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Workers’ conditions in the workplace, motivation and reactions to the existing
situations are closely related to their job satisfaction. The general purpose of the
current study is to investigate the Ministry of Nation Education (MEB) personnel’s
job satisfaction. The population of the study is comprised of 166 personnel
working in a general directorate of MEB. All of the population was reached to
collect data. As the data collection tool, “The White-Collar Workers’ Job
Satisfaction Scale” developed by Unsal and Ozalp Tiiretgen (2005) was used. The
findings of the research have revealed that the workers find their jobs monotonous,
have negative opinions about their jobs in terms of their compliance with their
abilities and their status in the society, think that there is disturbing noise in their
workplace, find their wages inadequate, think that their superiors generally
discriminate against some workers, do not find their work environments enjoyable
and some of them are of the opinion that workers experience problems with their
superiors. A considerable number of the workers stated that there is a lack of
communication with their colleagues. For most of the questions, a considerable
number of the workers avoided giving response.

Milli Egitim Bakanhg Personelinin is Doyumu

(Bir Genel Miidiirliik Ornegi)

Makale Bilgisi

Oz

DOI:10.14686/buefad.418294

Makale Gegmisi:

Gelis 24.04.2018
Kabul 08.10.2018
Yayin 31.10.2018

Anahtar Kelimeler:
Is

doyumu,Personel,Motivasyon.

Makale Tiirii:
Arastirma makalesi

Bireyin is yerinde olumlu ¢alisma kosullarina sahip olusu, motivasyonu ve bu
durumlara olan tepkisi iy doyumu ile ifade edilmektedir. Bu arastirmanin genel
amact Milli Egitim Bakanligi(MEB) personelinin is doyumu &zelliklerini
belirlemektir. Calisma evrenini MEB’e bagli bir genel miidiirliikte ¢caligan 166 kisi
olusturmaktadir. Caligma evreninin tamamina ulagilmigtir. Arastirmada veri toplama
arac1 olarak Unsal ve Ozalp Tiiretgen (2005) tarafindan gelistirilen “Beyaz Yakali
Cahsanlar Icin Is Doyumu Olcegi” dlcegi kullamlmistir. Arastirma bulgularia gore
caliganlar islerini monoton bulmakta, yaptiklart isin yeteneklerine uygunlugu ve
toplumdaki sayginligi konusunda genelde olumsuz diisiincelere sahip olmakta,
isyerlerinde rahatsiz edici diizeyde giiriiltii oldugunu belirtmekte, {icretlerini yetersiz
bulmakta, genellikle iistlerinin ¢alisanlar arasi ayrimcilik yaptigini, ¢cogunlukla is
ortamlarini eglenceli bulmadiklarini, ¢calisanlarin bir boliimii ise istleri ile iletisimde
problem yasadiklarmi belirtmektedir. Calisanlarin dikkate deger bir bolimii is
arkadaglart ile caligma ortamlarinda iletisim kopuklugu yasadiklarini belirtmistir.
Aragtirma sorularinin ¢ogunda neredeyse ticte birlik bir kesim ¢alisan sorulara yanit
vermekten kaginmustir.
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Introduction

The profession defined as the job having specific rules and done on the basis of the acquired systematic
knowledge and skills to produce goods or services useful for people in return for money is one of the most
important choices in the lives of humans and the occupation on which humans spend the most time. While
performing this occupation occupying a large part of human life, people are absolutely in need of motivation and
happiness. If the needs motivating the individual in work life can be understood well, healthy working conditions
can be created in every sense by taking the advantages of these needs. Healthy working conditions are also
important for both the employee and the organization. There are many factors that can affect the motivation in
the work place such as the morale of the staff, working in harmony with managers, working in harmony with
colleagues, meeting the expectations of workers, working conditions of the workplace, objective managerial
approaches, and appreciation of successes. Motivation is the directing, mobilizing and activating power of the
internal energy towards a certain target (Diiren, 2000, p. 4). According to Akat (1984, p. 175), it is the sum of the
efforts expended to continuously move an individual or individuals towards a certain direction.

Workers’ conditions in their workplaces, motivation and their reactions to the existing situations are closely
related to their job satisfaction. The concept of job satisfaction relates to the internal reaction of employees to
their jobs. Job satisfaction is defined in different ways. Job satisfaction; “The individual’s appreciating his/her
job and job-related life as a satisfying situation resulting in positive feelings” (Cetinkanat, 2000). Job satisfaction
is an emotional reaction to the state of job. Therefore, it is invisible but perceptible. Job satisfaction usually
depends on the extent to which outcomes meet or exceed expectations.

According to another definition of job satisfaction, job satisfaction captures the individual’s attitude towards
and general feelings and opinions about his/her job and workplace (Miner, 1992, p. 116). People’s being content
with their job is considered to be satisfaction but not being content with it is considered to be dissatisfaction
(Spector, 1997, p. 6). A great deal of research focuses on the issues of job satisfaction and burn-out in the fields
of organization, organizational psychology and administration. Stress not only causes many health problems but
also lack of job satisfaction and motivation in workers. While trying to cope with stress, individuals experience
many negative feelings such as anger, sadness, fear or produce symptoms indicating inability of coping with
stress (Smith, Jaffe-Gill & Seggl, 2009).

In the literature, the theories related to job satisfaction are also called the theories of motivation. Motivation
has a power to direct an individual towards a certain target. This power can be internal (cognitive) or external
(environmental) (Bilgin, 2003, p. 248). One of the theories of motivation is the Herzberg theory. According to
this theory, factors in the workplace determine satisfaction or dissatisfaction. These factors can be internal or
external. Internal factors can be the individual’s personality characteristics, structure of the job and the
individual’s success status (Judge, Parker, Colbert, Heler, ve Ilies 2001). External factors on the other hand can
be bad working conditions, lack of hygiene, low wages and unmet security needs. If external factors are positive,
they do not affect motivation; yet, prevent job dissatisfaction (Northcraft and Neale, 1990, p. 139). McClelland,
one of the psychological modernization theorists, states that the individual has three basic needs that are
affiliation needs, power needs and achievement needs. Of these three basic needs, the achievements needs most
strongly affect the individual and society (Eren, 2008, p. 522).

It causes job dissatisfaction in the absence of the individual’s achivement needs. According to Keser (2005),
dissatisfaction in the workplace can result in absenteeism, poor performance and general dissatisfaction with life.
Dissatisfaction in the workplace may lead to burn-out and burn-out in turn results in decreasing personal
accomplishment, depersonalization and emotional exhaustion thus causing undesired outcomes (Maslach and
Jackson, 1981). Job satisfaction is a concept that is of great importance for workers to continue their professional
lives (Pillay, Goddard and Wilss, 2005). It was stated that when workers are not content with their job
performance, they become suspicious of their self-efficacy (Brouwers, Evers and Tomic, 2001).

Theories of motivation, gathered under the name of Process Theories, deal with how people are motivated.
Process Theories are Classical Conditioning, Expectation Theory and Equality and Objective Theory. Theory of
Equality and Objective put forward by O. Stacy Adams after his motivation works in General Electric.
According to this theory, individuals generally attach importance to the concepts of equality and justice and they
want to be treated on the basis of these concepts. The worker sees what he/she consumes as inputs and sees what
he/she obtains as a result of these efforts as outcomes, then he/she makes a calculation. If the worker comes to
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the conclusion that inputs are more than outputs, then he/she might believe he/she cannot receive what he/she
deserves. In this case, his/her job satisfaction is expected to decrease. Moreover, if the worker is of the opinion
that his/her problems are not fairly handled and solved, then his/her job satisfaction and commitment decrease
(Perry, 1993; Eren, 2008; Keskin, Akgiin and Giinsel, 2008; Bilgin, 2003).

What determines the worker’s behaviors in the workplace is his/her job-related attitudes and these attitudes
are shaped by the combined effect of many factors such as authority granted to workers, tolerance to mistakes,
clarity of decisions, workers’ participating in decision-making process and positive working conditions (Pascoe,
Ali and Warne, 2002; cited in Ertiirk and Kegelioglu, 2012). Competitive environments, globalization and speed
of technological development put pressure on institutions and employees. One of the factors that can alleviate
this pressure is job satisfaction. Individuals who cannot achieve job satisfaction can produce different reactions
depending on their personal development, personality characteristics and administrative system of the
organization and the most common reactions in this regard are absenteeism, focusing more on personal works
rather than occupational responsibilities, prolonged breaks, violation of rules and exhibition of aggressive
behaviors (Sun, 2002).

The inability of employees to reach job satisfaction can lead to burn-out. The concept of burn-out first
introduced by Maslach and Jackson (1986) has been observed more intensely in the professions dealing with
people. Burn-out is a result of intense stress, alienation to the job, continuous hopelessness, the idea that the
individual cannot make any difference in his/her job, dissatisfaction, exhaustion of living energy and the desire
to give up and obligation to obey (Barut¢u and Serinkan, 2008; Ka¢maz, 2005). According to Maslach, burn-out
can be addressed under three dimensions that are emotional exhaustion, depersonalization and decreasing
personal accomplishment (Ergin, 1992). Emotional exhaustion can be considered the first stage of burn-out. In
this stage, the worker feels lack of energy, reluctant and incompetent. Within the context of the dimension of
depersonalization, the worker perceives people and his/her colleagues as objects rather than individuals and may
adopt negative, sarcastic and rigid attitudes towards them. The dimension of decreasing personal
accomplishment is related to feeling of inefficiency, regarding oneself unsuccessful, downheartedness, and
avoidance of interaction with people (Maslach and Jackson, 1981; Kurcer, 2005).

In light of the related literature, it can be argued that the job satisfaction levels of teachers and MEB
personnel can somehow be regarded as an important indicator of their burn-out levels, work-related
achievements and performance. There is a great deal of national and international research conducted on the
concepts of motivation, burn-out and job satisfaction (Eryilmaz, 1987; Kinman & Kinman, 2001; Tiire, 1993;
Sabanci, 1994; Cetinkanat, 2000; Kuruoglu, 1995; Sancar, 1996; Rowley, 1996; Ozsiier, 2016). Sabanci (1994)
concluded that reciprocal communication is of great importance for both managees and managers; moreover, it
significantly affects workers’ job satisfaction and motivation. In a study by Rowley (1996) called “Motivation
and Academic Staff in Higher Education”, it was found that the variables most strongly affecting motivation are
economic rewards, learning culture and higher education, the experience of personnel and diversity of roles,
personal autonomy and organizational culture. Job satisfaction is an important concept that concerns workers’
job-related psychological health. Some research on the other hand has revealed that gender is not an important
variable in terms of job satisfaction and that men and women have similar job satisfaction characteristics (Sagir,
2016; Kilig, 2011; Tiizemen, 2004; Cekic, 2017). Some other research focusing on the relationship between
length of service and job satisfaction reported that with increasing length of service, job satisfaction decreases
(Acar, 2016). Demographic variables such as age, gender, marital status, length of service and level of education
are related to the job satisfaction and motivation of the teachers and they play an important role on motivation
(Bogler, 2002).

When the relevant literature is reviewed, it is seen that research has been made in various sectors including
the education sector and accordingly teachers and school administrators. However, there is not enough research
focusing on the central organization of MEB. In addition, it is thought that gender and length of service are
important indicators in job satisfaction and it will be useful to examine the job satisfaction of the personnel of
Ministry of National Education in terms of these variables if the studies and results related to job satisfaction are
taken into consideration. The Ministry of National Education (MEB) is the main authority organizing and
determining the direction of education. Thus, the importance attached to its personnel by MEB, working
conditions provided for them and their motivation naturally become important. Determination of the job
satisfaction levels of the personnel working in the central organization of MEB is believed to be important for
both revelation of the existing state and its effect on the job satisfaction levels of the personnel working in the
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peripheral organizations of MEB. Thus, the current study aims to explore the job satisfaction levels of the MEB
personnel and to produce important data that can provide some guidance to the literature and the administrators
of the Ministry.

Purpose of the Study

The general purpose of the current research is to determine the job satisfaction of MEB personnel. To this
end, answers to the following questions were sought.

1. What is the job-satisfaction level of the participating personnel?

2. Is there a significant correlation between their gender and job satisfaction level?

3. Is there a significant correlation between their length of service and job satisfaction level?
Limitations

The results of the current study are limited to the opinions of the personnel working in a directorate of MEB
and participating in the current study.

Method
Research Model

The study was designed on the basis of the survey model. The survey model is used to collect the data
required to determine the various characteristics of a group. The main advantage of this model is that it allows
the collection of the required information about the wvarious characteristics of participants
(Biytikoztiirk, Cakmak, Akgiin, Karadeniz, and Demirel, 2010, p. 16-17). In this regard, the survey model was
employed in the current study to determine whether the personnel’s job satisfaction levels vary significantly
depending on the independent variables of gender, title in the workplace, the general directorate where they are
working, length of service and the last school graduated.

Study Population and Sampling

The population of the study is comprised of the personnel of a general directorate of MEB. As all the people
in the population participated in the study, sampling was not selected and the study was conducted on the
population. In the population of the study, there are a total of 166 participants.

Data Collection Tool

In the current study, as the data collection tool, the “White Collar Workers’ Job Satisfaction Scale”
developed by Unsal and Ozalp Tiiretgen (2005) was used. To summarize the characteristics of the first sample
group in which the scale is developed, the sample group is composed of 694 white-collar workers working in
different sectors and in different businesses. Participants from both the government and the public sector work in
a variety of fields, such as production, service, education, finance, and healthcare. 58.1% of the participants were
female, 41.9% were male. When the age distributions of the sample group were examined, 19.2% of participants
were under 25 years old, 50.5% between 25-34 years, 21.4% between 35-44 years, 8.9% 45 years. 20.8% of the
sample group is in secondary education, 60.3% is in higher education and 18.9% is in graduate education. In
addition, 54.9% of participants were married, 41.2% were single and 3.9% were separated from their partners.

The scale has 35 items and 4 dimensions. These dimensions are: 1) Administrative policies and applications,
2) Sructure of the job, 3) Communication and relationships, 4) Physical working conditions. The results of
Exploratory Factor Analysis (EFA) revealed that the factor loading vary between 0.37 and 0.74. The Cronbach
alpha reliability coefficient for the whole scale was calculated to be 0.89, the coefficients for the sub-dimensions
are as follows; 0.88 for the first dimension, 0.75 for the second dimension, 0.67 for the third dimension and 0.66
for the fourth dimension. Scale is prepared in the form of a classified scale like 3 = Yes, 2 = Partially, 1 = No.
Participants' job satisfaction levels are interpreted according to the frequency ratios in these categories.

Data Analysis

In the statistical analysis of the data, a computer software program (SPSS) was used.
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The frequency and percentage ratios of the characteristics of the independent variables such as gender, title in
the workplace, length of service and last graduated school of the participating personnel were resolved. From the
independent variables, the gender and length of service were tested by a quasi-square analysis to see whether
they were a significant variable in terms of job satisfaction. Because it is more appropriate for the type of job
satisfaction scale used in the research, it has been analyzed in case of comparative analysis according to the
independent variables, where the use conditions of the rent square are satisfied. The reason for the use of squared
for each item of the scale is that it is based on the idea that, in terms of job satisfaction, each item in the measure
can have its own distinct meaning, and that it can give a different perspective to the findings of the research.

Findings
The findings obtained as a result of the study were interpreted in relation to the sub-problems.
Demographic Features
The demographic features of the participants are presented in Table 1.

Table 1. Participants’ Demographic Features

Demographic Features f %
Gender
Female 92 55,4
Male 74 44,6
Total 166 100,0

Length of service

110 years 37 22,3
11 — 20 years 67 40,4
21 years or more 62 37,3

Total 166 100,0

The last school graduated

Lower than university (Elementary-middle, high school and associate’s degree) 19 11,4
Undergraduate 100 60,2
Postgraduate (MA-PhD) 47 28,3
Total 166 100,0
Title
Administrators, ME Specialists and Assistant Specialists 21 12,7
Teachers 101 60,8
General Administrative Services Personnel and Others 44 26,5
Total 166 100,0

Of the total participating 166 personnel from the same general directorate, 55.4% are females and 44.6% are
males. When the participants were evaluated in terms of their length of service, it was found that 40.4% of them
have been working for 11-20 years; 37.3% have been working for 21 years or more; 22.3% have been working
for 1-10 years. When the participants were evaluated in terms of the last school graduated, it was found that
60.2% of them hold a BA degree; 28.3% hold a postgraduate degree (MA or PhD) and 11.4% hold a degree
lower than an undergraduate degree (elementary-middle-high school- associate’s degree). When the data related

1085



The Job Satisfaction of the Ministry of National Education Personnel

to the titles of the participants were examined, it was found that 60.8% of them are teachers; 26.5% are general
administrative service personnel and others; 12.7% of them are specialists and assistant specialists. When the
demographic features of the participants are generally evaluated, it is seen that majority of the participants are
females, high majority of them have been working for 11-20 years and high majority of them are university
graduates and most of them are teachers.

Job satisfaction characteristics of the personnel

The participating personnel’s job satisfaction characteristics were analyzed and the findings are presented in
Table 2.

Table 2. Participants’ Job Satisfaction Characteristics

No* Items 3 2 1

Structure of the Job
2 I cannot use my creativity in my job as | wish. 68 41,0 45 27,1 53 31,9

My job offers diversity as it includes different tasks 135 813 9 5.4 29 133
to be completed.

12 I am working in a job suitable for my competences. 97 58,4 42 25,3 27 16,3

17 My job is monotonous. 92 55,4 31 18,7 43 25,9
29 Whl!e doing my job, | can make my own decisions 45 271 49 205 79 434
and implement them.
The contribution of my job to my personal
26 development is negative. 119 L7 36 21,7 11 6.6
31 If | had enough money, | would quit this job. 59 35,5 63 38,0 44 26,5
34 My job has a prestigious status in the society. 100 60,2 54 32,5 12 7,2

Physical Working Conditions
1 Meals offered by my workplace are satisfying. 122 73,5 11 6,6 33 19,9

Securlt_y measures .taken in my workplace (entrance 109 65.7 33 19.9 24 14,5
and exit security, fire, etc.) are adequate.

The wage | receive in my job (including premiums 64 386 99 13.3 80 48.2

1 and bonuses) is satisfying.
15  There is disturbing noise in my workplace. 117 70,5 34 20,5 15 9,0
20 In my workplace, the materials | need for my job 88 53,0 45 271 33 19.9

are immediately provided.

25 A great care is taken for hygiene in my workplace. 116 69,9 37 22,3 13 7,8
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30

Lighting is enough in my workplace.

Administrative Policies and Applications

10

13

16

18

21

23

27

29

32

35

In my workplace, promotion system is transparent
and just.

