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ARTICLE INFO ABSTRACT
Article history: People spend most of their time working in a joberefore, the satisfaction rate had
Received 12 February 2016 hoped that the work of the individual work is irdhced to a large extent the life.
Accepted 29 March 2016 Similarly, the efforts shown above normal but canelxplained by the organization to
Available online 4 April 2016 be successful, commitment to employees of the azgton. In this study, the sports
director job satisfaction and organizational conmeitt is important in determining the
Keywords: perception and the provision of information to $pasrganizations in this direction.
Sports  Manager, Organizational The research population living in the province sthhbul constitutes sports managers.
Commitment, Job Satisfaction The sample of the study consisted of 363 sportsirastmators selected by simple

random sampling method. A questionnaire was usetbllect data in research. The
questionnaire consists of three sections. Jobfaetiisn scale in the first part, the
second part is located questions relating to deaptges and the third part of the
organizational commitment scale. The study was eotedi with data analysis using
SPSS 16 software package. When the relationshipvebet job satisfaction and
organizational commitment, has been found to breifstgnt and positive relationship
between affective commitment and job satisfactiéffective commitment and job
satisfaction, perceptions of sports administraémesmoving in the same direction.

INTRODUCTION

Developing market conditions are making competitmonditions tougher day by day. In this tough
competitive environment, survival of firms depemfsusing the assets of the firms in the best wéne Most
important asset of the firms is the human factonpl®yees’ commitment to organizations is the sotgédient
to maintain business continuity.

Employees’ commitment to organizations is not antyimportant condition to keep the business gbimng
also to increase productivity. Employees who hakganizational commitment are the employees who stay
loyal to the organization’s merits and do theirthiesmprove the organization. Existence of the Eyges who
had adopted organizational commitment will be dadiato keep the organizations standing on theit é&&n
when tough conditions show up.

Another important element in firms’ structure lie tsubject of job satisfaction. Job satisfactiorelated to
the satisfaction the employees’ get from the wkytdo. It is hard to expect productivity from th@ployees
who are not satisfied of the work they do. In thmntext, harmony is extremely important between the
employees and the work. Matching the employeestamaguitable work may increase the job satisfaabiotine
employees. As a result, the employee who has nia@utgob satisfaction adapts to the work easily keeps
the business going.

Managers who take part in managing in sports chresintroduced to us as the people who administer
clubs’ activities. In this context, managers madintay job satisfaction and organizational commitmeril
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affect the clubs’ future directly. This paper wibicus on the organizational commitment and jobsfattion of
sports managers.

The Notion “Organizational Commitment”:

The notion organizational commitment is one of tihygics which are emphasized on especially nowadays
When literature is examined, there are many ideasitaorganizational commitment. And among thesasda
consensus couldn’'t be managed. One of the mostrteniaeasons of this is because various scieetasthave
different definitions about organizational commitme

Employees’ contributions on the organizations #meir will to fulfill their works are related witlihe
organizational commitment. In this context, empksjedesire will be risen up by opportunities whiams
provide. Rewarding the employees with some assétsagsist to increase their organizational comneitin
(Cetin, 2004: 45).

There are some definitions for organizational cotmant in literature. Balay (2000) explained thaeé t
organizational commitment is the act of the empésyi the firm or the corporation; employees’ tarajefor
behavioral commitment; employees’ action in accocdato the aims and goals. In another definitionksél
(2000) defined that organizational commitment is maly the employees’ loyalty for their employenst lalso
their actions for the firm to improve and succeed.

In another definition, organizational commitmesithe loyalty of the employees to the corporatiand
corporate structure without any pressure (Sing,62@D). But Col (2004) stated that the organization
commitment is the approval of the employees asragfahe corporation and so keep working by adupti
principles and merits of the corporation.

In another definition, organizational commitmestdefined with these items respectively (Liou, 2008
120):

a) Being loyal to the corporation and corporate goals,

b) Corporate employees’ being in contact with eaclero#md express themselves,
c) Accepting corporate aims and goals,

d) Being loyal to the goals of the corporation,

e) Keep working under the corporate structure for gear

In another definition, organizational commitmesitthe level of adoption of firm employees’ intended
the organization (Saglam, 2003:22). In anothemitéfn, organizational commitment is stated asitimer rules
ensuring internalization of the actions to achitheefirm’s goals (Wiener, 1982: 421).

