon

The study will be made cross- sectional nature, because a study can be done in which data

gatheredjust once, perhaps over a period of days or weeks or months, in order to answer a

research question (Sekaran,2003).

4.6.6 Unit of Analysis

The unit of analysis refers to the level of aggregation of <lata collected during the subsequent

data analysis stage (Sekaran, 2003). The unit of analysis will be individuals working in small

businesses.

4.7 Conclusion

This section introduces the sources of data (secondary and primary sources), the sample,

measuring instrument, Reliability and validity of the measuring instrument, research design

(purpose of the study, types of study, extent of researcher's interference, the study setting,

time horizon, unit of analysis) and the timetable for completing the proposed project.
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SECTION V 

FINDINGS 

5.1 Introduction

This section depicts the results obtained from the questionnaire carried out on the subjects of

the sample employees as described in section IV.

5.1.1 Description of the Questionnaire Carried Out

The questionnaire carried out approximately on the 102 small businesses and 1 O middle size

businesses in ŞANLIURFA which is included in Appendix. The questionnaire was divided

into 2 sections. The fırst section of the survey asked about company size and employees'

gender, age, education, marital status, tenure, total tenure and job position. Section

measured the degree of employee job satisfaction. Job Satisfaction Survey was used as the

survey instrument. The JSS (Spector, 1985) assesses nine facets of job satisfaction. These

nine facets are pay, promotion, supervision, fringe benefıts, contingent rewards, operating

conditions, co-workers, nature of Works and communication. Each of the nine facets

subscales contain four items, and a total satisfaction score can be computed by combining all

of the items. Measures used in this study were adopted from (Spector, 1985) Previous

researchers used a six-point Likert Scale.

5.2 Results

The summary ofthe results obtained from the questionnaires are reported below.
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Table 5.3 Demographic Profile of Sample

N %

Gender
Male 225 80.4

Female 55 19.6

Total 280. 100.0

Age
Under 20 9 3.2

Between 21-25 53 18.9
Between 26-30 91 32.5

Between 31-35 71 25.4

Between 36-40 41 14.6

Between 41-45 12 4.3

Between 46-49 3 1.1

Over 50 o .O 

Total 280 100.0

Education
Primary school 110 39.3

Middle school 65 23.2

High school 65 23.2

University 40 14.3

Total 280 100.0

Marital Status
Married 208 74.6

Single 66 23.7
Widoved or Divorced 5 1.8

Total 279 100.0

Tenure
Less than 1 year 38 13.6

1-3 years 130 46.4

4-6 years 85 30.4

7-9 years 17 6.1

1 O or More years 10 3.6

Total 280 100.0

Total Tenure
Less than 5 years 105 37.5
Between 6-1 O years 107 38.2
Between 1 1-15 years 53 18.9
Between 16-20years 13 4.6
Between 21-30 years 2 .7
More than 3 O years o .o

Total 280 100.0
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N %- .
Job Position

Director 11 3.9
Manager 23 8.2
Accountant 23 8.2
Expert 10 3.6
Department Chief 36 12.9
Worker 177 63.2

Total 280 100.0
Business Size

Mid-size Businesses 77 27.5
Small businesses 203 72.5

Total 280 100.0
Total sample size 280.

Demographic Profile of.the Sample

As show in Table 5.3, male respondents comprised approximately 80.4 % (n=225) of the

total, and female respondents comprised approximately 19.6 % (n=55) ofthe total.

Table 5.3 indicated that 3.2% (n=9) of subjects were under20 years of age, 18.9 %( n=53)

were 21-25 years of age, 32.5 %( n=71) were 31-35 years ofage, 14.6 % (n=41) were 36- 40

years of age, 4.3 %( n=12) were 41-45 years of age, 1.1 % (n=3) were 46-49 years of age.

Table 1 indicated that 39.3% (n=l 10) of respondents were the primary school, 23.2 %( n=65)

were the middle school, 23.3 %( n=65) were the high school and 14.3 %( n=40) graduted

from a University.