Workers in my workplace are objectively assessed.

I am given feedback about how well I am doing my
job.

My accomplishments are appreciated verbally or in
writing in my workplace.

In my workplace, my supervisors discriminate
between workers.

In my workplace, desired and undesired behaviors
have been clearly defined.

My workplace encourages the establishment of
open, transparent and trust-based relationships.

I would recommend my friends to work in this
workplace.

My offers for the improvement of my work are
taken into consideration.

In my workplace, objectives are clear, precise and
well-defined.

My organization abstains from firing good workers.

In my workplace, working environment is generally
enjoyable.

I think workers are valued in my workplace.

Communication and Relationships

4

14

19

I know what I should do in my job.

My relationships with my supervisors are
problematic.

I am content with my relationships with my
colleagues.

I experience difficulty in solving my problems with

130

34

49

93

63

88

74

73

87

84

87

76

66

79

129

144

130

129

78,3

20,5

29,5

56,0

38,0

53,0

44,6

44,0

52,4

50,6

52,4

45,8

39,8

47,6

77

86,7

78,3

77

25

64

66

42

64

50

61

67

57

63

60

59

56

55

26

19

28

28

15,1

38,6

39,8

25,3

38,6

30,1

36,7

40,4

34,3

38,0

36,1

35,5

33,7

33,1

15,7

114

16,9

16,9

11

68

51

31

39

28

31

26

22

19

19

31

44

32

11

6,6

41,0

30,7

18,7

23,5

16,9

18,7

15,7

13,3

114

114

18,7

26,5

19,3

6,6

1,8

4,8

5,4
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my colleagues.

I can have help from my colleagues in solving

24 . - 140 84,3 19 11,4 7 4,2
problems I encounter while working.

28 I can ea5|_ly tell my problems related to my job to 122 735 32 19,3 12 7.2
my superiors.

33 While doing my job, | have lack of communication 112 675 34 205 20 12,0

with other workers.

*Item numbers are their numbers in the scale.

The findings related to the job satisfaction characteristics of the personnel working in the general directorate
are summarized considering the sub-dimensions of the scale below.

Structure of the Job

Of the participating personnel, 81.3% stated that their jobs require them to engage in different duties; 60.2%
of them think that their jobs have a prestigious position in the society. The percentage of those stating that they
are working in a job suitable for their competences is 58.4 while the percentage of those finding their job
monotonous is 55.4. Nearly two fifths of the participants (41%) stated that they can use their creativity in their
jobs; 43.4% stated that they cannot make their own decisions and implement them; 38% stated that they are
undecided whether to quit their job if they had enough money. When a general evaluation is made, it can be said
that though majority of the workers think that they can use their creativity in their jobs, their jobs have a
prestigious position in the society and they work in a job in harmony with their competences, nearly one third
have negative opinions about the position of their jobs in the society and compliance of their jobs with their
competences. Moreover, most of the workers cannot make their own decisions and implement them and find
their jobs monotonous.

Physical Working Conditions

Of the participants, 73.5% find the meals offered in their workplace satisfying, 65.7% think that the security
measures taken in their workplace are adequate; 70.5% think that the level of the noise in their workplace is
disturbing. Moreover, nearly two thirds of the workers (69.9%) are of the opinion that enough care is taken for
hygiene in their workplace, 78.3% find the lighting conditions adequate. The percentage of those finding their
wage satisfying is 48.2 and more than half of them (53%) think that the materials they need for their jobs are
immediately provided. When a general evaluation is made, it can be said that the workers have positive opinions
in general about meals, security measures and hygiene and lighting; yet, they have negative opinions about the
noise in their workplace. More than half of the workers also seem to be not satisfied with their wages.

Administrative Policies and Applications

Of the participants, 41% think that the promotion system in their workplace is transparent and just and 30.7%
of them think that they are not objectively assessed in their workplace. The percentage of those finding their
workplace enjoyable is 39.8%. More than half of the workers (53%) think that their superiors discriminate
between them. And again more than half of the participants (56%) stated that they receive constructive feedback
related to their jobs. The percentage of those not responding to the item concerning whether they are appreciated
orally or in writing in their workplace is 38.6%, while 38% stated that they are appreciated. The percentage of
the participants thinking that desired and undesired behaviors in the workplace are clearly defined is 44.6. The
percentage of the participants thinking that the administration needs to encourage the establishment of
transparent, open and trust-based relationships is 44. Of the participants, 47.6% stated that workers are valued in
their workplace. More than half of the workers (52.4%) stated that they would recommend their workplace to
their friends to work. The percentage of the workers stating that their suggestions related to their jobs are taken
into consideration is 52.4. When a general evaluation is made, it can be said that there is no transparent and just
promotion system in their workplace; the workers are not objectively assessed; superiors discriminate between
workers and they do not find their working environments enjoyable. In addition to these, the workers in general
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have positive opinions about receiving constructive feedback, working in this workplace and consideration of
their suggestions about their jobs. Yet, the percentages of the participants not responding to many items are high.

Communication and Relationships

Of the participants, 77.7% stated that they know what they should do in their jobs and 78.3% stated that they
are content with their relationships with their colleagues. Moreover, 84.3% of the participants stated that they
can receive help from their colleagues for the problems they encounter in their workplace and 73.5% stated that
they can easily tell the problems they experience in their jobs to their superiors. The percentage of the
participants stating that their relationships with their superiors are problematic is 86.7 and the percentage of
those experiencing difficulties in solving their problems with their colleagues is 77.7. Furthermore, 67.5% of the
participants think that they experience lack of communication with other workers. When a general evaluation is
made, it can be said that the workers know what they should do in their jobs, they are content with their
relationships with their colleagues, they can receive help from their colleagues to solve their problems and they
can easily talk about their problems with their superiors. On the other hand, the workers in general have
problematic relationships with their superiors and they experience lack of communication with other workers.

The participants’ job satisfaction characteristics were compared according to the gender variable and the
results are presented in Table 3.

Table 3. Participants’ Job Satisfaction Characteristics according to Gender

Item

2
No Gender 3 2 1 Total X p

f % f % f % f %
Structure of the job

Female 39 42,4 21 22,8 32 34,8 92 100,0

2 2,026 0’3‘?’6

Male 20 392 24 324 21 284 74 1000

Female 74 804 4 43 14 152 92 1000 058
7 1080 O

Male 61 824 5 6.8 8 108 74 1000

Female 55 598 23 250 14 152 92 100,0 000
12 o211 O%

Male 42 568 19 257 13 176 74 1000

Female 49 533 17 185 26 283 92 1000 075
17 o621 °]

Male 43 581 14 189 17 230 74 1000

Female 20 217 26 283 46 500 92  100,0 011
22 4305 O

Male 25 338 23 311 26 351 74 1000

Female 65 707 22 239 5 54 92 1000 0.0
26 ooas O

Male 54 730 14 189 6 81 74 1000

31 Female 31 33,7 36 39,1 25 27,2 92 100,0 0,308 g5
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Male 28 37,8

Female 54 58,7
34

Male 46 62,2

Physical Working Conditions

Female 61 66,3

1

Male 61 82,4

Female 56 60,9
6

Male 53 71,6

Female 34 37,0
11

Male 30 40,5

Female 65 70,7
15

Male 52 70,3

Female 46 50,0
20

Male 42 56,8

Female 58 63,0
25

Male 58 78,4

Female 69 75,0
30

Male 61 82,4

Administrative Policies and Applications

Female 21 22,8

’ Male 13 17,6
Female 27 29,3
° Male 22 29,7
Female 50 54,3
’ Male 43 58,1

10 Female 36 39,1

1090

27

34

20

23

10

12

10

14

20

30

15

27

10

14

11

33

31

37
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8,721
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0,05

0,17
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0,53

0,40

0,76

0,37

0,16

0,12

1091



The Job Satisfaction of the Ministry of National Education Personnel

Male 61 82,4 9 12,2 4 54 74 100,0

Female 76 82,6 11 12,0 5 54 92 100,0
24

Male 64 86,5 8 10,8 2 2,7 74 100,0

Female 66 71,7 20 21,7 6 6,5 92 100,0 064
28 0,878 ’5

Male 56 75,7 12 16,2 6 8,1 74 100,0

Female 60 65,2 23 25,0 9 9,8 92 100,0 021
33 3,091 ’3

Male 52 70,3 11 14,9 11 14,9 74 100,0

*p<0.05 significant N=166

Whether there is a significant correlation between the participants’ gender and job satisfaction levels was
tested through Chi-square analysis. For the items satisfying the requirements of Chi-square, comparisons were
made but for the items 9, 14, 19 and 24 that did not satisfy these requirements, frequencies and percentages were
calculated. The findings related to the correlations between the dimensions of the job satisfaction scale and the
gender variable and their interpretations are presented below.

Structure of the Job

As a result of the Chi-square test, it was found that the participants’ opinions about the items in the structure
of the job section do not vary significantly depending on gender; that is, the female and male participants have
similar opinions in this regard. The most frequently expressed opinions by both the female and male participants
are that their jobs include diversity and their jobs have negative effects on their personal development. While
nearly two thirds of the participants (females = 58.7%; males = 62.2%) are of the opinion that their jobs have a
prestigious position in the society; 36.5% of the females and 37% of the males did not respond. Again while
nearly two thirds of the participants stated that they are working in a job complying with their competences
(females = 59.8%; males = 56.8%), nearly one fourth of both female and male participants did not respond. A
little more than half of the participants find their job monotonous while nearly one fourth of the participants
think that it is not. In addition, most of the participants do not have positive opinions about the issues such as
making their own decisions and using their creativity in their workplace and the ratio of those stating that they
would quit, if they had enough money is considerably high.

When a general evaluation is made, it can be said that the jobs in the organization can include diversity, the
jobs do not have adequate contributions to the personnel’s personal development, the jobs have in general
prestigious positions in the society and the personnel in general work in jobs complying with their competences
yet their working environment is not very suitable for them to make their own decisions and to use their
creativity. Other remarkable findings are that the jobs are considered to be monotonous in general and that they
could quit, if their financial situations were better.

Physical Working Conditions

A significant correlation was found between the perception that there is disturbing noise in the workplace and
the gender variable (X?=8.721; p<0.05; correlation coefficient = 0.22). The correlation coefficient indicates that
there is a low correlation and that a great majority of both the female and male participants think that there is
noise at the disturbing level in their workplace (females = 70.7%; males = 70.3%). However, while only 2.7% of
the male participants stated that there is no noise, the percentage of the female participants thinking in this way is
14.1 and nearly one third of the males (27%) did not express any opinions about this issue. The participants’
opinions for the other items in this dimension were found to be not varying significantly depending on the
gender variable; that is, the female and male personnel have similar opinions. Majority of both female and male
participants find lighting and meals in their workplace adequate, think that enough care is taken for hygiene and
that the security measures taken in the workplace are satisfying. Nearly one fourth of the female participants
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(26.1%) have negative opinions about meals and almost one third of the female participants (29.3%) did not
explain their opinions about hygiene rules and one fourth of the male participants (25%) did not express their
opinions about security measures. Nearly half of both the female and male participants (females = 50.0% and
males = 56.8%) think positively about the provision of the needed materials in the workplace in a short time; yet,
considerable number of participants either did not express their opinions or think negatively on this issue. On the
other hand, nearly half of both the female and male participants (females = 50%, males = 45.9%) do not find
their wages satisfying. When a general evaluation is made, it can be said that the opinions of the participants
about the physical working conditions do not vary significantly in general depending on the gender variable. In
general, they have positive opinions about meals, security measures, hygiene and lighting and negative opinions
about noise in the workplace. Yet, there are a considerable number of workers who did not express their opinions
about these issues. The wages are generally found to be not satisfying by both the female and male workers.

Administrative Policies and Applications

The participants’ opinions about all the items in the administrative policies and applications section were
found to be not varying significantly depending on the gender variable; the female and male personnel have
similar opinions in this regard. According to the analyses conducted considering the most frequently emphasized
opinions, 41.3% of the female participants and 40.5% of the male participants think that the promotion system is
not transparent and just enough. It is remarkable that 41.9% of the male participants and 35.9% of the female
participants did not express their opinions on this issue. While nearly one third of both the female and male
participants have positive opinions about their being objectively assessed, nearly one third responded negatively
and the remaining participants did not respond. While 54.3% of the female participants and 58.1% of the male
participants stated that they receive constructive feedbacks about their performance in their jobs, nearly one
fourth of both the female and male participants stated that they are not sure and one fifth stated that they do not
receive constructive feedbacks. The percentage of both the female and male workers stating that their successes
are appreciated verbally or in writing is a little more than one third (females = 39.1%; males = 36.5%), a
significant number of workers stated that they are not sure or not appreciated. Nearly half of both the female and
male participants stated that their superiors discriminate between them (females = 51.1%; males = 55.4%) and
nearly half of both the female and male participants (females = 44.6%, males = 51.4%) think that the personnel
are valued in their workplace. The percentage of those stating that the desired and undesired behaviors are
clearly defined in their work place is 43.5% among the female workers and 45.9% among the male workers and
it is remarkable that a significant part of both the female and male participants did not express their opinions on
this issue. Only half of both the female and male participants stated that their suggestions are taken into
consideration in their workplace, they would recommend their jobs to others and the objectives in the workplace
are clearly and precisely defined while significant proportion of the participants did not express their opinions or
had negative opinions on these issues. Nearly 40% of both the female and male participants stated that their
administration encourages them to establish trust-based, transparent and open relationships in the workplace,
their working environment is enjoyable and the administration avoids dismissing good workers; yet, a
significant promotion of the participants both female and male did not express their opinions about these issues.
When a general evaluation is made, positive opinions about the items in the administrative policies and
applications section were generally expressed by almost half of the participants, the ratios of those not
responding are quite high both among the female and male workers. In this regard, it can be argued that there are
some problems related to objective assessment of the workers, provision of constructive feedbacks and
appreciation of the workers verbally or in writing; a significant amount of discrimination is made by
administrators among workers and not enough importance is given to workers. Moreover, the percentages of
those expressing positive and negative opinions about the issues such as the administration’s encouraging the
establishment of trust-based, transparent and open relationships, working environment’s being enjoyable and
avoidance of good workers’ dismissal are close to each other, which indicates that there is a significant amount
of discontent about these issues.

Communication and Relationships

In the comparisons made for the items satisfying the requirements of Chi-square in the communication and
relationships dimension, it was found that gender is not an influential variable; both the female and male
personnel have similar opinions. According to the analyses conducted considering the most frequently
emphasized opinions, 73.9% of the female participants and 82.4% of the male participants know what they
should do in their jobs. High majority of both the female and male participants stated that their relationships with

1093



The Job Satisfaction of the Ministry of National Education Personnel

their superiors are problematic, they experience difficulties in solving their problems with their colleagues; yet,
they are content with their relationships with their colleagues and they can receive help from their colleagues
while doing their jobs. High majority of both the female and male participants (females = 71.7%; males =
75.7%) stated that they can easily tell their job-related problems to their superiors. Majority of the participants
(females = 65.2%; males = 70.3%) stated that they experience lack of communication with other workers and
one fourth of the female participants (25%) did not express their opinions on this issue. When a general
evaluation for this dimension is made, it can be said that both the female and male participants know what they
should do, are content with their relationships with their colleagues, can easily tell their job-related problems to
their superiors and can receive help from their colleagues while dealing with a problem in their jobs. On the
other hand, both the female and male personnel can experience problems with their superiors, experience
difficulties in solving their problems with their colleagues and have lack of communication with other workers.

The participants’ job satisfaction characteristics were compared according to the length of service
independent variable and the results are presented in Table 4.

Table 4. Job Satisfaction Characteristics according to Length of Service

Iltem  Length
No of 3 2 1 Total X2 p
Service

f % f % f % f %

Structure of the Job

1-10
years 14 378 15 405 8 216 37 1000
11-20
2 32 478 12 179 23 343 67 1000 7534 0110
years
2lyears o, a55 18 200 22 355 62 1000
or more
1-10 35 946 1 27 1 27 37 1000
years
7 1120 52 776 4 60 11 164 67 1000 .. .
years
2lyears e 774 4 65 10 161 62 1000
or more
1-10 22 595 9 243 6 162 37 1000
years
11-20
12 42 627 16 239 9 134 67 1000 1374 0849
years
2Lyears a3 530 17 274 12 194 62  100,0
or more
1-10
17 e 17 459 7 189 13 351 37 1000 2842 0585
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or more
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19

22
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31
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61,3

351

25,4

24,2

64,9

79,1

67,7

32,4

41,8

30,6

59,5

70,1

50,0

78,4

71,6

72,6

13

11

12

18

19

11

16

14

26

23

13

17

24

19,4

17,7

32,4

26,9

30,6

29,7

13,4

25,8

37,8

38,8

37,1

35,1

25,4

38,7

8,1

4,5

8,1

17

13

12

32

28

11

13

20

16

12

25,4

21,0

32,4

47,8

45,2

54

7,5

6,5

29,7

19,4

32,3

54

4,5

11,3

13,5

23,9

19,4

67

62

37

67

62

37

67

62

37

67

62

37

67

62

37

67

62

100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

2,805

3,474

0,59

1

0,482
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1-10 21 568 9 243 7 189 37 1000
years
11-20
6 a4 657 15 224 8 119 67 1000 2993 0,559
years
2lyears 0 710 9 145 9 145 62 1000
or more
1-10
17 459 8 216 12 324 37 1000
years
11-20
1 20 433 8 119 30 448 67 1000 9288 0054
years
2lyears 44 990 6 97 38 613 62 1000
or more
1-10 23 622 13 351 1 27 37 1000
years
11-20
15 51 761 8 119 8 119 67 1000 9245 0055
years
2lyears 3 g94 13 210 6 97 62 1000
or more
1-10
17 459 9 243 11 297 37 1000
years
11-20
20 42 627 16 239 9 134 67 1000 6200 0,185
years
2lyears o9 468 20 323 13 210 62 1000
or more
1-10 29 784 5 135 3 81 37 1000
years
g5 11-20 49 731 13 194 5 75 67 1000 .. ..
years
2lyears 49 513 19 306 5 81 62 1000
or more
1-10 20 784 6 162 2 54 37 1000
years
30 11-20 47 701 15 24 5 75 67 1000 ..
years
2lyears o) g7 4 65 4 65 62 1000
or more
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40,3

11

22

35

17

26
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17

14

20

10

15

29,7

32,8

56,5

21,6

25,4

41,9

8,1

16,4

27,4
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20,9

32,3

8,1

14,9

24,2

24,3

9,0
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67

62

37
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37

67

62

37

67

62

37

67

62

37
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100,0

100,0

100,0
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100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

100,0

12,220

10,351

13,306

5,263

7,956

7,804

0,016*

0,035*

0,010*

0,261

0,093

0,099
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9,039

16,589

6,326
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11-20 50 881 6 90 2 30 67 1000
years
2lyears o g3 7 113 4 65 2 1000
or more ! ! ! !
1-10 30 811 6 162 1 27 37 1000
years
g 11-20 52 776 11 164 4 60 67 1000 .. o
years
2lyears 40 645 15 242 7 113 62 1000
or more
1-10 22 595 12 324 3 81 37 1000
years
11-20
33 48 716 10 149 9 134 67 1000 4775 0311
years
2lyears 45 677 12 194 8 129 62 1000
or more

*p<0.05 significant N=166

Whether there is a significant correlation between the participants’ job satisfaction levels and length of
service was tested by using Chi-square test. Comparisons were made for the items satisfying the requirements of
Chi-square test; yet, for the items 1, 4, 7, 9, 14, 19, 24, 25, 26, 28, 30 and 34 not satisfying these conditions,
frequencies and percentages were calculated. The findings related to the correlations between the dimensions of
the job satisfaction scale and the length of service variable and their interpretations are presented below.