Organizational commitment notion, which explaihs tlevotion of corporate employees, is also exptess
as the assimilation of corporate goals by the eygae to stay in the corporate structure (Yalcin lpfi, 2005:
397).

Bayram (2005) defined organizational commitmenthesdesire of the employees’ to keep working i th
corporation; putting effort for the corporation ¢gmow and succeed; and the interest for the succksise
corporation.

According to these definitions in literature, somsgters stated that the organizational commitnigttased
on three fundamental components. These three canpoare also mentioned as the three component! mbde
commitment. These three components are as follMeyér and Allen, 1990:2-4):

» Affective Commitment: One of the most emphasizechgonent in research and definitions. Explained as a
strong emotional attachment of the employees’ éir thrganization.

» Continuance Commitment: In this type of commitmeimé, employees think that they will face a big rigk
the consequences and because of this reason, #ietaim their commitment to their organization.
 Normative Commitment: Because of the reason thel®mps’ sense of obligation to their corporation,
they feel the need to stay. The employees maititain commitment to the organization because adf theer
sense of obligation, not external reasons.

The Notion “Job Satisfaction”:

Another important element to secure business wgoityi in firms is job satisfaction. In literaturthere are
lots of definitions related to job satisfaction. dne of these definitions, job satisfaction is ekptd as apart
from the working conditions, an emotional reactiminemployees for their jobs (Schermerhorn and asther
1994:126).

In another definition, job satisfaction is defineslthe happiness and the satisfaction that théogegs feel
for the job; the consonance between the demantte @mployees’ and the demands on them (Davis,: 13384
In another definition, job satisfaction is explalnes the case that the result of the employee#liatian of their
work or their work experiences, feelings of postevents or appreciating some elements (Brough-eauthe,
2004: 9).
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Job satisfaction is an emotional effect on the leyges by the employees’ values related to thdis jand
values provided by the job to the employees (Oshiaikg2000: 331). In another definition, job satitian is
defined as the emotional element that is raisethbymployees’ inner and financial gains (Eren 422Q02).

In another definition, job satisfaction is expkhas the existence of emotional states which idiuxy
realizing the satisfying elements when an individeaiews his/her job or job experiences (Luthat9). In
another definition, job satisfaction is explainedfalfilling the demands of the employees by thgamization
(Akcamete and others, 2001).

Job satisfaction is realized as a notion whichsisia of employee’s values, thoughts and emotilmnthis
context, job satisfaction contains various elemeitts possible to sort the elements as followsnégk and
others, 2003: 136-140):

» Job satisfaction is related to financial gainshef émployees,

» Job satisfaction is related to job security,

« Job satisfaction is closely related to the emplsyeapability,

« Job satisfaction is related to the suitabilitytod job for the employee,
» Job satisfaction is related to the joy of producngething,

» Job satisfaction is related to the social relatipsin the job,

» Job satisfaction is related to the behavior ofrttaanagers,

» Job satisfaction is related to the economic comalitiof the firm,

» Job satisfaction is related to the work conditions.

Especially the main topic of our subject, job Hatition of managers, should be should be apprdatom
different aspects. In this context, it is possitdlecompile the aspects of job satisfaction of manags follows
(Volkwein and others, 2003: 151):

a) Inner satisfaction through experiences like fuHlil tasks, intervening, independent decision-making
showing creativity,

b) External satisfaction through salaries, promotioagbilities, higher income expectancies,

c) The satisfaction through manager’s working condgiovork stress, attitude towards corporate policy,

d) Managers relationships with other managers.

Managers job satisfactions are examined under &spects as seen above. In this context, managers ar
satisfied not only by high incomes but also by tiregawork conditions, relationships with other mgaes and
people, and succeeding through shaping the job.

Process:
Population and Sampling:

The research population living in the provincelsiinbul constitutes sports managers. The samptleeof
study consisted of 363 sports administrators sedelsy simple random sampling method.

Data Collection Tool:

A questionnaire was used to collect data in reseafhe questionnaire consists of three sectionols. J
satisfaction scale in the first part, the second igdocated questions relating to demographicstae third part
of the organizational commitment scale.

To evaluate job satisfaction, Minnesota SatistectQuestionnaire was used which is developed bys§Vei
Davis England and Lofquist (1967), localized to Kisin by Oran (1989). In this research, Cronbachisha
coefficient of the scale was identified as 0,966.

To evaluate organizational commitment, the resedf@ommitment to Occupations: Extension and Tdst o
a Three-Component Conceptualization’ by Meyer asdblleagues” was referred. In this research, Bach’s
Alpha coefficient of the scale was identified 286MD.