In table 5.3, married subjects comprised approximately 76.4% (n=208), Single subject

comprised approximately 23.7 %( n=66), and Widoved or divorced subjects comprised

approximately 1.8 %( n=5) ofthe total.
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Table 5.3 showed approximatel)

46.4% (n=130)

of employees

Table 5.3 showed.a.pJ)f9%H11ı:tteıy ., ı ..no of the employee participants (n=105) worked less

than 5 years, J8.2'0o(11fTlJ/JWUIK.~u 6-10 years, 18.9% (n=53) worked 11-15 years, 4.6%

(n=13) worked 16-ıO yea.rs,and only .7% (n=3) worked than 21 years.

Table 5.3 showed approximately 3.9% (n=l l) of employees were director, 8.2% (n=23) were

rnanager, 8.2 %( n=23) were accountant, 3.6% (n=lO) were expert, 12.9% (n=36) were

department chief, and 63.2 %( n=l 77) were worker ofthe total.

Table 5.3 showed there were approximately27.5% (n=77) Mid-size businesses, and

approximately 72.5% (n=203) small businesses total offırms.
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Table 5.4 Means and Sta.ıidard Deviation

Statements Mean Std. Deviation

I feel I aın being paid a fair amount for the work I do. 3.81 1.825

There is really too little chance for promotion on my job. 2.82 1.780

My supervisor is quite competent in doing his/her job. 4.66 1.308

I anı not satisfıed with the benefıts I receive. 2.63 1.551

When I do a good job, I receive the recognition for it that I should

receıve. 4.27 1.626

· Many of our rules and procedures make doing a good j ob difficult. 4.47 1.648

I like the people I work with. 5.37 0;957

I sometimes feel my job is meaningless. 3.18 1.740

Communications seem good within this organization. 4.55 l.389

Raises are too few and far between. 2.72 1.617

Those who do well on the job stand a fair chance of being promoted. 4.28 1.588

My supervisor is unfair to me. 4.65 1.529

The benefıts we receive are as good as most other organizations offer. 3.79 1.536

I do not feel that the work I do is appreciated. 3.85 1.665

My efforts to do a goodjob are seldom blocked by red tape. 4.40 1.686

I fınd I have to work harder at my job because ofthe incompetence of

people I work with. 3.70 1.427

I like doing the things I do at work. 4.44 1.356

The goals of this organization are not clear to me. 4.38 1.706
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Table 5.4 Means and Standard Deviation

Mean I Std. Deviation
Statements

I feel unappreciated by the organization when I think about what they

payme.

People get ahead as fast here as they do in other places.

My supervisor shows too little interest in the feelings of subordinates.

The benefıt package we have is equitable.

There are few rewards for those who work here.

I have too much to do at work.

I enjoy my co-workers,

I often feel that I do not know what is going on with the organization.

I feel a sense of pride in doing my job.

I feel satisfıed with my chances for salary increases.

There are benefıts we do not have which we should have.

I like my supervisor.

I have too much paperwork.

I don't feel my efforts are rewarded the way they should be.

I aın satisfıed with my chances for promotion.

There is too much bickering and fıghting at work.

Work assignments are not fully explained.

3.91 .507

3.68 1.576

3.72 1.746

4.21 1.625

2.57 1.599

5.54 .900

5.11 1.135

4.05 1.689

4.91 1.232

3.31 1.736

2.42 1.387

4.71 1.400

4.38 1.956

2.93 1.687

3.71 1.686

4.69 1.432

4.21 1.444

4.44 1.588

When we look at the table, we see that the smallest of mean value is 2.42 (There are benefıts

do not have which we should have) in here. The biggest of mean values is 5.54 (I have to
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work to do much) as we see table, the mean ofvalues changed between 2 and 6. The mean of

values is usually more than3 and this has 5 small values.

Table 5.5 Alpha Values of Coefficient

Factors Items

Pay (a=.81) I feel I am being paid a fair amount for the work I do.

Raises are too few and far between.

I feel unappreciated by the organization when I think about what they pay
me.

I feel satisfied with my chances for salary increases.

Promotion (a=.81) There is really too little chance for promotion on my job.

Those who do well on the job standa fair chance of being promoted,

People get ahead as fast here as they do in other' places.