Structure of the Job

As the items 7, 26 and 34 did not satisfy the requirements for conducting Chi-square test within the context
of this dimension to analyze whether the participants’ opinions vary significantly depending on the length of
service independent variable, frequencies and percentages were calculated for these items. For the other items,
Chi-square test was conducted and the results revealed that the length of service independent variable is not an
influential variable; that is, the personnel with differing lengths of service have similar opinions. According to
the analyses conducted considering the most frequently expressed opinions, 94.6% of the participants working
for 1-10 years think that they cannot use their creativity in their jobs while 77.6% of the participants working for
11-20 years and 77.4% of the participants working for 21 years or more think so. Another item on which the
personal with differing lengths of service have similar opinions is making their own decisions. In this
connection, nearly half of the participants working for 11 years or more stated that they cannot make their own
decisions while one third of the participants working for 1-10 years expressed the same opinion. On the other
hand, nearly one third of the participants working for 1-10 years stated that they can make and implement their
own decisions while only one fourth of the participants working for 11 years or more stated that they can make
and implement their own decisions. While most of the participants have positive opinions about the prestige of
their jobs in the society, one third of the participants working for 1-10 years and one fourth of the participants
working for 21 years or more are not sure about this. High majority of all the participants from different groups
of length of service find their working environments monotonous and nearly one fourth of each group are not
sure about this and nearly one fifth of them stated that it is not monotonous. Majority of the participants from the
three groups of length of service (1-10 years = 59.5%; 11-20 years = 70.1%; 21 years or more) think that their
jobs have negative contributions to their professional development and remarkable portion of them stated that
they are not sure about this. In terms of working in a job complying with their competences, the participants
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working for 21 years or more agree to a greater extent (61.3%) and nearly half of the other two groups have
similar opinions. On the other hand, nearly one third of the participants working for 1-10 years and nearly one
fourth of the members of the other two groups of length of service think that they are working in a job complying
with their competences. The ratio of those stating that the job they are doing includes diversity is nearly half of
the participants working for 11-20 years or more and is a little more than one third of the other two groups. It is
remarkable that nearly one third of the personnel working for 21 years or more and 41.8% of the personnel
working for 11-20 years stated that they would quit their jobs if they had enough money. The ratio of those
stating that even if they had enough money, they would not quit their jobs is at least one fourth of the
participants. In this connection when a general evaluation is made, it can be said that most of the participants in
the three groups of length of service think that they cannot use their creativity in their jobs, they do monotonous
jobs and with increasing length of service, the number of those thinking that they are working in a job complying
with their competences increases. It can also be argued that those with less experience are more pessimistic
about this issue. There seem to be problems in terms of making and implementing their own decisions. With
increasing experience, the ratio of those who can implement their own decisions decreases. In general the
diversity involved in their jobs is limited. Most of the participants also think that they would quit if they had
enough money.

Physical Working Conditions

As the items 1, 25 and 30 did not satisfy the requirements for conducting Chi-square test within the context
of this dimension to analyze whether the participants’ opinions about physical working conditions vary
significantly depending on the length of service independent variable, frequencies and percentages were
calculated for these items. For the other items, Chi-square test was conducted and the results revealed that the
length of service independent variable is not an influential variable; that is, the personnel with differing lengths
of service have similar opinions. According to the analyses conducted considering the most frequently expressed
opinions, the item about which the members of the three groups of length of service have similar opinions to a
great extent is the lightning in the workplace (1-10 years = 78.4%; 11-20 years = 70.1%; 21 years or more =
87.1%). Anocther item on which the members of the three groups of length of service have similar opinions
concerns hygiene rules (1-10 years = 78.4%; 11-20 years = 73.1%; 21 years or more = 61.3%). Nearly three
fifths of the workers working for 11-20 years, nearly half of the workers working for 1-10 years and nearly half
of the workers working for 21 years or more stated that the materials needed in the workplace are immediately
provided. Nearly one fourth of the members of the three groups of length of service stated that they are not sure
about this issue. The percentages of those stating that there is disturbing noise in their workplace are generally
high (1-10 years = 62.2%; 11-20 years = 76.1%; 21 years or more = 69.4%) and also the ratio of those stating
they are not sure about this is also high. In relation to the wage they receive in their jobs, 61.3% of the workers
working for 21 years or more find it inadequate while nearly half of the other two groups find it satisfying. In
terms of finding the security measures taken in the workplace adequate, all the groups of length of service stated
that they are adequate to a great extent (1-10 years = 56.8%; 11-20 years = 65.7%; 21 years or more = 71.0%). It
is remarkable that one fifth of the personnel working for 1-10 years and working for 11-20 years are not sure
about it. Most of the members of all the groups of length of service find meals offered in the workplace
satisfying (1-10 years = 78.4%; 11-20 years = 71.6%; 21 years or more = 72.6%). One fifth of the workers
working for 11-20 years do not find meals satisfying.

Administrative Policies and Applications

Chi-square analyses conducted in relation to the relationship between the dimension of administrative
policies and applications and length of service revealed that the participants’ opinions about the items 3, 5, 8, 18,
23 and 29 vary significantly depending on length of service. While nearly more than half of the participants
working for 21 years or more stated that the promotion system is not transparent enough while almost half of the
participants working for 11-20 years (46.3%) stated that they are not sure. When the ratios of those stating
positive opinions about this issue are examined, it is seen that one third of those working for 1-10 years are of
the opinion that the promotion system is transparent and just. In terms of objective assessment in the workplace,
the personnel with higher length of service have more negative opinions and the less experienced workers agree
more with the idea that feedbacks in the workplace are constructive (1-10 years = 70.3%; 11-20 years = 64.2%)
and nearly half of the less experienced workers agree with the idea that the administration encourages the
establishment of trust-based, open and transparent relationships. It is remarkable that nearly 40% of the members
of the three groups of length of service are not sure about this issue. The most positive opinions about the
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consideration of the suggestions related to the job were stated by the participants working for 1-10 years with
70.3% and nearly half of the participants working for 11-20 years agree with this idea. Most of the participants
working for 21 years or more are not sure about this issue. The idea that the dismissal of good workers should be
avoided is supported by nearly half of the participants working for 1-20 years. The ratios of the ones in the three
groups who are not sure about this issue are remarkable.

As a result of the Chi-square analyses conducted for the other items in this dimension, it was found that
length of service is not a variable significantly affecting opinions about these items; that is, the participants from
different length of service groups have similar opinions. While nearly half of the workers working for 1-10 years
have positive opinions about the appreciation of the successes of workers verbally or in writing, nearly one third
of the members of the other groups agree with this statement. It is remarkable that a considerable number of
participants stated that they are not sure about this issue. The agreement with the idea that superiors discriminate
between workers is the highest among the participants working for 1-10 years (64.9%), more than half of the
participants working for 11-20 years (58.2) also agree with this statement. With the statement that desired and
undesired behaviors in the work place have been clearly defined, 50.7% of the participants working for 11-20
years agree, while this ratio is 45.9% for those working for 1-10 years. On the other hand, a significant portion of
the three groups stated that they are not sure about this issue. While two thirds of the participants working for 11-
20 years stated that they would recommend their workplace to others to work and objectives are clear in their
workplace, nearly half of the other groups do not have positive opinions about these issues. A significant
proportion of the three groups ranging from 30% to 43% state that they are not sure about this issue. Two fifths
of the participants working for 11-20 years stated that they find their workplace enjoyable and another two fifths
of them stated that they are not sure and again two fifths of the participants working for 21 years or more do not
find their workplace enjoyable. While a little more than half of the participants working for 1-20 years have
positive attitudes about being valued in their workplace, 37.1% of the participants working for 21 years or more
agree with this idea.

The findings of the current study showed that with increasing length of time, the ratio of the participants
thinking that the promotion system is just and transparent and the personnel are assessed objectively decreases.
The participants with shorter length of service have more positive opinions about receiving constructive
feedbacks. Nearly half of the participants working for 1-20 years have more positive attitudes about the
establishment of trust-based and transparent relationships. In terms of their suggestions’ being taken into
consideration, the participants working for 1-10 years have more positive opinions. In terms of the verbal and
written appreciation of their achievements, the ratio of the participants having positive opinions is nearly equal to
the ratio of the participants who are not sure. The participants with less experience think that administrators
discriminate between the workers to a greate extent. Though the ratio of those reporting positive opinions about
recommending their jobs to others and clarity of the objectives is a little more than the others, the ratio of those
who are not sure about these issues is also considerably high. The ratios of those finding their workplace
enjoyable and of those who are not sure are close to each other. Nearly half of the participants working for 1-20
years think that the workers are valued in their workplace. Nearly one third of the participants from the three
groups of length of service are not sure about this issue.

Communication and Relationships

As the items 4, 9, 14, 19, 21 and 28 did not satisfy the requirements for conducting Chi-square test within the
context of the dimension of communication and relationships to analyze whether the participants’ opinions about
communication and relationships vary significantly depending on the length of service independent variable,
frequencies and percentages were calculated for these items. Chi-square analysis conducted for item 33 revealed
that length of service is not an influential variable on the participants’ opinions; thus, all the participants from
differing lengths of service have similar opinions in this regard. According to the analyses conducted considering
the most frequently expressed opinions by the participants, the item about which the members of the three
groups of length of service have similar and positive opinions to a great extent is their knowing what they should
do in their jobs (1-10 years = 78.4%; 11-20 years = 76.1%; 21 years or more = 79.0%). High majority of the
participants from the three groups of length of service stated that they experience problems in their relationships
with their superiors (1-10 years = 81.1%; 11-20 years = 92.5%; 21 years or more = 83.9). One of the item about
which the participants from all the length of service groups expressed similar and positive opinions to a great
extent is their being content with their relationships with their colleagues (1-10 years = 78.4%; 11-20 years =
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83.6%; 21 years or more = 72.6%). On the other hand, it was also elicited that they experience problems with
their colleagues and experience difficulty in solving these problems and 24.3% of the participants working for 1-
10 years think so, which is a remarkable finding. Four fifths of the workers from all the length of service groups
stated that they can get help from their friends when they encounter any problem. In relation to the item “I can
easily tell my problems related to the job to my superiors”, 81.1% of the personnel working for 1-10 years,
77.6% of the personnel working for 11-20 years and 64.5% of the personnel working for 21 years or more
expressed positive opinions. Nearly one fourth of the workers working for 21 years or more (24.2%) stated that
they are not sure about this item. The ratio of those stating that they experience lack of communication with
other workers while doing their jobs is 59.5% for the workers working for 1-10 years, 71.6% for the workers
working for 11-20 years and 67.7% for the workers working for 21 years or more. A considerable part of those
working for 1-10 years (32.4%) stated that they are not sure.

Thus, it was concluded that length of service is not an influential variables in the workers’ communication
and relationships; all the participants regardless of their length of service have similar opinions. When a general
evaluation is made in relation to this dimension, it can be said that regardless of their length of service, the
workers know what they should do in their jobs and are content with their relationships with their colleagues.
However, when they experience a problem with their colleagues, they have difficulty in finding solutions and
they also experience problems with their superiors. It was also found that the participants’ opinions about the
items “I can get help from other workers related to my job”, “I can easily tell my problems to my superiors”, “I
can experience communication problems while doing my job” do not vary significantly depending on their
length of service.

Discussion and Results

As a result of the current study, following interpretations can be made about the personnel working in a
general directorate of the Ministry of National Education:

The participants mostly do not have positive opinions about items related to use of creativity, working in jobs
complying with their competences and the prestigious position of their jobs in the society within the dimension
of structure of the job. One third of the personnel do not have positive opinions about the items related to
prestigious position of their jobs and working in jobs complying with their competences. In addition, the workers
mostly cannot make and implement their own decisions and find their jobs monotonous. In the study conducted
by Karakdse and Kocabas (2006) to explore job satisfaction in teachers working in private and state schools, it
was found that the teachers think that their jobs are not much prestigious, which supports the relevant finding of
the current study. Erdogan (2017) reported that most of the people working in state organizations have low job
satisfaction, which concurs with the finding of the current study.

In relation to physical working conditions, while in general the participants have positive opinions about
meals, security measures, hygiene, lighting, they have negative opinions about the noise in the workplace.
Moreover, the wages are generally found to be inadequate.

In relation to administrative policies and applications, most of the participants think that they receive
constructive feedbacks related to their jobs, would recommend their friends to work in their workplace and their
job-related suggestions are taken into consideration. But, the ratio of the participations not responding to many
items is remarkable. In addition to this, it can be argued that they are generally of the opinion that there is not a
transparent and just promotion system, workers are not objectively assessed, superiors discriminate between
workers and they do not find their workplace enjoyable. Karakose and Kocabas (2006) conducted a study to
investigate the job satisfaction of teachers working in private and state schools and revealed that there are some
differences between these two types of schools in terms of administrators’ taking the personnel’s opinions into
consideration while making their decisions as the administrators in the state schools do not consider their
personnel opinions while making their decisions moreover, the administrators working in the state schools attach
less importance to the reinforcement of their personnel’s positive behaviors.

Within the context of communication and relationships, it can be said that the participants generally know
what they should do in their jobs. Moreover, they are content with their relationships with their colleagues, can
ask for help from their colleagues when they have problems and can easily tell their job-related problems to their
superiors. However, in general the participants also experience problems in their relationships with their
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superiors. Given that the relationships with superiors are of great importance for the job satisfaction of workers
(Ozsiier, 2016), it is a fact that the problems experienced with superiors will negatively affect their job
satisfaction. It was also found in the current study that the personnel experience problems with their colleagues,
they can have difficulties in solving these problems and they can have communication problems with other
workers. Similar findings were obtained by Karakose and Kocabag (2006) in their study investigating the job
satisfaction of teachers working in private and state schools and reporting that both the private and state school
teachers have good relationships with their colleagues. This is parallel to the findings of the study by Eryillmaz
(1987). Eryilmaz (1987) concluded that organizational communication is of vital importance for the motivation
of workers.

The gender-based companions revealed that the participants’ opinions about the dimensions of structure of
the job, administrative policies and applications and communication and relationships do not vary significantly
depending on gender. In Sagir’s study (2016) conducted on the personnel working in the Life Long Learning
General Directorate of the Ministry of National Education, it was also concluded that the gender variable does
not have significant effects on their job satisfaction. In studies by Kili¢ (2011), Avsaroglu and Deniz (2005),
Tizemen (2004), Ayan, Kocacik and Karakus (2009) and Cekig (2017), it has been found that job satisfaction
does not vary significantly by gender, which supports the finding of the current study. Only significant
difference based on gender was found between the opinions of the female and male participants about the
disturbing level of noise in the workplace. Though in general both groups complain about the noise in the
workplace, one third of the male participants did not state their opinions on this issue, which may indicate that
they do not care about or are not aware of the noise.

The comparisons made on the basis of length of service revealed no significant difference in relation to the
structure of the job dimension. The general opinion in three of the length of service groups is that the personnel
cannot use their creativity, they do monotonous jobs and their jobs do not have much positive contribution to
their personal development. In this dimension, the less experienced personnel were found to be more pessimistic.
A significant part of the participants from the three length of service groups stated that they would give up their
jobs, if they had enough money. In a similar manner, Sagir (2016) found the wage as an important variable
affecting job satisfaction. Thus, it can be argued that the personnel are not content with their wages in general.

Within the content of the dimension of physical working conditions, it was found that the length of service
variable is not an influential variable; the personnel from different length of service groups have similar
opinions. Thus, high majority of the personnel from the three groups of length of service have positive opinions
about lighting, hygiene in their workplace. The personnel from different length of service groups generally think
that there is a disturbing level of noise in their workplace yet find meals and security measures satisfying. The
personnel with longer service tend to find their wages less satisfying.

When the effect of length of service on the dimension of administrative policies and applications are
examined, it can be said that with increasing length of service, the number of participants finding the promotion
system transparent and just and thinking that the personnel are objectively assessed decreases thus it can be
argued that with increasing length of service, job satisfaction decreases. Similarly, Acar (2016) also found that
with increasing length of service, job satisfaction decreases. Nearly half of the participants working for 1-20
years have positive opinions about the establishment of trust-based and transparent relationships. The
participants working for 1-10 years have relatively more positive opinions about their job-related suggestions’
being taken into consideration, yet, a considerable part of them think that there is a discrimination between
workers in the workplace. The ratios of the participants finding their workplace enjoyable and of the participants
who are not sure about it are close to each other. Nearly half of the participants working for 1-20 years think that
they are valued in their workplace. Nearly one third of the three groups of length of service are not sure about
this.

Regardless of length of service, they mostly know what they should do in their jobs and are content with their
relationships with their colleagues. Yet, when they experience problems with their colleagues, they generally
have difficulties in solving them and they can also experience problems with their superiors. Moreover, the
participants’ opinions about receiving help from their colleagues when they have job-related problems, telling
their problems to their superiors and experiencing problems with their superiors while doing their jobs were
found to be not varying significantly depending on the length of service variable.
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Suggestions
In light of the findings of the current study, following suggestions can be made:

1. The personnel find their jobs monotonous. In this regard, it can be suggested that in the
performance of routine tasks not requiring specialization, the personnel can be rotated so that they can
engage in different tasks and may decrease the sense of monotony.

2. Social activities including all the personnel and even their families can be organized to
strengthen the relationships between them (cinema, concert, poem performance etc.) so that the sense of
monotony can be decreased.

3. Precautions that aim to reduce physical exhaustion such as ergonomic chairs, desks, mouse
pads supporting the wrist, and orthopedic back supports placed in chairs may help increase the workers’
job commitment and reduce tiredness-based sense of monotony.