In the last part of the questionnaire is the daastrelated to the age, gender and educationtalsst#
participants.

Data Analysis:

The study was conducted with data analysis usiR§S 16 software package. Frequency, percentage,
descriptive statistics, t-test, ANOVA and Pearsamr€lation test are implemented in the data amalysi

Have not encountered a significant relation betwgender and job satisfaction (p>0,05). There is no
significant difference of the perception of jobisfaiction between the males and the females. Spmtsagers’
job satisfaction is not related to the gender. Beeaof the working environment of them are is smil
regardless of the gender, there is no significéféarénce between their job satisfaction.

Have not encountered a significant relation betwege and job satisfaction (p>0,05). There is no
significant difference of the perception of job iskction between age ranges. Regardless of thetsspo
managers’ ages, their job satisfactions are sirdil@rto their similar working environments and wogkls.
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Results And Comments:

Table 1: Results related to Demographic Characteristics.

Frequency %
Gender
Female 51 14,6
Male 309 85,4
Total 363 100,0
Age
18-25 83 23,1
26-32 122 33,6
33-42 132 36,5
43-50 18 49
51 and above 7 1,9
Total 363 100,0
Marital Status
Married 192 52,9
Single 163 44,9
Divorced 8 2,2
Total 363 100,0

85,4% of the participants are male, 36,5% of thezrbatween 33-42 age range and 52,9% are married.

Table 2: t-test: Relation between Gender and Job Satisfacti

X Ss t-value p.
. . Female 24,27 9,74
Inner satisfaction Male 23.77 848 0,530 0,596
. . Female 17,67 7,56
External satisfaction Male 17.44 754 0,318 0,750
. . Female 42,08 14,43
General satisfaction Male 71.30 14.43 0,544 0,587
Table 3: ANOVA: Relation between Age and Job Satisfaction.
X ss F-value p.
18-25 24,61 9,72
26-32 23,90 9,56
Inner satisfaction 33-42 23,94 8,97 0,269 0,898
43-50 23,13 9,41
51 and above 24,87 12,72
18-25 17,69 7,65
26-32 18,02 8,08
External satisfaction 33-42 17,49 7,16 0,693 0,597
43-50 15,83 5,97
51 and above 15,75 11,33
18-25 42,38 14,63
26-32 42,16 14,84
General satisfaction 33-42 41,53 13,93 0,426 0,790
43-50 38,89 11,59
51 and above 40,62 23,76

Table 4: ANOVA: Relation between Marital Status and Joliséattion.

X Ss F-value p.
Married 23,43 9,32
Inner satisfaction Single 24,90 9,60 3,426 0,033
Divorced 20,65 7,51
Married 16,84 7,52
External satisfaction Single 18,35 7,80 3,312 0,037
Divorced 16,39 4,49
Married 40,41 13,98
General satisfaction Single 43,39 14,97 4,494 0,012
Divorced 37,04 8,95

When the relation between marital status and pdfsfaction is examined, some correlation is idadi
(p<0,05). Individuals whose marital status is singre the ones who have the highest average ofralene
satisfaction, inner satisfaction and external fatton. This situation shows that the single indials’ job
satisfaction is higher than the others. Marriedivimials’ job satisfaction is lowered because theimily
responsibilities are higher when compared to timgles. Divorced individuals have the lowest averafe
general satisfaction, inner satisfaction, extegadisfaction. This situation shows that the divdroedividuals’
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job satisfaction is lower than the others. Sporéagers’ workload along with their family resporilgiles or
problems lowers their job satisfaction.

Table 5: t-test: Relation between Gender and OrganizatiGoaimitment.

X Ss t-value p.
Affective Commitment F&’;‘;‘" ig:sla: 3:85’ 0,245 0,806
Normative Commitment Femal ig:gz ;?; 0,252 0,801
Continuance Commitment F&ggh ig;‘zj ;gé 0,409 0,683

Have not encountered a significant relation betwggnder and organizational commitment (p>0,05¢r&h
is no significant difference of the perception ofanizational commitment between the males andeimales.
Sports managers’ organizational commitment is alatted to the gender because their working conditaioes
not differ according to their gender.

Table 6: ANOVA: Relation between Age and Organizational @uiment.

X Ss F-value p.