I am satisfied with my chances for promotion.

Supervision (a=.87) My supervisor is quite competent in doing his/her job.

My supervisor is unfair to me.

My supervisor shows too little interest in the feelings of subordinates.

I like my supervisor.

F. benefits (a=.76) I am not satisfied with the benefits I receive.

The benefits we receive are as good as most other organizations offer.

The benefit package we have is equitable.

There are benefits we do not have which we should have.
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Factors Items

Contingent rewards (a=.78) When I do a goodjob, I receive the recognition for it that I

shouldreceive.

I do not feel that the work I do is appreciated.

There are few rewards for those who work here.

Operating Conditions( a=.26) Many ofour rules andproceduresmake doing a goodjob

difficult.

My efforts to do a goodjob are seldom blocked by red tape.

I have too much to do at work.

I have too much paperwork.
Co-workers (a=.73)

I like the people I work with.

I fınd I have to work harder at myjob because ofthe

incompetenceofpeople I work with.

I enjoy my co-workers.

There is too much bickeringand fıghting atwork.

Because the sample size was not enough to run factor analysis, the groups/factors found in

previous studies were used (Spector, 1997).

When we analyzed the coeffıcient alpha values, it' s seen that supervision is the biggest of

(a=.87) and operating condition is the lowest of (a=.26). When 31 number of item is removed

(I have to work with much paper), the (a) becomes (a=.46). Therefore this item is removed

from the analysis.

When we look at the other variables, which are share, promotion, fringe benefıts, contingent

rewards, co-workers, nature of work and communication, the coeffıcient alpha values is
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(a=.81). If 19 items are removed, the coeffıcient alpha values is (a=.86). So this item

increased. As another variables and items of alpha values are close to each other, it is not

necessary to do any variatio11. Another variables of alplıa values are like this; Promotion of

alpha values is (a=.81). This\Tariable ofvalue items is too elese to each other. Alpha values of

fringe benefıts are (a=.76) . .A.lpha values of co-workers are (a=.73).Alpha values ofnature of

work are (a=.83) and Alpha values of communication are (a=.85). Share, communication and

nature ofwork are tlıe biggest ofvalues among these.

As a result, all alpha values of variables are usually big. The value of operating condition is

only low. So this is not evaluated.

Table 5.6 T-test Analysis for Gender

Factor Gender N Mean±Sd T p

Nature ofwork Male 222 4.28±1.12
2.32 0.02*

Female 55 3.82±1.37

*P:S0.05

The result of the t-test analysis show that there is no signifıcant different between mid-size

and small businesses with respect to any ofthe dimension of job satisfaction.

However as seen in Table 5.3, there is signifıcant different between male and female

respondents in term of nature ofwork (t=2.32; P:S0.05).There are some reasons of positive

answers of men these: generally work conditions of men who work in the factory are better

after defınite duration. The chance of raising to a higlıer rank of men is easier than women

women don't have options for choosing jobs. Since 80 percent of factories work up eith

cotton and fiber, women work defınite units. These are the places which have heavy work
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conditions. While 75 percent of men give positive answers but other 50 percent of women

gave positive answers. When we look at the work power of men and women, we saw the

women can resist heavy work conditions. Bilgiç (1998) saw in his work both men and women

aren't different from the point of wiev of sex about job satisfaction. Work conditions work

who are married love their jobs much more because they are conscious the workers who

aren't married aren't satisfıed their jobs temporarily.

Generally singles who under the age of 30 know they don't have diffıculty when they lost

their jobs and their promotion. We can say the communication between both workers and

organization is good. Especially 75 percent of married workers replied the question positively

we can say the singles have commication injob, too. We have observation about commication

between workers and organization they know the aim of administration. Since to say the

communication is good in organisation.