4. Workers can be allowed to spend some time in the library and to visit other organizations in a
planned manner.

5. The personnel stated that they cannot make and implement their own decisions in general. If
they are allowed to take part in decisions made in their organizations, they feel more valued and
committed.

6. In general, the personnel do not have positive opinions about the fit between their jobs and
competences and the prestigious position of their jobs in the society. Therefore, if they are allowed to
work in units and jobs which they find more suitable for their competences and abilities and if they are
given seminars, courses and trainings to develop themselves so that they can acquire new skills and
competences and work in jobs they want, then their job satisfaction may increase.

7. The personnel in general stated that there is a disturbing level of noise in their workplace. For
those who have to share the same room with others although they are doing different jobs or for those
they are obliged to use the same room with others due to shortage of rooms, better working conditions
should be created. In this regard, better planning of room allocations can help alleviate the problem.

8.  The personnel mostly find their wages inadequate. Thus, if their wages can be increased or
special efforts are awarded with premiums, then their job satisfaction can be improved and they can be
more willing to accomplish and to increase their performance.

9.  The personnel stated that in general their superiors discriminate between them. In this regard, it
would be useful to make the promotion system more transparent and objective.

10. Majority of the participants stated that they do not find their working environment enjoyable.
Encouraging workers to work in cooperation with specialists and other personnel doing the same or
similar jobs in other organizations and activities such as establishing a choir, a theater group of the
organization will make the workplace more enjoyable. For enhancing job satisfaction of their personnel,
organizations need to focus on elements conducive to motivation such as making the job more
interesting, exciting and offering incentives.

11. Some of the participants stated that they experience problems in communicating with their
superiors. Organizing training programs for all the administrative staff and other personnel to make
them informed about issues such as effective communication, empathy, social values will make positive
contributions to job satisfaction.

12. A considerable number of participants stated that they experience lack of communication with
their colleagues in their workplace. Job descriptions, authorities and responsibilities should be defined
clearly.

13. Nearly one third of the participants did not respond to the questions. This might be not because
they do not have any opinions about the issues but rather they refrain from answering. A secure
environment should be established for workers to express themselves freely.
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14. During the administration of the scale by the researcher, a general unhappiness, hesitation and
weariness were observed in the personnel. In 1880, a women visiting French neurologist Jules Cotard
said that she could not feel her brain, nerve cells and stomach and she even said that she was dead. Due
to these thoughts, the woman was convinced that she would not need to eat. A similar case was
encountered by French naturalist and philosophy writer Charles Bonnet (Ak, 2016). There was a woman
who was paralyzed as a result of the strike on the neck and Bonnet understood that when this woman
regained her ability to speak, she believed that she had died. In the literature, these cases are called as
the Cotard syndrome and the walking dead syndrome, which might be a partial reason why some of the
participants did not respond to the questions and why they found their jobs monotonous.
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Milli Egitim Bakanhg: Personelinin Is Doyumu
(Bir Genel Miidiirliikk Ornegi)

Giris

Belli bir egitim ile kazanilan sistemli bilgi ve becerilere dayali, insanlara yararli mal iiretmek, hizmet vermek
ve karsiliginda para kazanmak i¢in yapilan, kurallari belirlenmis is seklinde tanimlanan meslek, insan yasaminda
en onemli se¢im ve en ¢ok zamanini harcadigi ugrasidir. Hayatin bu denli biiyiik bir boliimiinii kaplayan ugrasi
icra ederken gerekli olan motivasyon ve mutluluk ise tartisilmaz bir gereksinimdir. Is yasaminda bireyi motive
eden gereksinimler ne kadar iyi anlasilabilirse, bu gereksinimlerden faydalanarak her anlamda saglikli ¢alisma
kosullar1 da olusturulabilir. Saglikli ¢alisma kosullar1 da hem ¢aligan hem de kurum igin énem arz etmektedir.
Personelin moralinin yiiksek olmasi, yoneticilerle uyumlu ¢alisabilme, is arkadaslariyla uyum, calisanlarin
beklentilerinin karsilanmasi, isyerinin fiziksel kosullarnim uygunlugu, objektif yonetim anlayislari, basarilarin
takdiri gibi daha da cogaltilabilecek pek ¢ok durum is yerindeki motivasyonu etkilemektedir. Motivasyon,
bireylerdeki igsel enerjinin belirli hedeflere yonlendirilmesi i¢in hareketlendirilmesi, aktive edilmesidir (Diiren,
2000, s. 4). Akat’a (1984, s.175) gore motivasyon ise; ferdi veya fertleri belirli bir yone dogru devamli sekilde
harekete gegirmek igin gosterilen ¢abalarin toplamidir.

Bireyin is yerinde olumlu ¢alisma kosullarina sahip olusu, motivasyonu ve bu durumlara olan tepkisi is
doyumu ile ifade edilmektedir. Is doyumu kavrami cahsanlarin islerine karsi gosterdikleri igsel bir tepkiyle
ilgilidir. Is doyumu cesitli sekillerde ifade edilmektedir. Is doyumu; “Bir bireyin isini ya da is ile ilgili
yasantisini, memnuniyet verici veya olumlu bir duygu ile sonuglanan bir durum olarak takdir etmesidir”
(Cetinkanat, 2000). Is doyumu is durumuna duygusal bir tepkidir. Bu nedenle gériilmez, ancak anlasilir. Is
doyumu genellikle ¢iktilarm beklentileri ne kadar karsiladig1 veya astigina gore belirlenir.

Is doyumuna yonelik bir bagka tanima gére is doyumu bireyin isine ve isyerine dair tutumunu, genel duygu
ve diisiincelerini igerir (Miner, 1992, s. 116). Insanlarin islerinden memnuniyetleri doyum memnun olmama
durumlar1 ise doyumsuzluk olarak degerlendirilir (Spector, 1997, s. 6). Gerek is doyumu gerekse mesleki
tilkenmislik konular iizerine isletme, orgiit psikolojisi, yonetim alanlarinda yogun bir sekilde calisilmaktadir.
Stres pekcok saglik sorununa neden oldugu gibi ¢alisanlarda is doyumsuzlugu ve motivasyon eksikligine de
neden olmaktadir. Bireyler stresle basetmeye calisirken iiziintii, kizgmlik, korku gibi farkl farkli duygularla kimi
zamanda bag edememeye yonelik tepkiler verirler (Smith, Jaffe-Gill & Seggl, 2009).

Literatiirde i3 doyumuyla ilgili teoriler motivasyon kuramlar1 olarak da anilir. Motivasyonda bireyin belirli
yone dogru yonlenme veya yonlendirilme giicii s6z konusudur. Bu gii¢ igsel (bilissel) veya dissal (¢evresel)
olabilir (Bilgin, 2003, s. 248). Motivasyon konusundaki i¢erik kuramlarindan biri Herzberg teorisidir. Bu teoriye
gore isyerindeki etkenler doyum ve doyumsuzlugu belirler. Bu etkenler igsel veya dissal olabilir. I¢sel etkenler
bireyin karakter 6zellikleri, isin yapisi, bireyin bagar1 durumu olarak diisiiniilebilir (Judge, Parker, Colbert, Heler,
ve Ilies 2001). Dissal etkenler ise doyumsuzlukla ilgili is kosullarinin kétii olmasi, hijyenden yoksun ¢aligma
kosullari, ticretlerin diisiik olmasi, giivenlik ihtiyacinin karsilanmamasi olarak diisiiniilebilir. Bu s6z konusu
digsal etkenler olumlu olursa bu motivasyona etki etmemekte ama tatminsizligi onlemektedir (Northcraft ve
Neale, 1990, s. 139). McClelland —psikolojik modernlesme teorisyenlerinden— bireyin, iliski kurma ihtiyact
(affiliation needs), gii¢ kazanma ihtiyaci (power needs) ve basarma ihtiyaci (achievement needs) olmak iizere ii¢
6nemli ihtiyaci oldugunu belirtmektedir. Bu ii¢ ihtiyagtan basarma ihtiyaci bireyi ve toplumu en ¢ok etkileyendir
(Eren, 2008, s. 522).

Bireyin basarma ihtiyacinin karsilanmamasi doyumsuzluga dogru br gidis anlamma gelir. Keser’e gore
(2005) is yasamindaki doyumsuzluk ise gitmeme, diisiik performansla galisma, hayata doniik genel tatminsizlikle
sonuglanabilir. Isteki doyumsuzluk tiikenmislige tiikenmislik ise kisisel basarinin azalmasi, duyarsizlasma ve
duygusal tiikenme seklinde bir yol izleyerek istenmeyen sonuglara dogru yol alir (Maslach ve Jackson, 1981). Is
doyumu calisanlarin is yasamlarina profesyonel olarak devamlarmin saglanmasinda 6nemli bir kavramdir
(Pillay, Goddard ve Wilss, 2005). Calisanlarin kendi is performansmi yeterli bulmadiklarinda 6z
yeterliliklerinden siipheye diisecekleri belirtilmistir (Brouwers, Evers ve Tomic, 2001).

Siireg teorileri adi altinda toplanan motivasyon teorileri, Kisilerin nasil motive olduklariyla ilgilenir. Siireg
teorileri Klasik Sartlanma, Beklenti Kuramu ve Esitlik ve Amag¢ Teorisidir (Erdem, 1998). Bu siireg
kuramlarindan Esitlik ve Amag Teorisi, General Electric kurumunda yaptig1 giidiilenme galismalar1 sonrast O.
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Stacy Adams tarafindan ortaya konulmustur. Teoriye gore bireyler genel anlamda denklik, adalet ve esitlik
kavramlarina énem verirler ve bu kavramlari igeren muamele gérmek isterler. Calisan sarf ettiklerini girdi bu
emek sonucu elde ettiklerini de ¢ikt1 olarak nitelendirir ve bir hesap yapar. Calisan girdinin fazla ¢iktinin az
olduguan kanaat getirirse emeginin karsih@mi alamadigini, ¢ikti beklentisinden fazla ise hak ettiginden fazla
oldugunu disiiniir. Bu durumlarda is doyumunda diisme yasanacagi ongoriiliir. Ayrica calisan problemlerin,
uyusmazliklarin adaletli bir sekilde ¢oziildiigiine kanaat getirmezse isi doyumu ve isine baghligr azalir
(Perry,1993; Eren, 2008; Keskin, Akgiin ve Giinsel, 2008; Bilgin, 2003).

Caligsanin isteki davranisini belirleyen isi ile ilgili tutumlaridir bu tutumlar ise; ¢alisanlarin yetkilendirilmesi,
hatalara kars1 hosgorii, kararlarin netligi, ¢alisanin karar siirecine katilmasi, olumlu ¢alisma kosullar1 gibi ve
daha pekgok etkenin tamami sonucu olusur (Pascoe, Ali ve Warne, 2002; akt: Ertiirk ve Kegelioglu, 2012).
Rekabet ortami, kiiresellesme, teknolojik gelisim hizi kurum ve g¢aliganlar iizerinde baski olusturmaktadir. Bu
baskiy1 azaltic1 etkenlerden biri is doyumunu arttirmaktir. Is doyumuna ulasamayan bireyler kisisel gegmislerine,
karakter 6zelliklerine, i yerinin yonetim sistemine gore degisik tepkiler verebilirler bu tepkilerin baglicalari; ise
devamsizlik yapma, is yerinde kendi 6zel islerini halletme, molalar1 uzatma, kurallar1 ¢igneme, saldirgan tavirlar
sergilemektir (Sun, 2002).

Calisanlarm is doyumuna ulagamamasi tiikenmiglige yol agabilir. Maslach ve Jackson (1986) tarafindan
ortaya konan tiikenmislik, isi insanlarla ilgili olan ¢alisanlarda daha yogun gdzlemlenmistir. Tiikkenmislik, yogun
stres, isinden soguma, siirekli umutsuzluk, isinde farklilik yaratamayacagi diisiincesi, doyumsuzluk, yasam
enerjisinin tilkenmesi, birakmislik ve teslimiyet gibi durumlardan dogar (Barut¢u ve Serinkan, 2008; Kacmaz,
2005). Maslach’a gore titkkenmislik duygusal tiilkenme (emotional exhaustion), duyarsizlasma (depersonalization)
ve kisisel basarisizlik (personel accomplishment) olmak iizere ii¢ ayr1 boyutta ele almabilir (Ergin, 1992).
Duygusal tiikkenme tiikenmisligin ilk baglangic1 olarak disiiniilebilir. Bu asamada calisan enerji eksikligi,
isteksizlik, yetersizlik hissedecektir. Duyarsizlasma boyutunda calisan hizmet verdigi insanlari veya calisma
arkadaslarini bireyden ¢ok nesne gibi algilamakta, negatif, alayci, kat1 tutumlar igerisine girebilmektedir. Kisisel
basarisizlik boyutunda, iiretkenlikte azalma, kendini basarisiz bulma, moralsizlik, kisilerle iletisimden kagimnma
durumlar goriilebilir (Maslach ve Jackson, 1981; Kurcer, 2005).

Bu aragtirmalar 1s18inda, 6gretmenlerin, MEB personelinin iy doyumu diizeyleri bir bakima personelin
tikenmislik, isteki basarilarini ve performanslarini ortaya koymada ciddi bir gostergedir. Giiniimiize kadar
motivasyon, tiikenmislik ve is doyumu konusunda yurt i¢inde ve yurt disinda yapilmis olan gesitli arastirmalar
bulunmaktadir (Eryilmaz, 1987; Kinman & Kinman, 2001; Tire, 1993; Sabanci, 1994; Cetinkanat, 2000;
Kuruoglu, 1995; Sancar, 1996; Rowley, 1996; Ozsiier, 2016). Sabanc1 (1994), tarafindan yapilan arastirmada ¢ift
yonlii iletisimin, yonetilen ve yoneticiler agisindan ©nemli oldugu ayrica calisanlarin iy doyumu ve
motivasyonunu 6nemli dl¢iide etkiledigi sonucuna ulasiimistir. Rowley (1996), “Motivation and Academic Staff
in Higher Education” isimli ¢aligmasi sonucunda motivasyonu en ¢ok etkileyen degiskenlerin ekonomik &diiller,
ogrenme kiiltiiri ve yiiksek egitim, personelin tecriibesi ve rollerin farkliligi, kisisel 6zerklik ve orgiit kiiltiiri
oldugunu tespit etmistir. Is doyumu, calisanlarin isleriyle ilgili psikolojik sagliklarma ydnelik 6nemli bir
kavramdir. Yapilan bazi ¢alismalarda ise cinsiyet bagimsiz degiskeninin is doyumu agisindan 6nemli bir
degisken olmadigi, kadin ve erkeklerin benzer is doyumu &zelliklerine sahip olduklarina iligkin bulgular ortaya
cikmistir (Sagir, 2016; Kilig, 2011; Tiizemen, 2004; Cekic, 2017). Kidem bagimsiz degiskeni agisindan yapilan
karsilastirmalarda ise kidem arttik¢a is doyumunun azaldigina iliskin sonuglar ortaya ¢ikmustir (Acar, 2016).
Demografik degiskenler olan yas, cinsiyet, medeni durum, kidem ve egitim diizeyi gibi demografik degiskenler
Ogretmenlerin is tatmini ve motivasyonu ile ilgili olup motivasyon iizerinde 6nemli rol oynarlar (Bogler, 2002).

Ilgili literatiir ve yapilan caligmalar incelendiginde cesitli sektorlerde pek cok arastirma yapildig: ve bunlar
icinde egitim sektoriinde 6gretmen ve okul yoneticileri odakli arastirmalarin da yer aldigi belirlenmistir. Ancak
MEB Merkez Teskilati odakli yeterince aragtirma olmadigi dikkati ¢cekmektedir. Ayrica is doyumuna iligkin
incelenen arastirmalar ve sonuglarindan hareket edilecek olursa iy doyumunda cinsiyet ve kidemin 6nemli
gostergeler oldugu ve MEB personelinin is doyumunun bu degiskenler agisindan incelenmesinin faydali olacagi
diisiiniilmiistiir. Milli Egitim Bakanligi (MEB) bakanliklar icerisinde egitime yon verme ozelligi ile tartismasiz
en 6nemlilerinden biri olarak yer almaktadir. Bu denli 6nemli bir kurumun calisanlarina verdigi dnem, sagladigi
galigma kosullar1, personelin motivasyonu gibi pek ¢ok bashk da beraberinde 6nem kazanmaktadir. MEB
Merkez Teskilatinda personelin is doyumu diizeyinin bilinmesi gerek mevcut durumun ortaya c¢ikarilmasi
acisindan gerekse tasra teskilatlarindaki MEB calisanlarmin is doyumuna dolayli etkisini ortaya koymasi
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acisindan oldukga 6nemli bir boyuttur. Bu aragtirmada MEB personelinin is doyumuna bakilarak literatiire ve
bakanlik yoneticilerine yol gosterecek dnemli sonuglara ulasilacag: diistiniilmektedir.

Arastirmanin Amaci

Arastrmanin genel amaci MEB personelinin is doyumunu belirlemektir. Bu genel amaca dayali olarak
asagidaki sorulara cevap aranmuistir.

Arastirmaya katilan personelin;

1. Olgegin biitiinii dikkate alindiginda is doyum diizeyleri ne durumdadir?
2. Cinsiyetleri ile is doyum diizeyleri arasinda anlamli bir iliski var midir?
3. Mesleki kidemleri ile is doyum diizeyleri arasinda anlamli bir iligki var midir?

Simirhhiklar

Bu arastirma sonuglar dlgeklere katilim saglayan MEB’in bir genel miidiirliigiinde gérevli ve arastirmaya
katilan personelin goriisleri ile sinirlidir.

Yontem
Arastirma Modeli

Aragtirma tarama modeline dayali olarak tasarlanmustir. Bilindigi gibi tarama modeli bir grubun cesitli
ozelliklerini belirlemek icin gerekli verilerin toplanmasini kapsamaktadir. Baslica avantaji ise, aragtirmaya
katilan bireylerin ¢esitli Ozelliklerine 1iligkin gerekli bilgilerin elde edilmesine olanak saglar
(Biytikoztiirk, Cakmak, Akgiin, Karadeniz, ve Demirel, 2010, s. 16-17). Buna gore bu arastirmada MEB
personelinin is doyumu tekil tarama modeline gore, sz konusu personelin cinsiyet, is yeri unvani, ¢calismakta
oldugu genel midiirliikk, mesleki kidem, mezuniyet durumu bagimsiz degiskenlere gore goriisleri arasindaki
farkliliklar ise iliskisel tarama modeline gore betimlenmeye ¢alisiimistir.