18-2¢ 18,3¢ 8,11
26-32 19,47 7,8¢€

Affective Commitment 33-42 19,7( 8,07 0,921 0,452
43-5C 18,4¢ 7,8<
51 and abo\ 17,7¢ 9,9¢
18-2& 15,2¢ 7,44
26-32 16,5: 7,91

Normative Commitment 33-42 16,2¢ 8,0( 1,594 0,174
43-5C 13,3t 7,9t
51 and abou 16,0( 8,2¢
18-2& 17,58 7,0¢
26-32 19,1( 7,2¢

Continuance Commitment 3342 18,67 7,34 1,582 0,177
43-5C 16,9( 8,92
51 and abou 17,7¢ 7,8€

Have not encountered a significant relation betwage and organizational commitment (p>0,05). There
no significant difference of the perception of orgational commitment between age ranges. Regardiethe
sports managers’ ages, their job satisfactionsiargar due to their similar working conditions.

Table 7: ANOVA: Relation between Marital Status and Orgatiznal Commitment.

X Ss F-value p.

Marriec 19,7: 7,7

Affective Commitment Single 18,6¢ 8,0¢ 1,358 0,258
Divorcec 18,7¢ 9,9C
Marriec 16,3t 8,01

Normative Commitment Single 15,5¢ 7,6 0,897 0,408
Divorcec 16,6€ 8,82
Marriec 18,7 7,37

Continuance Commitment Single 18,0 7,25 0,712 0,491
Divorcec 18,7¢ 7,97

Have not encountered a significant relation betweearital status and organizational commitment
(p>0,05). There is no significant difference of {herception between organizational commitment aaditai
status. Marital status of sports managers doesaffett their organizational commitment. Organizadb
commitment of sports managers does not changedingdo their marital status.

Table 8: Relation between Job Satisfaction and OrganizatiGommitment.

Inner External Genera

Satisfactiol Satisfactiol Satisfactiol
Pearson Correlatit ,032 ,03¢ ,04(
Affective commitment p. ,001 ,01(C ,00¢
N 61€ 632 611
Pearon Correlatio ,05¢€ ,017 ,044
Normative commitment p. ,16E ,67€ ,27€
N 61¢ 634 61z
Pearson Correlatit ,04€ -,00£ ,02¢
Continuance commitment p. ,252 ,922 ,48¢4
N 61€ 631 60¢
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When the relation between job satisfaction andawiational commitment is examined, significant and
positive relation can be seen between affectivenasitment and job satisfaction (p>0,05). The job<fatition
of the sports managers gets higher as their afiecommitment gets higher.

Conclusion:

In this research, job satisfaction and organiraiocommitment perceptions of sports managers are
examined. Job satisfaction and organizational cdmaerit are closely related notions. They can affect
individuals’ work performance positively and negaty. The elements causing satisfaction or didsati®n
may differ from person to person. An element may affect some people as strong as they affect thers
Because of this reason, satisfaction or dissatisfasource from personal conditions in the orgatiimn. The
effort that put above average for the organizatidsaucceed can be explained with the employeeshutment
to the organization.

In this research, significant and positive relatie found between the subscale of organizational
commitment, affective commitment, and job satiséatt Sports managers’ affective commitment and job
satisfaction perceptions are parallel. Feeling @mnatly attached to the job, increases the jols&attion for the
sports managers. Actually this situation is dineatlated to the commitment for the job of the ngara
Likewise, a sports manager’s job satisfaction petioa is lower if he/she is not attached to the gototionally.

In the research, have not encountered a signifiedaion between normative and continuance comanitrand
job satisfaction. This situation is originated fraéine sports managers’ not thinking about quittingirtjob and
not considering it as an obligation. Affective coitment of sports managers is seen as the sole eteofie
commitment that increases job satisfaction. Whenlitbrature analyzed, which supports our reseahehmost
desired situation is the employees having primdrigjh affective commitment, then normative committyéor
last continuance commitment (Brown 2003). Diffelgnin his work Kemeriz (2014) came to the conabunsi
that is the normative commitment affects job satisbn more. Also there are studies which indictat
organizational commitment with all of its subscaddfects job satisfaction. In a lot of researchsifound that
job satisfaction and organizational commitmentaeerent and in positive correlation with each of@arikci,
2001; Konuk, 2006; Sigri and Basim, 2006; Akgundd@06; Samadov, 2006; Guner, 2007; Gozen, 2007,
Kayir, 2008; Tokoglu, 2009; Canik,2010; Alan, 2010)
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