The aims of administration since to say the communication is good in organization the aims

the organisation division of labour the communication of workers and what we have in

organization must be known when we known these we can see the communication is good
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Table 5.7 T-test for Marital Status

Factors Marital Status N Mean±Sd T p

F. Benefıts Married 202 3.36±1.18
2.65 0.009*

Single 64 2.93±1.11

Co-worker Married 204 4.81±0.88
2.36 0.02**

Single 63 4.47±1.01

Nature ofwork Married 207 4.27±1.15
2.18 0.03**

Single 64 3.88±1.27

Coınınunication Married 205 4.46±1.26
2.46 O.Ol*

Single 66 4.00±1.51

*P:'.S0.01
**P:'.S0.05

However as seen in Table 5.3.2, There is signifıcant different between 111.a:rried and siıig;le

respondent in terms of all variables that are fringe benefıts (t=2.65, P:'.S0.01), Co..worker

(t=2.36, P:S0.05), Nature ofWorkers (t=2.18, P:'.S0.05), and Coınınunication (t=2.46, P:'.S0.05).

Consequently, the result which borrowed from t-test, the married worker are more dependent

then single worker, they can coınınunicate easier and better organization, and they like better

their job and comprehended their responsibilities. Besides, married workers are in a better

relationship than single workers.

The fringe benefıt which provide to the workers is very important. Here, the marriages ones

gave much more positive answers. But, both the marriage and single workers ate not so

pleased from fringe benefıts. In the region they usually do not give benefits to the wôrkers

except their salary. The relationship and working together among the workers is goöd. The

relationship among the married ones is absolutely better because the married people prefer to

stay longer time on their job. So, it always keeps the relationship better. They are helping one
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another berter. The singles usually notice some events because of being under the 25 years

old.

Table 5.8 ANOV A for Age Group

Factors F p

Fringe Benefıst 2.14 0.05*

Contingent Rewards 2.52 0.02*

Nature ofWork 3.76 0.001**

Communication 2.11 0.05*

*PS0.05
**PS O.Ol

ANOVA result show that there is signifıcant difference among age groups. When the

difference is detected further by LSD Post-hoc analysis, it's seen that respondent younger

than 30 differ from the ones older than 30 years old. Some situation in seen .in contingent

rewards. Generally, the workers who are under the age of 30, working for one or two years,

they are not liked by the managers because they have no status. The workers who are upper

the age of 30 have a certain status and the relationship between the manager and these

workers is good because of the past, so they are liked by the managers. As a result the age

became older the answers which are given to fringe benefıts and contingent rewards are more

increased.

Another group is nature of work and communication. It observes the • diff erence between the

workers who are under the age of 25 and upper the age of 25. According to researches there is

a communication problem for these workers because they have just started the work and the

working conditions affect them.
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Table 5.9 ANOV A for Tenure

Factors F p

Pay 9.89 0.001***

Promotion 3.97 0.004**

Supervision 4.11 0.003**

Fringe Benefıts 8.90 0.001***

Contingent Rewards 11.1 0.001***

Co-worker 2.66 0.001***

Nature ofWork 9.00 0.001***

Communication 2.91 0.02*

*P:S 0.05
**P:S O.Ol

***P:S 0.001

ANOVA result show that there is signifıcant difference among tenure groups. In here

generally when we compare variables · and tenure, promotion, supervision, fringe benefıts,

contingent rewards, nature of work and communication are shown that there is a difference

between the years before 3 years and after 3 years. Only co-worker is shown that there is

difference between before 7 years and after 7 years. The reasons of that difference are that

when the period of working becomes higher, the effective of equal part, promotion, ete

becomes higher, too. Morever according to their period of working, the answer of these

questions becomes negative. In here among the co-workers, the relationship between the co-

workers who are in their sixth year is berter than the others. Thatbecomes slower-after-sixrl,

year.

As a result of that there is a negative connectionbetween the period of working and variables.

When the period of working becomes higher, the expectation becomes more and more.
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Table 5.10 ANOV A for Total Tenure

Factors F p

Pay 5.5 0.001 ***

Promotion 2.4 0.05*

Fringe Benefıts 3.9 0.004**

Contingent Rewards 5.0 0.001 ***

Co-worker 4.6 0.001 ***

Nature of Work 7.1 0.001 ***

Communication 3.6 0.008**

*P:S 0.05
**P:S O.Ol

***P:S 0.001

ANOVA result show that there is signifıcant difference among total tenure groups. When we

look at the total of work duration of workers who have worked for. 1 O· years, they replied in

middle level about job satisfaction. The workers who worked more than 10 years gave

positive answer, Ifshows that as the duration ofwork increases, thejob satisfaction increased.