Calisma Evreni ve Orneklem

Aragtirmanin ¢alisma evrenini, MEB’na bagli bir genel midiirliik ¢alisanlari olusturmaktadir. S6z konusu
personelin tamami c¢alismaya katildigindan Orneklem segilmemis, arastirma caligma evreni {izerinde
yuriitilmiistiir. Arastirmanin ¢aligsma evrenini 166 katilimci olusturmaktadir.

Veri Toplama Araci

Aragtirmada veri toplama araci olarak Unsal ve Ozalp Tiiretgen (2005) tarafindan gelistirilen “Beyaz Yakali
Calisanlar Icin Is Doyumu Olgegi” 6lgegi kullanilmustir. Olgegin gelistirildigi ilk 6rneklem grubununun
ozelliklerini 6zetlemek gerekirse orneklem grubu farkli sektorlerde ve degisik isletmelerde gbrev yapan 694
beyaz yakali calisan olusturmaktadir. Hem devlet hem de kamu sektoriinden olan katilimcilar, {iretim, hizmet,
egitim, finans, saglik gibi ¢esitli alanlarda ¢alismaktadirlar. Katilimeilarin %58,1 ‘i kadin, %41,9’u ise erkektir.
Ayrica 6rneklem grubunun yag dagilimlart incelendiginde katilimeilarin %19,2’sinin 25 yas altinda, %350,5’inin
25-34 yas arasinda, %21,4’linliin 35-44 yas arasinda, %8,9’unun ise 45 yas lizerinde kisilerden olugsmaktadir.
Orneklem grubunun %20,8i ortadgretim, % 60,3’ yiiksek dgretim ve %18,9°u lisansiistii egitim mezunudur.
Ayrica katilimcilarin %54,9’u evli, %41,2’si bekar ve %3,9’u eslerinden ayridir.

Olgek 35 maddeden ve 4 boyuttan olusmaktadir. Bunlar: 1) Yonetim ve politika uygulamalari, 2) Isin yapis,
3) lletisim ve iliskiler, 4) Fiziksel ¢alisma kosullar1 boyutlaridir. Olgekte yer alan maddelerin agimlayici faktér
analizi (AFA) sonuglarina goére faktor yiikleri 0,37 ile 0,74 arasinda degismektedir. Olgegin biitiiniine ait
cronbach alpha giivenirlik katsayist1 0,89 olup, alt boyutlarm giivenirlik katsayilart ise 1.boyut=0,88,
2.boyut=0,75, 3.boyut=0,67, 4.boyut=0,66 dir. Olgek 3=Evet, 2=Kismen, 1=Hayir biciminde smiflamal &lgek
formu bigiminde hazirlanmis olup, katilimcilarin s6z konusu kategorilerdeki frekans oranlarina gore isdoyum
diizeyleri yorumlanabilmektedir.

Verilerin Coziimlenmesi
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Verilerin istatistiksel analizlerinde bilgisayar paket programi (SPSS) kullanilmusgtir.

Arastirmaya katilan personelin cinsiyet, is yeri unvani, mesleki kidem, mezuniyet durumu gibi bagimsiz
degiskenlere iligskin 6zellikleri frekans ve yiizde oranlar1 belirlenerek ¢éziimlenmistir. Bagimsiz degiskenlerden
cinsiyet ve kidem degiskenlerinin i3 doyumu agisindan 6nemli bir degisken olup olmadig kay kare analizi ile
test edilmistir. Arastirmada kullanilan is doyumu 6lgegi smiflama dlgegi bicimine daha uygun 6zellik gosterdigi
i¢in bagimsiz degiskenlere gore yapilan karsilastirmali analizlerde kay kare kullanim kosullarinin saglandigi
hallerde kay kare ¢oziimlemesi yapilmistir. Olgegin her bir maddesine kay kare kullanilmasmin nedeni ise is
doyumu agisindan dlgekteki her bir maddenin kendi basina ayr1 bir anlam biitiinligii tasiyabilecegi ve arastirma
bulgularma farkh bir bakis agis1 katabilecegi yoniindeki diisiinceden kaynaklanmistir.

Bulgular
Arastirma sonucunda elde edilen bulgular aragtirmanin alt amaglar1 baglaminda ele aliarak yorumlanmustir.
Demografik Ozellikler
Aragtirmaya katilanlarin demografik dzellikleri Tablo 1°de goriilmektedir.

Tablo 1. Katilimeilarin Demografik Ozellikleri

OZELLIKLER f %
Cinsiyet
Kadm 92 55,4
Erkek 74 44,6
Toplam 166 100,0
Kidem
1-10yl 37 22,3
11-20yil 67 40,4
21 w1l ve tlizeri 62 37,3
Toplam 166 100,0

Mezuniyet Durumu

Lisans 6ncesi (ilk-orta-lise-6nlisans) 19 11,4

Lisans 100 60,2

Lisansiistii (Yiik.lisans — doktora) 47 28,3
Toplam 166 100,0

Unvan

Yoneticiler, ME Uzmanlar1 ve Uzman Yardimcilari 21 12,7
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C)gretmenler 101 60,8
Genel Idari Hizmetler Personeli ve Digerleri 44 26,5
Toplam 166 100,0

Arastrmaya katilan genel midirlikten 166 personelin  %55,4inlii  kadinlar, %44,6’sim1 erkekler
olusturmaktadir. Katilimeilar kidem yillar1 agisindan incelendiginde ilk siray1 %40,4 ile 11-20 yil kidemi olanlar,
ikinci sirayr %37,3 ile 21 yil ve {izeri kidemi olanlar alirken bunu %22,3 ile 1-10 yil arasi kidemi olan
personeller almaktadir. Mezuniyet durumlart agisindan incelendiginde ilk sirada %60,2 ile Lisans mezunlari,
ikinci sirada %28,3 ile Lisansistii (Yiiksek lisans ve doktora) mezunlari, tigiincli sirada ise %11,4 ile Lisans
oncesi (ilk-orta-lise-onlisans) mezunlar1 yer almaktadir. Katilimcilara unvanlart agisindan bakildiginda
ogretmenler %60,8 ile ilk sirada yer alirken, ¢aliganlarm yaklagik dortte biri (%26,5) genel idari hizmetler
personeli ve digerleri grubunda yer almaktadir. Yonetici, milli egitim uzmani ve uzman yardimeisi konumunda
olanlar ise %12,7 ile liglincii sirada yer almaktadir. Aragtirmaya katilan personelin demografik 6zelliklerine
genel olarak bakildiginda, personelin ¢ogunlugunun kadinlardan olustugu, kidem agisindan bilyiik gogunlugun
11-20 yil arast kideme sahip oldugu ve lisans mezunlarinin ¢ogunlukta oldugu ve unvan agisindan biiyiik
cogunlugun ogretmenlerden olustugu gorilmektedir.

Personelin is doyumu nitelikleri

Aragtirmaya katilan genel midiirliik personelinin is doyumuna iligkin 6zellikleri incelenmis ve veriler Tablo
2’de sunulmustur.

Tablo 2. Katilimeilarin s Doyumu Ozellikleri

No* Maddeler 3 2 1

isin Yapis1
2 Isimde yaraticiligimu istedigim kadar kullanamam. 68 41,0 45 27,1 53 31,9

Isim birbirinden farkl tiirde gérevler icermesi 135 813 9 5.4 29 133

bakimindan ¢esitlidir.
12 Yeteneklerime uygun bir iste ¢alistyorum. 97 58,4 42 25,3 27 16,3
17 Isim monotondur. 92 55,4 31 18,7 43 25,9
Isimi yaparken kendi basima kararlar alip
22 uygulayabilirim. 45 27,1 49 29,5 72 43,4
26 Yaptigim isin kisisel gelisimime olan etkisi 119 71,7 36 21,7 11 6.6
olumsuzdur.
31 Yeterli param olsaydi bu isi birakirdim. 59 35,5 63 38,0 44 26,5
34  Isimin toplum iginde saygin bir yeri vardir. 100 60,2 54 32,5 12 7,2

Fiziksel Calisma Kosullar:
1 1$yerirn tarafindan saglanan yemek olanaklar 122 73,5 11 6,6 33 19,9
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11

15

20

25

30

tatmin edicidir.

Isyerimde alnmus olan giivenlik tedbirleri (giris
cikis giivenligi, yangin vb.) yeterlidir.

Isyerimde yaptigim isin karsihgimda aldigim iicret
(ikramiyeler ve primler dahil) tatmin edicidir.

Isyerimde rahatsiz edici diizeyde giiriiltii vardur.

Isyerim, isim icin ihtiyacim olan malzemeleri en
kisa siirede temin eder.

Isyerimde temizlik kurallarina dikkat edilir.

Isyerimde aydinlanma kosullar1 yeterlidir.

Yonetim Politika ve Uygulamalan

10

13

16

18

21

23

27

29

32
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Isyerimde terfi sistemi yeterince acik ve adaletli
sekilde uygulanir.

Isyerimde calisanlar objektif bicimde
degerlendirilirler.

Isyerimde isimi yapip yapmadigim konusunda
yapici geribildirim verilir.

Isyerimde basarilarim yazih veya sozlii olarak
takdir edilir.

Isyerimde iistiim galisanlar arasinda ayrimeilik
yapar.

Isyeri icerisinde arzu edilen ve edilmeyen
davranislar agik olarak belirlenmistir.

Isyeri yonetimi giivene dayali, seffaf ve agik
iligkiler kurulmasini destekler.

Bu igletmede ¢alismayi arkadaglarima da tavsiye
ederim.

Isimle ilgili getirdigim iyilestirme &nerilerim
dikkate alinr.

Isyerimde amaclar acik, kesin ve belirgindir.
Isyerim iyi elemanlar1 isten ¢ikarmaktan kacnir.

Isyerindeki calisma ortanimiz genellikle
eglencelidir.

109

64

117

88

116

130

34

49

93

63

88

74

73

87

84

87

76

66

65,7

38,6

70,5

53,0

69,9

78,3

20,5

29,5

56,0

38,0

53,0

44,6

44,0

52,4

50,6

52,4

45,8

39,8

33

22

34

45

37

25

64

66

42

64

50

61

67

57

63

60

59

56

19,9

13,3

20,5

27,1

22,3

15,1

38,6

39,8

25,3

38,6

30,1

36,7

40,4

34,3

38,0

36,1

35,5

33,7

24

80

15

33

13

11

68

51

31

39

28

31

26

22

19

19

31

44

14,5

48,2

9,0

19,9

7,8

6,6

41,0

30,7

18,7

23,5

16,9

18,7

15,7

13,3

114

114

18,7

26,5
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Isyerimde calisanlara deger verildigini

35 diisiiniiyorum. 79 47,6 55 33,1 32 19,3
iletisim ve iliskiler

4 Isimde neler yapmam gerektiginden haberdarim. 129 77,7 26 15,7 11 6,6

9 Ustlerimle olan iliskilerim sorunludur. 144 86,7 19 11,4 3 1,8

14 Caligsma arkadaslarimla olan iliskilerimden 130 78.3 28 16.9 8 4.8

memnunum.

19 Caligma arkadaslarimla olan problemleri ¢c6zmekte 129 77,7 28 16.9 9 5.4
zorlanirim.
Calisma arkadaslarimdan, isimi yaparken

24 zorlandigim konularda yardim alabilirim.

140 84,3 19 11,4 7 4,2

28 I§.1mle.1lg111 zorlandigim konular iistime rahatlikla 122 735 32 19,3 12 7.2
sOylerim.
33 Isimi yaparken diger calisanlarla iletisim

3 112 67,5 34 20,5 20 12,0
kopuklugu yastyorum.

*Madde numaralar1 6l¢ekteki sira numaralaridir.

Aragtirmaya katilan Genel Miidiirlik personelinin iy doyumu &zelliklerine iliskin bulgularin elde edildigi
olgegin alt boyutlar dikkate alinarak 6zetlenmistir. Buna gore bulgular asagida sunulmustur.

isin Yapis1

Aragtirmaya katilan genel midirliik personelinin biiylik ¢ogunlugunu olusturan %81,3’lik kesim isinin
birbirinden farkli tiirde gorevler icerdigini belirtirken, %60,2’si isinin toplumda saygin bir yeri oldugunu
belirtmektedir. Yeteneklerine uygun bir iste ¢alistigni diisiinenlerin oran1 yaridan %58,4 iken, isini monoton
bulanlarin orant %55,4’tiir. Arastirmaya katilanlarin beste ikisi (%41) isinde yaraticiligmi kullanabildigini,
%43,4’1 islerini yaparken kendi baglarma karar alip uygulayamadiklarmi, %381 yeterli parasi olsa idi isini
birakip birakmama konusunda kararsiz olduklarini belirtmislerdir. Genel olarak bir degerlendirme yapmak
gerekirse calisanlar cogunlukla islerinde yaraticiliklarmi kullanabilme ve islerinin toplumdaki yerinin sayginlig
ve yeteneklerine uygun iste calisma konusunda olumlu diisiinmekle beraber, iigte birlik kesimin iglerinin
sayginligl ve yeteneklerine uygun iste calisma konusunda yeterince olumlu diisiinmedikleri dikkate deger bir
bulgudur. Ayrica calisanlar g¢ogunlukla kendi baglarma karar alip uygulayamamakta, islerini monoton
bulmaktadir.

Fiziksel Calisma Kosullar:

Aragtirmaya katilanlarm % 73,5°1 saglanan yemek olanaklarmi tatmin edici bulurken, isyerinde alinmig
giivenlik onlemlerini yeterli bulanlar % 65,7, isyerinde rahatsiz edici oranda giiriiltii oldugunu ifade edenlerin
orani ise %70,5 olarak belirlenmistir. Ayrica katilimcilarin yaklagik iigte ikisi (% 69,9) isyerinde temizlik
kurallarma dikkat edildigini belirtirken, %78,3’ii isyerinde aydinlanma kosullarin1 yeterli bulmaktadir. Isyerinde
yaptig1 is karsiligr aldigr iicreti tatmin edici bulanlarin orani yariya yaki (%48,2) iken yine katilimcilarin
yaklasik yaris1 (%53) igyerinin is i¢in gerekli malzemeleri en kisa slirede temin ettigini diigiinmektedir. Genel
olarak bir degerlendirme yapmak gerekirse isyerinde yemek, giivenlik onlemleri, temizlik, 1siklandirma vb.
durumlar genelde olumlu, giiriiltii agisindan ise olumsuz bir ortam oldugu sGylenebilir. Ancak bu goriislere
dogrudan katilmayan tigte birlik bir kesimin oldugu da dikkate alinmasi gereken bir orandir. Verilen iicretlerde
genel olarak yetersiz bulunmaktadir.

Yonetim Politika ve Uygulamalari
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Katilmeilarin %41°i igyerlerinde terfi sisteminin acik ve adaletli uygulanmadigmi belirtmistir. Isyerinde
calisanlarm objektif degerlendirilip degerlendirilmedigi sorusuna katilimcilarin %30,7’si objektif degerlendirme
olmadigmi belirtmistir. Calisma ortamini eglenceli bulanlarin oran1 %39,8°dir. Ustlerinin calisanlar arasi
ayrimcilik yaptigmi belirten katilimci orani yaridan fazladir (%53). Arastirmaya katilanlarm yaridan fazlasi
(%56) islerine doniik yapici geribildirim aldiklarmi belirtmistir. s basarilarinin yazili veya sozlii olarak takdir
edilip edilmeme sorusuna c¢ekimser kalarak yanit vermeyen katilimer orani %38,6 iken %38’1 de takdir
edildiklerini belirtmistir. Isyerinde arzu edilen ve edilmeyen davranislarm acik olarak belirlendigini diisiinen
katilmecilarin oran1t %44,6’dir. Katilimcilar isyerlerinde yonetimin giivene dayali, seffaf ve acik iligkiler
kurulmasimi destekleme oranlarimi %44 olarak belirtmistir. Calisanlarin %47,6’s1 isyerinde calisanlara deger
verildigini belirtmistir. Kurumumda ¢aligmayr arkadaglarima tavsiye ederim diyen katilimecilarin orani yaridan
fazladir (%52,4). Is ile ilgili getirdigi onerilerin dikkate alindigmi belirten katilime1 oran1 %50,6 iken isyerindeki
amaglarin agik, kesin ve belirgin oldugunu belirtenler %52,4’diir. Genel olarak bir degerlendirme yapmak
gerekirse isyerinde agik ve adaletli bir terfi sistemi olmadigi, calisanlarin degerlendirilmesinde objektif
davranilmadigi, istlerin calisanlar arasi ayrimcilik yaptigi, calisanlarin ¢alisma ortamini eglenceli bulmadigi
sOylenebilir. Bunun yani sira ¢alisanlar islerine doniik yapici geribildirim almakta, ¢aliganlar kurumda ¢alismayi
arkadaglarina tavsiye etmekte, c¢alisanlarin igle ilgili onerileri dikkate alinmaktadir. Ancak pek ¢ok maddede
yanit vermekten kaginan katilimei oranlarinin da yiiksekligi dikkat cekmektedir.

iletisim ve iliskiler

Aragtirmaya katilanlarmn %77,7°si isinde neler yapmasi gerektiginden haberdar oldugunu, %78,3’ de
calisma arkadaslariyla iliskilerinden memnun oldugunu belirtmistir. Ayrica katilimcilarin %84,3°i isinde
zorlandig1 konularda is arkadaslarindan yardim alabildigini, %73,5’1i de iistlerine iste zorlandig1r konulari
rahatlikla soyledigini belirtmistir. Ustleriyle iliskilerinin sorunlu oldugunu belirten katilimc1 oram %86,7 iken,
calisma arkadaglariyla problemlerini ¢6zmekte zorlananlarin oran1 %77,7°dir. Ayrica katilimcilarin %67,5’1 isini
yaparken diger calisanlarla iletisim kopuklugu yasadigini belirtmistir. Genel olarak bir degerlendirme yapmak
gerekirse calisanlar islerinde ne yapmasi gerektiginden haberdar, ¢alisma arkadaslariyla iligskilerinden memnun,
zorlandig1 konularda is arkadaslarindan yardim alabilmekte ve fistlerine isle ilgili zorlandiklari konulari
rahatlikla sdyleyebilmektedir. Ancak genel olarak katilimcilarin iistleri ile iligkilerinin sorunlu oldugu, ¢alisma
arkadaslar1 ile problemlerini ¢6zmekte sorun yasadiklari, is yaparken diger calisanlarla isletisim kopuklugu
yasadig1 da soylenebilir.

Aragtirmada katilimcilarin i3 doyumu ozellikleri cinsiyet bagimsiz degiskeni dikkate aliarak
karsilastirilmistir. Elde edilen veriler Tablo 3’te goriilmektedir.