Some variables are important as parallel to total tenure. These are pay, promotion, nature of

work, ete. The workers who worked less than 1 O years divided because of their position or

other reasons.

Consequently, there is a link between total tenure and variables. The workers who. worked

more than 10 years are satisfıed their jobs and the workers who worked less than 10 years are

in the middle level.
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Table 5.11 ANOV A for Job Position

Factors F p

Pay 5.5 0.001 ***

Promotion 6.4 0.001 ***

Supervision 2.2 0.05*

Fringe Benefıts 3.9 0.002**

Contingent Rewards 4.0 0.002**

Co-worker 4.1 0.001***

Nature of Work 18.1 0.001 ***

Communication 5.4 0.001 ***

*P:S 0.05
**P:S O.Ol

***P:S 0.001

ANOV A result show that there is signifıcant difference among job position groups. This pool

is taken according to percentage of workers with workers. Workers generally are not satisfıed

their salaries and this situation affects their works negatively. Some of the workers give

importance to promotion but some of them don't. In supervision workers are satisfıed. The

workers are not satisfıed :from fringe benefıts but they are not pessimistic, too. The same

situation is valid for contingent reward. The communication is good among workers and they

help each other. Another problem for workers is nature of work. Workers are not satisfıed

with their working because there is not any standard for their area. The control is not good

niuch more. It can be said the communication among workers is good.

The result of the pool which is taken among department chief is neither good nor had. Chiefs'

positions are better than workers. There are supervision, fringe benefıts and contingent reward
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for chiefs, too. But the chiefs gave positive answers in nature of work, co-worker and

communication. The reason ofthis, chiefs are closer to manager than workers.

A pool is taken with experts. It can be said they are satisfıed with pay, nature of work,

communication, and supervision. It is diffıcult to say they are satisfıed with other variables or

not. The reasons of their positions are to leave from their jobs in some months of the year.

A pool is taken with accounts. The result of this they think good for nature of work,

communication, contingent rewards. Accounts are closer with directors and managers so they

decide together. They are not pessimistic about pay. The same situation is valid for

supervision. But it is not valid for promotion because they have no choice for improving.

There is a good communication among account.

Another pool is taken with directors and managers. They are satisfıed withaJotgf sµ.I,jec:ts.

Because most of them are the relatives of the owner of the factory. Because of this they have

authority while making decision.

Table 5.12 ANOVA for Education

Factor F p

Pay 3.7 0.013*

ContingentRewards 2.8 0.039*

Nature ofWork 7.3 0.001***

*P::S 0.05
**P::S O.Ol

***PS 0.001

The fınding shows that education levels have differences. The respondents whose education

level is primary school gave negative answer to the questions. Namely they are not satisfıed

with their salaries. In addition, they did not give positive answer about contingent rewards.
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They are not satisfıed with nature of work, too. Because they are working in the heavy

business.

Another represent is the workers whose education level is middle school. They gave more

positive answers than the workers whose education level is primary school. But they are>not

satisfıed with pay and contingent rewards. But they are satisfıed with nature ofwork.

The high school respondents are not satisfıed with pay. The same situation is valid for

contingent rewards but they approached the nature ofwork passively.

The respondents who graduated from university are satisfıed especially pay and 'nature of

work because they are both confıdent at work and they have an aüthority. !Theyare satisfıed

with contingent rewards but not as much as the other two.

As a consequence; as the education level increase, the positive answers from worker increase.

The job satisfaction is the best level. As the education level decrease,job satisfaction decrease

as a parallel.
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SECTION VI

CONCLUSION AND RECOMMENDATIONS

6.1 Introduction

The objectives of this final chapter is to high]ig!ıt the contributions that have been made by

this study and to provide recoınmendations.