Tablo 3. Cinsiyete Gore Katilimeilarin Is Doyumu Ozellikleri

M&%de Cinsiyet 3 2 1 Toplam X2 p
f % f % f % f %
Isin Yapisi

Kadm 39 42,4 21 22,8 32 34,8 92 100,0
2 2,026 0,363
Erkek 29 39,2 24 32,4 21 28,4 74 100,0

Kadm 74 80,4 4 4,3 14 15,2 92 100,0
7 1,060 0,589
Erkek 61 82,4 5 6,8 8 10,8 74 100,0

Kadm 55 59,8 23 25,0 14 15,2 92 100,0

12 0,211 0,900
Erkek 42 56,8 19 25,7 13 17,6 74 100,0
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Kadm 49 53,3

17
Erkek 43 58,1
Kadin 20 21,7
22
Erkek 25 33,8
Kadin 65 70,7
26
Erkek 54 73,0
Kadin 31 33,7
31
Erkek 28 37,8
Kadin 54 58,7
34

Erkek 46 62,2
Fiziksel Calisma Kosullar:

Kadin 61 66,3

1

Erkek 61 82,4

Kadm 56 60,9
6

Erkek 53 71,6

Kadm 34 37,0
11

Erkek 30 40,5

Kadm 65 70,7
15

Erkek 52 70,3

Kadmn 46 50,0
20

Erkek 42 56,8

Kadm 58 63,0
25

Erkek 58 78,4

Kadm 69 75,0
30

Erkek 61 82,4
Yonetim Politika ve Uygulamalari

3 Kadm 21 22,8

17

14

26

23

22

14

36

27

34

20

23

10

12

10

14

20

30

15

27

10

14

11

33

18,5
18,9
28,3
31,1
23,9
18,9
39,1
36,5
37,0

27,0

7,6
54
25,0
13,5
13,0
13,5
15,2
27,0
32,6
20,3
29,3
13,5
15,2

14,9

35,9

26

17

46

26

25

19

24

13

11

46

34

13

16

17

38

28,3
23,0
50,0
35,1
5,4
8,1
27,2
25,7
43

10,8

26,1
12,2
141
14,9
50,0
45,9
141
2,7
17,4
23,0
7,6
8,1
9,8

2,7

41,3

92

74

92

74

92

74

92

74

92

74

92

74

92

74

92

74

92

74

92

74

92

74

92

74

92

100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0

100,0

100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0

100,0

100,0

0,621

4,395

0,945

0,308

3,695

5,752

3,459

0,283

8,721

3,299

6,007

3,395

0,945

0,733

0,111

0,624

0,857

0,158

0,056

0,177

0,868

0,013*

0,192

0,050

0,183

0,623
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Kadm
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Erkek
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13

Erkek

Kadin
16

Erkek

Kadin
18

Erkek

Kadin
21

Erkek

Kadin
23
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Kadin
27

Erkek

Kadin
29

Erkek
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32

Erkek
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35

Erkek
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13

27

22

50

43

36

27

47

41

40

34

38

35

47

40

43

41

44

43

41

35

33

33

41

38

17,6
293
29,7
54,3
58,1
39,1
36,5
51,1
55,4
435
45,9
41,3
473
51,1
54,1
46,7
55,4
478
58,1
44,6
473
35,9
44,6
44,6

51,4

31

37

29

25

17

35

29

33

17

36

25

37

30

34

23

38

25

36

24

32

27

31

25

36

19

41,9
40,2
39,2
27,2
23,0
38,0
39,2
35,9
23,0
39,1
33,8
40,2
40,5
37,0
31,1
41,3
33,8
39,1
32,4
34,8
36,5
33,7
33,8
39,1

25,7

30

28

23

17

14

21

18

12

16

16

15

17

11

11

11

12

19

12

28

16

15

17

40,5
30,4
31,1
18,5
18,9
22,8
24,3
13,0
21,6
17,4
20,3
18,5
12,2
12,0
14,9
12,0
10,8
13,0
9,5
20,7
16,2
30,4
21,6
16,3

23,0

74

92

74

92

74

92

74

92

74

92

74

92

74

92

74

92

74

92

74

92

74

92

74

92

74

100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0

100,0

0,019

0,394

0,129

4,198

0,557

1,381

0,743

1,267

1,797

0,533

1,987

3,584

0,991

0,821

0,938

0,123

0,757

0,501

0,690

0,531

0,407

0,766

0,370

0,167
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Kadn 68 73,9 19 20,7 5 54 92 100,0
4 4,106 0,128
Erkek 61 82,4 7 9,5 6 8,1 74 100,0
Kadn 82 89,1 8 8,7 2 2,2 92 100,0
9
Erkek 62 83,8 11 14,9 1 14 74 100,0
Kadn 70 76,1 17 18,5 5 54 92 100,0
14
Erkek 60 81,1 11 14,9 3 4,1 74 100,0
Kadn 68 73,9 19 20,7 5 54 92 100,0
19
Erkek 61 82,4 9 12,2 4 54 74 100,0
Kadm 76 82,6 11 12,0 5 54 92 100,0
24
Erkek 64 86,5 8 10,8 2 2,7 74 100,0
Kadm 66 71,7 20 21,7 6 6,5 92 100,0
28 0,878 0,645
Erkek 56 75,7 12 16,2 6 8,1 74 100,0
Kadin 60 65,2 23 25,0 9 9,8 92 100,0
33 3,091 0,213

Erkek 52 70,3 11 14,9 11 14,9 74 100,0

*p<0,05 anlamli  N=166

Katilimcilarin cinsiyetleri ile is doyum diizeyleri arasinda anlaml bir iligki olup olmadig: kay kare analizi ile
test edilmeye calisilmistir. Kay kare isleminin kullanim kosullarinmn saglandigi maddelerde karsilagtirma
yapilabilmis, kosullarin saglanamadigi 9, 14, 19, 24. Maddeler ise frekans ve yiizdelere dayali olarak analiz
yapilmistir. Buna gore is doyumu oSlceginin boyutlarina gore cinsiyet degiskenine dayali olarak elde edilen
bulgular ve yorumlar asagida ele alinmistir.

Isin Yapisi

Isin yapis1 kapsamindaki tiim boyutlarda cinsiyete gére yapilan kay kare analizlerine gére cinsiyetin etkili bir
degisken olmadigi, kadin ve erkek personelin benzer goriislere sahip olduklar1 belirlenmistir. En ¢ok vurgulanan
goriigler dikkate alinarak yapilan analize gore hem kadin hem de erkekler goérevlerinin gesitlilik gésterdigini,
yaptiklar1 islerin kisisel gelisimlerine olumsuz etkisi oldugunu belirtmektedirler. Katilimcilarin yaklasik {igte
ikisi (kadinlar=%58,7; erkekler=%62,2) isinin toplum iginde saygin bir yeri oldugunu belirtmekle beraber,
azimsanmayacak oranda katilimci (kadinlar=%36,5; erkekler=%37) yanit vermekten kaginmistir. Yine grubun
ticte ikisi yeteneklerine uygun bir iste ¢alistigini belirtmekle beraber (kadinlar=%59,8; erkekler=%56,8), her iki
grubun yaklasik dortte biri ise cevap vermekten kaginmustir. Katilimeilarin yaridan biraz fazlasi islerini monoton
bulmakta, ancak yaklasik dortte biri monoton olmadigini ifade etmektedir. Bunun yani sira kendi basina karar
alip uygulayabilme, yaraticiliklarini kullanabilme konusunda personelin ¢ok da olumlu diistinmedigi, maddi
olanaklarinin iyi olmasi halinde isi birakabilecegini sdyleyenlerin oraninin dikkate deger 6l¢lide oldugu ortaya
cikmustir.

Genel bir degerlendirme yapmak gerekirse, kurumda verilen gorevler cesitlilik gosterebilmekte, yapilan
gorevlerin personelin kisisel gelisimlerine yeterince katkisi olmamakta, yapilan gérev genel olarak toplum iginde
saygin olmakla beraber, genelde personelin yeteneklerine uygun bir iste ¢alistigi ancak kendi baslarmna karar
verebilme, yaraticiliklarini kullanabilme acisindan ¢ok da uygun ortam olmadigi sOylenebilir. Ayrica dikkate
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deger oranda yapilan isin monotonlugu ve maddi kosullar uygun olmasi halinde isin birakilabilecegi bulgular1 da
dikkat ¢ekicidir.

Fiziksel Calisma Kosullar:

Isyerinde rahatsiz edici oranda giiriiltii olmas1 konusu ile cinsiyet arasmda anlamh bir iliski oldugu
belirlenmistir (X?=8,721; p<0,05; iliski katsay1s1=0,22). iliski katsayisina gore diisiik diizeyde bir iliskinin
oldugu bu konuda hem kadin hem de erkekler gogunlukla rahatsiz edici diizeyde giiriilti bulundugunu
belirtmektedir (kadinlar=%70,7; erkekler=%70,3). Ancak erkeklere gore (%2,7) giiriiltiiniin olmadigini séyleyen
kadinlar %14,1 iken, yaklasik olarak erkeklerin {igte birinin (%27) bu konuda fikir beyan etmedigi belirlenmistir.
Fiziksel ¢alisma kosullarinin diger boyutlarinda cinsiyetin etkili bir degisken olmadigi, kadin ve erkek personelin
benzer goriislere sahip olduklart belirlenmistir. Her iki grubun ¢ogunlugunun vurguladiklari goriislere gore
igyerinin aydinlanma kosullar1 ve yemek olanaklar1 yeterli bulunmus, temizlik kurallarina dikkat edildigi
belirtilmis, alinan giivenlik 6nlemleri uygun bulunmustur. Kadnlarin yaklagik dortte birinin (%26,1) yemekler
konusunda olumsuz diisiinmesi, yine kadmlarin yaklasik tigte birinin temizlik kurallar1 konusunda (%29,3),
erkeklerin dortte birinin de giivenlik dnlemleri konusunda goriis belirtmemesi (%25) dikkat ¢ekicidir. Ancak
yapilan is igin gerekli arag-gereclerin kisa siirede saglanmasi konusunda her iki grubun yaklasik yarisi
(kadmlar=%50,0; erkekler=56,8) olumlu diisiinmekle beraber, dikkate deger oranda katilimcmm fikir beyan
etmedigi ya da olumsuz diisiindiikleri ortaya c¢ikmistir. Diger yandan her iki grubun yaklasik yarist
(Kadinlar=%50, erkekler=%45,9) iicretleri tatmin edici bulmamaktadir. Genel olarak bir degerlendirme yapmak
gerekirse cinsiyet bagimsiz degiskenine gére gruplar benzer gériisleri ortaya koymaktadir. Isyerinde yemek
olanaklari, gilivenlik onlemleri, temizlik, 1siklandirma vb. durumlar genelde olumlu, giiriiltii agisindan ise
olumsuz bir ortam oldugu sdylenebilir. Ancak bu goriislere dogrudan katilmayan dikkate deger bir kesimin
oldugu da dikkate alinmasi gereken bir orandir. Verilen iicretler de her iki grup tarafindan da genel olarak
yetersiz bulunmaktadir.

Yonetim Politika ve Uygulamalari

Yonetim politika ve uygulamalar1 kapsamindaki tiim boyutlarda cinsiyete gore yapilan kay kare analizlerine
gore cinsiyetin etkili bir degisken olmadigi, kadin ve erkek personelin benzer goriislere sahip olduklari
belirlenmistir. En ¢ok vurgulanan goriisler dikkate alinarak yapilan analize gore her iki grup da gorevler
igyerinde terfi sisteminin yeterince agik ve adaletli uygulanmadigini belirtirken (kadinlar=%41,3;
erkekler=%40,5). Erkeklerin %41,9’unun kadmlarin ise %35,9’unun goriis bildirmemesi dikkat gekicidir.
Isyerlerinde calisanlarin objektif degerlendirilme durumlarina her iki grubun yaklasik iigte biri olumlu cevap
verirken, yaklasik {igte biri de olumsuz cevap vermisler geriye kalanlar1 da cevap vermemislerdir. Kadinlarin
%54,3’1, erkeklerin %58,1°1 isiyle ilgili olumlu geri bildirim aldiklarmi belirtirken, her iki grubun yaklasik
dortte biri bu konuda emin olmadiklarini, beste biri de olumlu geri bildirim almadiklarini belirtmektedir.
Isyerindeki basarilarmin yazili veya sozlii olarak takdir edildigini belirten personel sayis1 her iki grupta da iicte
birden biraz fazla olup (kadinlar=%39,1; erkekler=%36,5), énemli bir kisim bu konuda emin olmadigini ya da
takdir edilmedigini vurgulamislardir. Her iki grubun yaklasik yarisi isyerinde tstlerin ¢alisanlar arasinda
ayrimcilik yaptigint (kadinlar=%51,1; erkekler=%>55,4) belirtmis, yine her iki grubun ancak yariya yakini
(Kadimlar=%44,6, erkekler=%51,4) isyerlerinde calisanlara deger verildigini diisiinmektedirler. Isyerinde arzu
edilen ve edilmeyen davranislarin agik olarak belirlendigini belirtenlerin oran1 kadinlarda %43,5,
erkeklerde%45,9 iken, her iki gruptan énemli bir kesimin bu konuda goriis belirtmemesi dikkat ¢ekicidir. Her
iki grubun ancak yarisi isyerinde Onerilirinin dikkate alindigmi, yaptigr isi baskalarmna tavsiye edecegini,
amaglarin kesin ve belirgin oldugunu belirtirken her iki konuda énemli 6l¢iide katilimer ya goriis belirtmemis ya
da olumsuz diisiinceye sahiptirler. Katilimeilardan her iki grubun %40’a yakini ya da biraz fazlasi igyeri
yonetiminin giivene dayali, seffaf ve acik iligkiler kurulmasmi destekledigini, calisma ortamlarinin eglenceli
oldugunu, isyerinin iyi elemanlar1 isten ¢ikarmaktan kacindigini belirtirken, bu goriisler konusunda her iki
grubun 6nemli bir kesimi goriis belirtmemistir. Genel bir degerlendirme yapmak gerekirse yonetim politika ve
uygulamalar1 kapsamindaki maddelerde olumlu goriislerin ¢ogunlukla grubun yaklasik yarisi tarafindan
benimsendigi, yanit vermeme oranlarmin hem kadin hem de erkeklerde oldukga yiiksek oldugu dikkat
¢cekmektedir. Buna gore is yerinde c¢alisanlar1 objektif degerlendirme, olumlu geri bildirim verme, ¢alisanlarin
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yazilt veya sozlii olarak takdir edilmesi konularinda yetersizlikler oldugu, personel arasinda istler tarafindan
dikkate deger oranda ayrimcilik yapildigi, c¢alisanlara yeterince deger verilmedigi belirlenmistir. Ayrica
yonetiminin giivene dayali, seffaf ve acik iliskiler kurulmasmi desteklemesi, ¢alisma ortamlarinin eglenceli
olmasi, is yerinin iyi elemanlar1 isten ¢ikarmaktan kaginmasi konularinda da olumlu ve olumsuz goriislerin
birbirine yakin oranda olmasi, bu konularda da memnuniyetsizliklerin dikkate deger boyutta oldugunu

gostermektedir.
iletisim ve iliskiler

Iletisim ve iliskiler kapsamindaki kay kare analizinin gerektirdigi kosullarin saglandig1 maddelerde cinsiyete
gbre yapilan kargilastirmalarda cinsiyetin etkili bir degisken olmadigi, kadin ve erkek personelin benzer
goriislere sahip olduklar1 belirlenmistir. En ¢ok vurgulanan goriisler dikkate alinarak yapilan analize gore her iki
grupta da biiylik ¢ogunluk (kadinlar=%73,9; erkekler=%82,4) isinde neler yapmasi gerektiginden haberdar
oldugunu belirtmistir. Her iki cinsiyette de biiyilk ¢ogunluk iistleriyle iligkilerinin sorunlu oldugunu, ¢alisma
arkadaslariyla olan problemleri ¢6zmekte zorlandigin1 ancak ¢alisma arkadaglari ile olan iliskilerinden memnun
oldugunu, isini yaparken zorlandig1 konularda is arkadaslarindan yardim alabildigini belirtmistir. Katilimcilardan
hem kadin hem de erkeklerin biiyiik cogunlugu (kadmlar=%71,7; erkeler=%75,7) isiyle ilgili zorlandig1 konular1
istiine rahatlikla soyledigini belirtmistir. Her iki cinsiyetten de katilimeilar kadinlar=%65,2; erkekler=%70,3)
isini yaparken diger calisanlarla iletisim kopuklugu yasadigini belirtmis ayrica kadnlarin dértte biri (%25) fikir
beyan etmekten kagmmustir. Genel bir degerlendirme yapmak gerekirse kadin ve erkek personel iginde neler
yapmasi gerektiginden haberdar, caligma arkadaslar1 ile olan iliskilerinden memnun, isleriyle ilgili zorlandig:
konular1 iistiine rahatlikla sdyleyebilmekte ve isini yaparken zorlandigi konularda is arkadaslarindan yardim
alabilmektedir. Buna karsin hem kadin hem de erkek personel g¢ogunlukla istleriyle iliskilerde sorun
yasayabilmekte, calisma arkadaslariyla olan problemleri ¢6zmekte zorlanabilmekte, isini yaparken diger
calisanlarla iletisim kopuklugu yasayabilmektedirler.

Aragtirmada katithmeilarm i doyumu  Ozellikleri kidem bagimsiz degiskeni dikkate alinarak
karsilastirilmistir. Elde edilen veriler Tablo 4’te goriilmektedir.