6.2 Conclusion

Small and medium size organizations' production capacities play and important role in

Turkey's potential to achieve competitive advantage in the global business arena. Tı,rkey's

recent economic development and stability made her one of the most important countries in

the world. There is a relationsbip between small and mediuın size companie~ According to

competition and system of economy. It is accepted that small compani~s are bett~r ways in

economic development quest as these companies are more flexible in the changing nature of

global markets, The clearesı example can be observed in Şan!ıuıfa. Because of the hannony,

many investments started in this region. It will be many small companies after building the
second industry.

üne result of the study was that 80 % of workers are males. The new investments in the

region will provide more opportımities of eınployment. Another resul! obtained frorn .this

study shows that the workers are approximately within the same age range. Another result is

about married workers as they are considered to be the others. They love their works; but

single workers tend to have higlıer rates of turnover rates. Another result is that, if the time of

working is increased. The workers which are working in the factory can be more satisfıed if

they are going to receive promotion.
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When we compare the small and medium size companies within themselves, we cannot see

many differences about satisfaction of the workers. It will be gotten berter results in the future

when the small and middle companies establish, it shows that the female wants have many

choices for work. Because males are much more preferredin the factories of cotton.eOnly;in

some of the departments need for women. According to questionnaire it is seemed that.the

male workers' positions and level ofeducation are berter than women. By new investments

the difference which indicated will be lowered, as because the new factories will not build

accept cotton and thread. For example the ready-made clothing products will require more

female employees. According to research, the percentage of the factors which effects the

workers became important; the cause of that is the bad situation of the economy and the rate

of the unemployment. Because of the high rate of unemployment, the workers are forced to

work for lower salary. The new companies which will be established are going to give

importance to the performance and it will motivate theworkers; The mostıirnportaat problem

is arise from increasing the salaries, However, if the fringe benefıts increase, the satisfaction

will increase too. It is appeared that the supplement encouraging will equal, but rate of

increase of the supplement encouraging is low. If the rate of encouraging increase satisfaction

ofthe worker will increase too. The other factor which effects to the workers motivation is the

contingent rewards. If you praise the workers because of the their good job, they will be

satisfied. One of the other factors which the workers pleased are promotion, supervision,

nature of work, and communication. If the managers behave more fair and if the workers

work berter the managers can act equal.

If the owners of the factories bring good managers, they can do their job berter; so the new

managers will prepare competition it appears new relationship to them. Making the

relationship more powerful will satisfaction the work. If the managers give chances to the
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workers, they can increase the quality of the work. The workers are going to be expert when

the new work areas open, and they will understand the important of their job. It is seem that

the communication among the workers is satisfactory but the relationships between the .

organization and workers can be improved. To make the relationships berter among the

workers they should give education to them. If the workers are supported about fınancial

rewards, the satisfaction of the works will increase. When they establish new organizations,

theworking area will increase and choices for workers will be more, this event will increase

the production of workers so, both the organization and the worker will be pleased. If the

organizations do not give education or technology to the workers, none of them will save

money.

6.3 Objectives of Study

1- To depict the current theory onjob satisfaction of employees in general (medium size) and

in small businesses in particular.

The work is showed that the middle organizations and small organizations have no difference

between them.

2- To identify the variables influencing the job satisfaction of employees in small businesses.

It is seemed in the small organization that the important factors which effect are fınancial

rewards, contingent rewards and fringe benefıts.

3- To measure and describe the small business employees' job satisfaction or dissatisfaction

in Şanlıurfa.

There is low satisfaction ofwork in Şanlıurfa,but it is increasing day by day.

61



6.4 Limitation and Recommendations for Further Research

Because of the limit of the time the work cannot be wide. If there is enough time to prepare a

new work, it can be gotten berter results. The other factor is for the second industries which

are going to build, getting berter results in the market. The cause of that's 80 percentage of

factories are cotton thread factories.

6.5 Conclusion

This final section has empirical fındings ofthis study together with the answers to objective of

this study. Concluding remarks, the limitations and further recommendations for future were

also included.
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İş Doyumu Anketi

Sevgili Çalışanlar,

Bu ankete vereceğiniz yanıtlar, yazmakta olduğum bitirme tezi için bilgi toplamak
amaçlıdır. Bu nedenle, yanıtlarınızı benden başka kimsenin görmeyeceğinden ve
başka bir amaçla kullanılmayacaklarından emin olabilirsiniz.

Bu çalışma Şanlıurfa Organize Sanayi Bölgesinde çalışanların iş doyumunu ölçmek
için yapılmaktadır.

Sizden istenen, her soruyudikkatlice okuyup, daha sonra sizin için en doğru olan
seçeneği işaretlemenizdir.
Yardımlarınız ve güveniniz için şimdiden.teşekkürler.

Abdulkadir AKSOY

Katılımcının;
1. Cinsiyeti:

. D Bay D Bayan

2. Yaş aralığı:

D 20'nin altında D 21-25 D 26-30 D 31-35 D 36-40 D 41-45

D46-49 osove üstü

3.1\ıledeniduruınu

D Evli D Bekar D ~ul yada Boşanmış

4. Ne zemandan beri bu işletmede çalışıyorsunuz?

D 1 'yıldan az · D 1--3 yıl arası D 4-6 yıl arası D 7-9 yıl arası D 1 O ve daha fazla

5. Bu meslekteki topfani sü.reniz

D 5 yıldan az D 6-10 yıl D 11;.15 yıl D 16-20yıl D 21-30 yıl D 30 yıl üzeri

6. Şirketteki göreviniz?D Müdür []Yönetici D Muhasebeci D Exper

D Bölüm şefi D İşçi

7. Eğitim Durumu

D İlkokul D Ortaokul O Lise D Üniversite

1



İŞ DOYUMUANKETİ

Yaptığım iş içinbana tatmin edi.cibir miktar uu,;aıuı5mı

dü_şünüvorum
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3 4 5 6

LÜTFEN HER SORU İÇİN VERİLMİŞ OLAN .
RAKAMLARDAN DÜŞÜNCENİZİ EN İYİ YANSITANI

DAİRE İÇİNE ALINIZ

Sağladığım ek teşviklerden memnun değilim

İşimde ilerlemem için gerçekte:ri çok a:z olanak var
Yöneticim işini yapmada oldu.k:ça)'etenekli

İyi bir iş başardığımda, hak ettiğin:tfrıkdiri alıyorum

Birlikte çalıştığım kişilerin)'etefSi~li~leri~ee,ndolayı işimde daha
çok çalış111?1< zorunda olduğu111ufarkydiy9gım

1
1 2 3 4 5 6
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Kural ve prosedürlerimizin çoğubir işiyapmayı zorlaştırıyor
Birlikte çalıştığım kişileri seviyorum
Bazen işimin anlamsız olduğu hissine kapılıyorum
Bu işyerinde iletişimin iyi olduğu söylenebilir
Uctet artışları çokdilşükve beklentilerden uzak
İşini iyi yapanlar işlerinde iler'lenıeleri için adil bir olanağa
sahipler

Elde ettiğimiz avaıitajlijdiğer organizasyonların sundukları kadar
ivi
Yaptığım işin takdir edildiğini sanmıyorum
İyi bir iş yapmak için harcadığım gayretler nadiren kurallar
tarafından enzellenivor

İşte yaptığım şeyleri yapmaktan hoşlaııiyôfum
Bu organizasyonun hedefleri bana a.çıkgelfuiyor
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üşündüğüm zaman organizasyon 1 1 2 3 4 5 6
ediğimi hissedi~otum

a işyerlerinde yaptıkları gibi hızlı ilerliyor 1 2 3 4 6

neler hissettikleriyle çok az ilgileniyor 1 2 3 4 5 6
1 2 3 4 5 .6

23 Burada çalışanlar için az ödül vardır 1 2 3 4 5 6

24 İşte yapacağım çok şey var 1 2 3 4 5 6

25 Birlikte çalıştığım arkadaşlarımı beğeniyorum 1 2 3 4 5 6

26 Çoğu zaman organizasyonda neler olup bittiğini bilmediğimi 1 2 3 4 5 6
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28 olanaklardan memnunum 1 2 3 4 5 6

29 sahip olmadığımız avantajlar var 1 2 3 4 5 6
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32 sanmıyorum 1 2 3 4 5 6
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