Tablo 4. Kideme Gére Katilimeilarm s Doyumu Ozellikleri

Ma
d. Kidem 3 2 1 Toplam X2 p
No
f % f % f % f %
Isin Yapisi

1-10 y1l 14 37,8 15 40,5 8 21,6 37 100,0

2 1120yl 32 47,8 12 17,9 23 34,3 67 100,0 7,534 0,110
21 yil ist 22 35,5 18 29,0 22 35,5 62 100,0
1-10 y1l 35 94,6 1 2,7 1 2,7 37 100,0

7 1120yl 52 77,6 4 6,0 11 16,4 67 1000 ... ...
21 yil st 48 77,4 4 6,5 10 16,1 62 100,0
1-10 yl 22 59,5 9 24,3 6 16,2 37 100,0

12 1,374 0,849
112011 42 62,7 16 23,9 9 13,4 67 100,0
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17

22

26

31

34

21 yil iist
1-10 yil
11-20 yil
21 yil iist
1-10 yil
11-20 yil
21 yil iist
1-10 yil
11-20 y1l
21 yil iist
1-10 y1l
11-20 y1l
21 yil st
1-10 y1l
11-20 y1l

21 yil iist

33

17

37

38

13

17

15

24

53

42

12

28

19

22

47

31

53,2
45,9
55,2
61,3
351
25,4
24,2
64,9
79,1
67,7
32,4
41,8
30,6
59,5
70,1

50,0

Fiziksel Calisma Kosullar:

11

1120

1-10 y1l
11-20 yil
21 w1l iist
1-10 y1l
11-20 yil
21 yil st
1-10 y1l
11-20 y1l

21 yil st

29

48

45

21

44

44

17

29

18

78,4
71,6
72,6
56,8
65,7
71,0
45,9
43,3

29,0

17

13

11

12

18

19

11

16

14

26

23

13

17

24

27,4
18,9
194
17,7
32,4
26,9
30,6
29,7
13,4
25,8
37,8
38,8
37,1
351
25,4

38,7

8,1
4,5
8,1
24,3
22,4
14,5
21,6
11,9

9,7

12

13

17

13

12

32

28

11

13

20

16

12

12

30

38

19,4
35,1
25,4
21,0
32,4
47,8
45,2
54
7,5
6,5
29,7
19,4
32,3
54
4,5

11,3

135
23,9
19,4
18,9
11,9
14,5
32,4
44,8

61,3

62

37

67

62

37

67

62

37

67

62

37

67

62

37

67

62

37

67

62

37

67

62

37

67

62

100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0

100,0

100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0

100,0

2,842

2,805

3,474

2,993

9,288

0,585

0,591

0,482

0,559

0,054
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15

20

25

30

10

13

1-10 yil
11-20 yil
21 yil st
1-10 yil
11-20 yil
21 yil iist
1-10 yil
11-20 yil
21 yil iist
1-10 y1l
11-20 y1l

21 yil iist

1-10 y1l
11-20 y1l
21 yil iist
1-10 y1l
11-20 y1l
21 w1l iist
1-10 y1l
11-20 y1l
21 yil st
1-10 y1l
11-20 y1l
21 yil st
1-10 yil

11-20 yil

23

51

43

17

42

29

29

49

38

29

47

54

12

14

8

14

25

10

26

43

24

17

25

21

24

39

62,2
76,1
69,4
45,9
62,7
46,8
78,4
73,1
61,3
78,4
70,1

87,1

32,4
20,9
12,9
37,8
37,3
16,1
70,3
64,2
38,7
45,9
37,3
33,9
64,9

58,2

13

8

13

9

16

20

5

13

19

6

15

4

Yonetim Politika ve Uygulamalar:

14

31

19

15

25

26

8

13

21

15

28

21

10

18

35,1
11,9
21,0
24,3
23,9
32,3
13,5
19,4
30,6
16,2
22,4

6,5

37,8
46,3
30,6
40,5
37,3
41,9
21,6
19,4
33,9
40,5
41,8
33,9
27,0

26,9

11

13

11

22

35

17

26

11

17

14

20

10

2,7
11,9
9,7
29,7
13,4
21,0
8,1
7,5
8,1
54
7,5

6,5

29,7
32,8
56,5
21,6
25,4
41,9
8,1
16,4
27,4
13,5
20,9
32,3
8,1

14,9

37

67

62

37

67

62

37

67

62

37

67

62

37

67

62

37

67

62

37

67

62

37

67

62

37

67

100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0

100,0

100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0

100,0

9,245

6,200

12,220

10,351

13,306

5,263

7,956

0,055

0,185

0,016*

0,035*

0,010*

0,261

0,093
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16

18

21

23

27

29

32

35

1122

21yl st 25
1-10 yil 17
11-20 11 34
2l yil st 23
1-10 yil 18
11-20y1l 35
21 yilist 20
1-10 yil 17
112011 41
21 yil st 29
1-10 y1l 26
112011 34
21 yilist 24
1-10 y1l 18
1120yl 42
21 yil st 27
1-10 y1l 20
1120yl 36
21 yilist 20
1-10 y1l 15
1120yl 28
21 yil st 23
1-10 y1l 19
1120yl 37
21 yilist 23
Iletisim ve liskiler

40,3
45,9
50,7
37,1
48,6
52,2
32,3
45,9
61,2
46,8
70,3
50,7
38,7
48,6
62,7
43,5
54,1
53,7
32,3
40,5
41,8
37,1
51,4
55,2

37,1

22

11

27

23

16

27

24

16

20

21

11

26

26

15

22

23

16

21

22

15

25

16

11

22

22

35,5
29,7
40,3
37,1
43,2
40,3
38,7
43,2
29,9
33,9
29,7
38,8
41,9
40,5
32,8
37,1
43,2
31,3
35,5
40,5
37,3
25,8
29,7
32,8

35,5

15

12

10

20

14

23

17

24,2
24,3
9,0
25,8
8,1
7,5
29,0
10,8
9,0
19,4
0,0
10,4
19,4
10,8
4,5
19,4
2,7
14,9
32,3
18,9
20,9
37,1
18,9
11,9

27,4

62

37

67

62

37

67

62

37

67

62

37

67

62

37

67

62

37

67

62

37

67

62

37

67

62

100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0
100,0

100,0

7,804

14,578

5,751

13,174

9,039

16,589

6,326

6,605

0,099

0,006*

0,219

0,010*

0,060

0,002*

0,176

0,158
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1-10 yil 29 78,4 4 10,8 4 10,8 37 100,0

4 1120yl 51 76,1 12 17,9 4 6,0 67 100,0 v e
21 yiltist 49 79,0 10 16,1 3 4,8 62 100,0
1-10 yil 30 81,1 6 16,2 1 2,7 37 100,0

9 1120yl 62 92,5 4 6,0 1 15 67 1000 ... ...
21 yil st 52 83,9 9 14,5 1 1,6 62 100,0
1-10 yil 29 78,4 6 16,2 2 54 37 100,0

14 11-20y11 56 83,6 8 11,9 3 4,5 67 1000 ... ...
21 yil st 45 72,6 14 22,6 3 4,8 62 100,0
1-10 y1l 27 73,0 9 24,3 1 2,7 37 100,0

19 11-20yi1 51 76,1 12 17,9 4 6,0 67 100,0 e
21 yil st 51 82,3 7 11,3 4 6,5 62 100,0
1-10 y1l 30 81,1 6 16,2 1 2,7 37 100,0

24 1120yl 59 88,1 6 9,0 2 3,0 67 1000 .. ...
21 yil st 51 82,3 7 11,3 4 6,5 2 100,0
1-10 y1l 30 81,1 6 16,2 1 2,7 37 100,0

28 1120yl 52 77,6 11 16,4 4 6,0 67 1000 ... ...
21 yilist 40 64,5 15 24,2 7 11,3 62 100,0
1-10 y1l 22 59,5 12 32,4 3 8,1 37 100,0

33 1120yl 48 71,6 10 14,9 9 13,4 67 100,0 4,775 0,311

21 yil st 42 67,7 12 19,4 8 12,9 62 100,0

*p<0,05 anlamli N=166

Katilimcilarin kidemleri ile is doyum diizeyleri arasinda anlamli bir iliski olup olmadigi kay kare analizi ile
test edilmeye calisilmistir. Kay kare isleminin kullanim kosullarnin saglandigi maddelerde karsilagtirma
yapilabilmis, kosullarin saglanamadigi 1, 4, 7, 9, 14, 19, 24, 25, 26, 28, 30, 34 Maddeler ise frekans ve yiizdelere
dayali olarak analiz yapilmistir. Buna gore is doyumu 6l¢eginin boyutlarina gore kidem degiskenine dayali
olarak elde edilen bulgular ve yorumlar asagida ele alinmstir.

Isin Yapisi

Isin yapis1 kapsamindaki kidem bagimsiz degiskeni acisindan 7, 26 ve 34. maddelerde kay kare uygulama
kosullar1 saglanamadigi i¢in frekans ve yiizdelere gore bulgular ele alinmis, diger maddelerde yapilan kay kare
¢oztimlemelerinde de kidemin etkili bir degisken olmadigi, tiim kidem boyutlarinda personelin benzer goriislere
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sahip olduklar1 belirlenmistir. Katilimcilarin en yiiksek oranda vurgulanan goriisler dikkate alinarak yapilan
analize gore kidem gruplarinin biiyiik 6l¢lide benzer goriisler sergiledigi dikkati ¢eken bir boyut islerinde
yaraticiklarini kullanamadiklart boyutu olmustur (1-10 yil = %94,6; 11-20 yil = %77,6; 21 yil ve st =%77,4).
Bu bulguyu bir 6l¢iide dogrulayici bulgulardan biri kidem gruplarinin birbirine yakin goriislerle vurguladiklari
kendi kararlarim1 alma konusundaki diisiinceleridir. Buna gore 11 yil ve iizerindeki personelin yaklasik yarist
kendi kararlarin1 uygulayamadiklarmi belirtirken, 1-10 yil kidemi olanlarin ise iigte biri bu goriisii benimsemistir.
Bu konuda olumlu goriis bildirenler ise 1-10 yil kidem grubunda yaklasik iicte bir iken 11 yil ve lizerinde kidemi
olanlarm yaklagsik dortte biri kendi kararlarini uygulayabildiklerini uygulayabildigini belirtmektedir. Islerinin
toplum igindeki sayginligi konusunda da kidem gruplar1 ¢ogunlukla olumlu diistinmekle beraber, 1-10 yil kidemi
olanlarin {igte birinin, 20 y1l ve istli kidemi olanlarin dortte birinin bu konuda emin olmadigini belirtmesi dikkat
¢eken bir bulgudur. Her {i¢ kidem grubunda da is ortami 6ncelikle monoton olarak degerlendirilmis, her kidem
grubunun yaklagik dortte biri ise bu konuda emin olmadigini, yaklasik beste biri ise monoton olmadigini
belirtmistir. Tiim kidem gruplarindakiler yaptiklar1 isin oncelikle kisisel gelisimlerine olumsuz etkisi oldugunu
(1-10 y1il = %59,5; 11-20 yil = %70,1; 21 yil ve dsti =%50,0) belirtirken bu konuda emin olmadigmni
belirtenlerin oranlar1 da dikkate deger boyuttadir. Yeteneklerine uygun bir iste ¢aligma konusunda 21 yil ve {izeri
kideme sahip olanlar biraz daha yiiksek oranda olmakla beraber (%61,3) diger iki grubunda yariya yakini da
benzer goriis ortaya koymaktadir. Buna karsin 1-10 y1l kideme sahip olanlarin yaklasik {igte biri, diger iki kidem
grubunun yaklasik dortte biri ise yeteneklerine uygun bir iste ¢alismadiklarmi diisiinmektedirler. Yaptiklari igin
cesitlilik gosterdigini belirtme orani ise 11 ve iizeri yil kidemi olanlarin yaklagsik yarisi iken, diger iki grupta iicte
birden biraz fazladir. Personelin 20 yila kadar kidemi olanlarin yaklasik ti¢te birinin, 11-20 y1l grubundakilerin
ise %41,8’inin yeterli paralar1 olsa bu isi birakabileceklerin ifade etmeleri dikkat cekicidir. Paralari olsa da
birakmayacagint sOyleyenlerin orani da gruplarin en az dortte biri diizeyindedir. Genel bir degerlendirme
yapmak gerekirse kidem gruplarinin hemen hepsinde personelin yaraticiligmi kullanamadigi, genelde monoton
isler yaptiklari, yaptiklari isin kisisel gelisimlerine ¢ok da olumlu bir etkisi olmadigi, genellikle kidem
yiikseldik¢e yeteneklerine uygun bir iste ¢alistiklarini diisiinenlerin orani artigi belirlenmistir. Bu konuda daha az
deneyimi olanlarn daha kétiimser olduklari sdylenebilir. Kendi kararlarimi uygulayabilme boyutunda sorunlar
vardir. Deneyim arttik¢a kendi kararlarini uygulama oranmin diistiigi gézlenmektedir. Personelin yaptigi islerde
gesitliligin genelde sinirli oldugu séylenebilir. Kidemlerine gore personelin ciddi bir kesimi ekonomik imkéanlari
iyl olsa bu isi birakabilme diisiincesindedirler.

Fiziksel Calisma Kosullari

Fiziksel ¢alisma kosullar1 kapsamindaki kidem bagimsiz degiskeni agismmdan 1, 25 ve 30. maddelerde kay
kare uygulama kosullar1 saglanamadigi i¢in frekans ve yiizdelere gore bulgular ele alinmis, diger maddelerde
yapilan kay kare ¢oziimlemelerinde de kidemin etkili bir degisken olmadigi, tiim kidem boyutlarinda personelin
benzer goriislere sahip olduklar1 belirlenmistir. Katilimeilarin en yiiksek oranda vurgulanan goriisler dikkate
almarak yapilan analize gore kidem gruplarinin biiyiik 6l¢iide benzer goriisler sergiledigi dikkati ¢eken bir boyut
igsyerindeki aydinlanma kosullar1 boyutu olmustur (1-10 y1l = %78,4; 11-20 y1l = %70,1; 21 y1l ve listii =%87,1).
Kidem gruplarinin birbirine yakin goriislerle vurguladiklart maddelerden biri de isyerinde temizlik kurallarina
dikkat edilmesidir (1-10 y1l = %78,4; 11-20 yil = %73,1; 21 il ve iistii =%61,3). Isyerinin, is i¢in ihtiyac¢ olan
malzemeleri en kisa siirece temin edip etmemesi konusunda kidem gruplarindan 11-20 yil kidemi olanlarin beste
tigti, 1-10 y1l kidemi olanlarin yariya yakini ve 21 yil ve iizeri kidemi olanlarin da yariya yakini malzemelerin en
kisa siirede temin edildigi yoniinde goriis bildirmistir. Her {i¢ kidem grubundan da yaklasik dortte birlik bir
grubun emin olmadigini belirtmesi dikkate ¢eken bir bulgudur. Tiim kidem gruplarindakiler isyerlerinde rahatsiz
edici diizeyde giiriiltii oldugunu (1-10 y1l = %62,2; 11-20 y1l = %76,1; 21 yil ve iistii =%69,4) belirtirken bu
konuda emin olmadigmni belirtenlerin oranlar1 da dikkate deger boyuttadir. Isyerinde yaptig1 is karsihig aldig
ticreti tatmin edici bulma ile ilgili 21 y1l ve iizeri kideme sahip olanlar iicretin tatmin edici olmadigmi (%61,3)
belirtirken diger iki grubunda yariya yakini tatmin edici bulmaktadir. Isyerinde alinmis giivenlik tedbirlerini
yeterli bulma konusunda tiim kidem gruplari yeterli oldugu yoniinde goriis belirtmistir (1-10 yil = %56,8; 11-20
yil = %65,7; 21 yil ve iistii =%71,0). 1-10 y1l ve 11-20 y1l kideme sahip olan calisanlarin beste birinin emin
olmadigini belirtmesi ise dikkate deger bir bulgudur. Tiim kidem grubundaki c¢alisanlarin ¢ogunlugu isyeri
tarafindan saglanan yemek olanaklarini tatmin edici bulmaktadir (1-10 y1l = %78,4; 11-20 y1l = %71,6; 21 y1l ve
iistli =%72,6). 11-20 y1l kideme sahip c¢alisanlarin beste biri ise yemek olanaklarmi tatmin edici bulmamaktadir.

Yonetim Politika ve Uygulamalari
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Yonetim politika ve uygulamalari1 kapsamindaki kideme gore yapilan kay kare analizlerine gore 3-5-8-18-23-
29. maddelere iliskin goriislerde kidemin 6nemli bir degisken oldugu, farkli kidem dénemlerine gére personelin
goriislerinin degistigi belirlenmigtir. Buna gore 21 yil ve {izeri kideme sahip olanlarin yaridan fazlasi terfi
sisteminin yeterince agik olmadigimi belirtirken, 11-20 yil kidemi olanlarin g¢ogunlugu (%46,3) emin
olmadiklarimi belirtmektedirler. Bu konuda olumlu goriis belirtenler incelendiginde 1-10 yil kidemi olanlarin
iicte birinin terfi sisteminin acik ve adaletli oldugu diisiincesinde oldugu belirlenmistir. Isyerinde ¢alisanlarin
objektif degerlendirilmesi konusunda kidemi yiiksek olan personelin daha olumsuz diisiindiigili, isyerindeki
geribildirimlerin yapic1 oldugu goriisiine daha az kidemi olanlarin daha yiiksek oranda katildiklar1 (1-10
yi1I=%70,3; 11-20 y11=%64,2), yonetimin igyerinde giivene dayali agik ve seffaf iligkiler kurulmasini destekledigi
yoniindeki goriise de yine kidemi az olanlarin yaklasik yarisinin daha olumlu goriis bildirdikleri gézlenmistir. Bu
konuda her ii¢ kidem grubunun %40 dolayinda bir kesiminin emin olmadigin1 belirtmesi dikkat ¢ekicidir. Isle
ilgili onerilerin dikkate alinmasi konusunda ise en olumlu goriisii 0-10 yi1l kidem grubu %70,3 ile ilk sirada
benimserken, 11-20 yi1l kidem grubunun yarist da bu goriise katilmaktadir. Buna karsin 21 yil ve iizeri kidem
grubu bu konuda 6ncelikle emin olmadiklarini belirtmislerdir. Iyi elemanlarin isten ¢ikarilmasinda kagmildig
goriigii ise 1-20 aras1 kidem grubundakilerin yaklagik yarisi tarafindan benimsenmistir. Her ti¢ kidem grubunun
bu konuda emin olmayanlarin orani dikkate deger orandadir.

Yukarida belirtilen maddeler disinda diger maddelerde yapilan kay kare ¢dziimlemelerinde de kidemin etkili
bir degisken olmadig, tiim kidem boyutlarinda personelin benzer goriislere sahip olduklar1 belirlenmistir. Buna
gore igyerinde basarilarin yazili ve sozlii olarak degerlendirilme konusunda 0-10 yil kideme sahip olanlarin
yartya yakmi olumlu diisiiniirken, diger kidem gruplarmm yaklasik iicte biri bu goriise katilmaktadir.
Katilimcilarin énemli bir kismmin bu konuda emin olmadiklarini belirtmeleri ise dikkate degerdir. Ustlerin
calisanlar arasinda ayirim yapildig1 goriisiinii en ¢ok 1-10 yi1l kideme sahip olanlar benimsemisler (%64,9), 11-20
yil kideme sahip olanlarm da yaridan fazlas1 da (%58,2) benzer goriise sahiptir. Isyerinde arzu edilen ve
edilmeyen davranislarin agikca belirlenmesi konusunda ise olumlu goriislerin ilk basinda %50,7 ile 11-20 yil
kidem grubu gelirken, bunu yakin bir oranla (%45,9) 1-10 y1l kideme sahip grup yer almaktadir. Bu agidan her
ti¢ kidem grubunun 6nemli bir kesimi emin olmadiklarini belirtmektedirler. Kurumda calismayr baskalarina
tavsiye etme ve igyerindeki amaglarin yeterince agik olmasi konusunda 11-20 yil kidemi olanlarn iigte ikisi
olumlu goriis belirtmis diger kidem gruplarin yartya yakini bu diigiinceleri benimsemislerdir. Her ti¢ kidem
grubunun yaklasik %30 ila %43°liik kesimi ise bu konuda emin olmadiklarini belirtmislerdir. Isyerini eglenceli
bir ortam olarak degerlendirenlerle bu konuda emin olmayanlarin 1-20 yil kidem gruplarinda beste iki orani ile
dengeli dagildiklar1 belirlenirken, 21 yil ve iizeri kideme sahip olanlarin buna yakin bir oranda eglenceli
bulmadiklar1 gézlenmistir. Isyerinde cahisanlara deger verilmesi konusunda ise 1-20 yil kidem grubundakilerin
yaridan biraz fazlas1 olumlu disiiniirken, 21 y1l ve lizerindekiler %37,1 oraninda bu gériise katilmislardir.

Elde edilen bulgulara gore kidem arttikca terfi sistemini adaletli ve agik bulma orani ve personelin objektif
degerlendirildigi oran1 da diismektedir. Geri bildirimin yapici olmasi daha az kideme sahip personel tarafindan
daha fazla olumlu bulunmustur. Iliskilerin giivene dayali acik seffaf olmasi 1-20 y1l kidemlilerin yarisi tarafindan
olumlu bulunmus, is ile ilgili 6nerilerin dikkate alinmasi konusunda 1-10 yil kideme sahip olanlar daha olumlu,
basarinin yazili ve sozli degerlendirilmesi konusunda kidem durumuna gore olumlu goriisler ve bu konuda emin
olmama goriisleri dengeli dagilmaktadir. Daha az kideme sahip olanlarin calisanlar arasinda ayirim yapildigini
distindiikleri goriilmiistiir. Yaptiklar: igi bagkalarina tavsiye etme ve amagclarin agikhigi konusunda kidem
gruplarma gore olumlu goriis bildirenlerin oran1 biraz daha fazla olmakla birlikte emin olmayanlarin da
azimsanmayacak oranda oldugu ortaya c¢ikmustir. Isyerini eglenceli bulanlarla bu konuda emin olmadiklarmni
belirtenler birbirine yakin oranlardadir. Calisanlarm 1-20 yil kidem diizeyine sahip olanlarin yaklasik yarisi
calisanlara deger verildigini diisinmektedirler. Her {i¢ kesimin ortalama ii¢te birinin bu konuda emin olmadiklari
da belirlenmistir.

Tletisim ve liskiler

Iletisim ve iliskiler kapsanindaki kidem bagimsiz degiskeni acisindan 4, 9, 14, 19, 21 ve 28. maddelerde kay
kare uygulama kosullar1 saglanamadig1 i¢in frekans ve yiizdelere gore bulgular ele alinmis, 33. madde de yapilan
kay kare ¢oziimlemelerinde de kidemin etkili bir degisken olmadigi, tiim kidem boyutlarinda personelin benzer
goriiglere sahip olduklar1 belirlenmistir. Katilimcilarin en yiiksek oranda vurguladiklar: goriisler dikkate alinarak
yapilan analize gore kidem gruplarinin biiyiik 6lgiide benzer ve olumlu goriisler sergiledigi boyutlardan biri
islerinde neler yapmalar1 gerektiginden haberdar olduklar1 yoniindedir (1-10 y1l = %78,4; 11-20 y1l = %76,1; 21
yil ve tstii =%79,0). Tim kiim kidem gruplar istleri ile olan iliskilerinde sorunlar yasadiklarini (1-10 y1l =
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%81,1; 11-20 y1l = %92,5; 21 yil ve isti =%83,9) belirtmislerdir. Tiim kidem gruplarinin benzer ve biiyiik
¢ogunlukla olumlu goriis bildirdikleri boyutlardan biri de ¢alisma arkadaslari ile iligskilerinden memnuniyet
durumlart olmustur (1-10 yil = %78,4; 11-20 yil = %383,6; 21 yil ve st =%72,6). Buna karsin calisma
arkadaslar ile sorun yasadiklarinda ise gogunlukla sorunu ¢dzmekte zorlandiklar1 da ortaya ¢ikmistir 1-10 yil
kideme sahip personelin %24,3’{iniin fikir beyan etmemesi ise dikkate degerdir. Calisanlarin tiim kidemlerde 5
de 4’ii is arkadaslarindan isle ilgili zorlandig1 konularda yardim alabilecegini belirtmistir Isi ile ilgili zorlandig1
konulari iistiine rahatlikla soyleme konusunda 1-10 yil kideme sahip olanlarin 5°te 4’1 (%81,1), 11-20 y1l kideme
sahip olanlarin %77,6’s1 ve 21 yil ve iizeri kideme sahip olanlarin %64,5’i olumlu gdriise sahiptirler. 21 y1l ve
iizeri kideme sahip calisanlarmn yaklasik 4’te 1’i (%24,2) emin olmadiklarmi belirtmistir. Islerini yaparken diger
calisanlarla iletisim kopuklugu yasadiklarini belirtenlerin oranlari ise 1-10 y1l kideme sahip ¢alisanlarin %59,5°1,
11-20 yil kideme sahip ¢alisanlarin %71,6’s1 ve 21 yil ve iistii kideme sahip olanlarin %67,7’sidir. 1-10 yil
kideme sahip calisanlarin azimsanmayacak oranda bir bolimii (%32,4) emin degilim diyerek fikir beyan
etmemistir.

Buna gore calisanlarin kidemlerinin iletisim ve iliskiler konusunda etkili bir degisken olmadigt belirlenmis,
tim kidem gruplar1 benzer goriisler ortaya koymuslardir. Genel bir degerlendirme yapmak gerekirse galisanlar
kidemlerine bagli olmaksizin ¢ogunlukla islerinde neler yapmalar1 gerektigini bilmekte, ¢calisma arkadaslart ile
iliskilerinden memnundurlar. Ancak arkadaglari ile bir sorun yasarlarsa ¢ogunlukla ¢6ziim boyutunda sorunlar
yasamakta, ayni zamanda istleri ile de sorunlar yasayabilmektedirler. Yine kidem degiskeninin 6nemli bir
degisken olmadig: diger bulgularda da ¢alisanlarin ¢ogunlukla isleri ile ilgili yardim alabilecekleri, zorlandiklari
konular1 iistlerine sdyleyebilecekleri, islerini yaparken iletisim sorunlar1 da yasabildikleri ortaya ¢ikmistir.

Tartisma ve Sonug¢

Aragtirma sonucunda elde edilecek bulgulara gére MEB’e bagli bir genel miidiirliikkte gérevli personel
hakkinda sunlar sdylenebilir:

isin Yapis1 boyutunda ¢ogunlukla islerinde yaraticiliklarmi kullanabilme ve yeteneklerine uygun iste galisma
ve islerinin toplumdaki yerinin sayginligi konusunda olumlu diisiinmektedirler. Arastirmaya katilan MEB
personelinin ticte birlik kesimin islerinin sayginligi ve yeteneklerine uygun iste ¢alisma konusunda yeterince
olumlu diisiinmedikleri ortaya ¢ikmigtir. Bunun yanisira c¢alisanlar ¢ogunlukla kendi baslarma karar alip
uygulayamamakta, islerini monoton bulmaktadir. Karakése ve Kocabas’in (2006) 6zel ve devlet okullarinda
gorev yapan ogretmenlerin is doyumu ile igili yaptiklar1 arastirmada devlet okulunda gérev yapan 6gretmenler
bulunduklar1 kurumda gérev yapmanin kendilerine 6nemli bir itibar kazandirmadigini belirtmis olmalarinin
benzer bir sonug¢ oldugu sdylenebilir. Sonug olarak kamu kurumlarinda gorev yapanlardan azimsanmayacak
oranda is doyumu diisiik personel oldugu sonucu Erdogan (2017) tarafindan yapilan arastirma bulgulariyla da
ortiismektedir.

Fiziksel calisma kosullar agisindan c¢alisanlar isyerinde yemek, giivenlik 6nlemleri, temizlik, 1siklandirma
vb. durumlar genelde olumlu diisiiniirken, giiriiltii acisindan ise olumsuz bir ortam oldugu diisiinmektedirler.
Ayrica verilen ticretlerde genel olarak yetersiz bulunmaktadir.

Yonetim politika ve uygulamalar1 acisindan calisanlar ¢ogunlukla islerine doniik yapici geribildirim
almakta, kurumda caligmayi arkadaslarina tavsiye etmekte, ¢aliganlarin isle ilgili 6nerileri dikkate alinmaktadir.
Ancak pek ¢cok maddede yanit vermekten kaginan katilimer oranlarinin da dikkat ¢cekmektedir. Bunun yanisira
¢ogunlukla acik ve adaletli bir terfi sistemi olmadigi, ¢alisanlarin degerlendirilmesinde objektif davranilmadigi,
istlerin calisanlar arasi ayrimcilik yaptigi, calisanlarin calisma ortamini eglenceli bulmadigi sdylenebilir.
Aragtirma bulgularinin aksini gosteren baska bir arastirma ise soyledir: Karakose ve Kocabasg’in (2006) 6zel ve
devlet okullarinda gorev yapan 6gretmenlerin is doyumu ile igili yaptiklari arastirmada yoneticilerin karar
verirken c¢alisanlarin goriislerinden yararlanmasi konusunda 6zel ve devlet okullarinda farklilik oldugunu ortaya
koymuglar ve devlet okullarinda yoneticilerin isle ilgili kararlar1 verirken c¢alisanlarin goriislerine yer
vermedigini belirtilmigler ayrica devlet okullarinda calisan Ogretmenler yoneticilerinin olumlu davranislarin
pekistirilmesine daha az 6nem verdiklerini belirtmislerdir.

fletisim ve iligkiler baglaminda ise calisanlar cogunlukla islerinde ne yapmalar1 gerektiginden
haberdardirlar. Ayrica ¢alisma arkadaslariyla iligkilerinden memnun, zorlandig1 konularda is arkadagslarindan
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yardim isteyebilmekte ve iistlerine isle ilgili zorlandiklar1 konulari rahatlikla sdyleyebilmektedir. Ancak genel
olarak katilimcilarn Tstleri ile iliskilerinde sorunlar yasayabildikleri ortaya c¢ikmustir. Calisanlarm is
doyumlarinda iistleri ile olan iliskilerin énemli bir degisken oldugu (Ozsiier, 2016) dikkate almirsa yasanan
sorunlarin ¢alisanlarin is doyumunu olumsuz etkileyebilecegi bir gergektir. Aragtirmada personelin galisma
arkadaslar1 ile sorun yasadiklarmda bunlar1 ¢ozmekte sorun yasayabildikleri ve is yaparken diger calisanlarla
iletisim kopuklugu yasayabildikleri de ortaya c¢ikmistir. Karakdse ve Kocabas’in (2006) o6zel ve devlet
okullarinda gérev yapan 6gretmenlerin is doyumu ile igili yaptiklart arastirmada da benzer sonuglar elde edilmis
ve hem 6zel hem de devlet okulunda ¢alisanlar is arkadaslari ile iliskilerinin iyi oldugunu belirtmistir. Bu sonug
Eryilmaz (1987), tarafindan yapilan arastirmanin sonuglariyla benzerlik gostermektedir. Eryilmaz (1987), yaptig
arastirmada orgiitsel iletisimin c¢alisanlarin motivasyonu agisindan son derece onemli oldugu sonucuna
ulasmustir.

Cinsiyet acisindan yapilan karsilastirmalarda isin yapisi, yonetim politika uygulamalari, iletisim ve iliskiler
boyutlarinda anlamh bir farklihk belirlenmemistir. Sagir’m (2016) MEB Hayat Boyu Ogrenme Genel
Miidiirliigii ¢alisanlarinin katilimi ile yaptigi arastirmada da g¢alisanlarin cinsiyetlerinin i doyumu agisindan
6nemli bir degisken olmadigi sonucuna ulagilmistir. Kili¢ (2011), Avsaroglu ve Deniz (2005), Tiizemen (2004),
Avyan, Kocacik ve Karakus (2009) ve Ceki¢ (2017) tarafindan yapilan arastirmalarda da cinsiyete gore is doyumu
acisindan anlamli farklilik belirlenmemis olmasi da arastirma bulgusu ile benzerlik géstermektedir. Ancak
fiziksel ¢alisma kosullarindan sadece isyerinde rahatsiz edici oranda giiriiltii olmasi konusu ile cinsiyet arasinda
anlaml1 bir iliski oldugu belirlenmistir Genel olarak her iki grup ta isyerindeki giiriiltiiden sikayet¢i olmakla
beraber, erkeklerin iigte birinin goriis bildirmemis olmas giiriiltilyii Gnemsememe ya da farkinda olmama olarak
da aciklanabilir.

Kidem degiskenine gore yapilan karsilastirmalarda isin yapist agisindan anlaml bir iliski belirlenmemistir.
Kidem gruplarmmm hemen hepsinde personelin yaraticiligini kullanamadigi, genelde monoton isler yaptiklari,
yaptiklari isin kisisel gelisimlerine ¢ok da olumlu bir etkisi olmadig1 belirlenmistir. Bu konuda daha az deneyimi
olanlarin daha koétiimser olduklart ortaya ¢ikmistir. Kidemlerine gére personelin ciddi bir kesimi ekonomik
imkanlar1 iyi olsa bu isi birakabilme diisiincesindedirler. Nitekim Sagir’in yaptigi arastirmada da (2016) is
doyumunda iicret nemli bir degiskendir. Buna gore personelin aldigi iicretten yeterince memnun olmadig
sOylenebilir.

Fiziksel c¢alisma kosullari kapsamindaki kidem bagimsiz degiskeni agisindan kidemin etkili bir degisken
olmadigi, tiim kidem boyutlarinda personelin benzer goriislere sahip olduklar: belirlenmistir. Buna gére kidem
gruplarinm biiyiikk ¢ogunlugu is yerinin aydinlanma, temizlik kosullarini olumlu degerlendirmektedir. Kidem
gruplar1 ¢ogunlukla isyerlerinde rahatsiz edici diizeyde giiriiltii oldugunu, giivenlik onlemlerini ve yemek
olanaklarin1 yeterli gérmektedirler. Ucret konusunda ise kidemi daha fazla olanlar iicreti daha yetersiz bulma
egilimindedirler.

Yonetim ve politika uygulamalar1 agisindan kideme gore bulgular incelendiginde kidem arttikga terfi
sistemini adaletli ve acik bulma oran1 ve personelin objektif degerlendirildigi oran1 da azalmakta oldugu dikkate
alinirsa, bu agilardan kidem arttik¢a is doyumunun azaldig1 sdylenebilir Nitekim Acar’in dgretmenler iizerinde
yaptig1 arastirmada da (2016) kidem arttik¢a is doyumu diisebilmektedir. Isyerindeki iliskilerin giivene dayali
acik seffaf olmasi 1-20 yil kidemlilerin yarisi tarafindan olumlu bulunmustur. Is ile ilgili énerilerin dikkate
alinmast konusunda 1-10 yil kideme sahip olanlar daha olumlu gériisleri varken, calisanlar arasinda ayirim
yapildigin1  diisinmeleri de dikkate deger bir bulgudur. Isyerini eglenceli bulanlarla bu konuda emin
olmadiklarin1 belirtenler birbirine yakin oranlardadir. Calisanlarin 1-20 yi1l kidem diizeyine sahip olanlarin
yaklasik yarisi ¢aliganlara deger verildigini diistinmektedirler. Her {i¢ kesimin ortalama tigte birinin bu konuda
emin olmadiklar1 da belirlenmistir.

Calisanlar kidemlerine bagli olmaksizin ¢cogunlukla islerinde neler yapmalart gerektigini bilmekte, ¢alisma
arkadaglari ile iligkilerinden memnundurlar. Ancak arkadaslar1 ile bir sorun yasadiklarinda ¢ogunlukla ¢6zme
konusunda sorun yasanmakta, ayni zamanda iistleri ile de sorunlar yasayabilmektedirler. Yine kidem
degiskeninin 6nemli bir degisken olmadig1 diger bulgularda da calisanlarin ¢ogunlukla isleri ile ilgili yardim
alabilecekleri, zorlandiklar1 konular: iistlerine sdyleyebildikleri belirlenmistir ve iglerini yaparken iletisim
sorunlar1 yasayabilmektedirler.

Oneriler
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Aragtirma bulgularina dayali olarak asagidaki oneriler dile getirilebilir:

1. Calisanlar islerini monoton bulmaktadir. Bu monotonlugun o6nlenmesi i¢in alanda profesyonellesme
gerektirmeyen rutin iglerin yapiminda, ¢alisanlarin isler arasi bir rotasyon diizeninde ¢aligmalari bu monotonlugu
azaltmaya yardimci olabilir.

2. Calisanlar arasi is arkadashigini giiclendirme amacli diizenlenecek, tiim ¢alisanlarin hatta belki ailelerinin
de katilacaklart sosyal aktivitelerin (sinema, konser, siir dinletisi v.b.) diizenlenmesi igin motonlugunu azaltmaya
yardimci olabilir.

3. Ergonomik oturma koltuklari, bilgisayar masalari, el bilegini destekleyici mouse pad’ler, koltuklara
ortopedik sirt destekleri gibi fiziki yorgunlugu azaltici onlemler almak da g¢alisanlarin iglerine bagliligmni,
yorgunluktan kaynakli isini monoton bulmay: engelleyebilir.

4. Calisanlara belirli saatlerde kiitiiphane zamani tanmabilir ve planlt bir sekilde baska kurum ziyaretleri
gergeklestirmeleri saglanabilir.

5. Calisanlar kendi baglarmna karar alip uygulama konusunda rahatsizliklarmi dile getirmislerdir. Calisanlarin
kararlarda s6z sahibi olmasi ve bu kararlarin 6zellikle isyeri ve isleyis ile ilgili kendilerini de etkileyen kararlar
olmasi ¢alisanlarin kendini daha degerli ve isyerine ait hissetmesine yardimci olacaktir.

6. Calisanlar, yaptiklar1 isin yeteneklerine uygunlugu ve toplumdaki sayginligi konusunda genelde olumlu
diistincelere sahip degildir. Bu olumsuzlugu gidermek adina, ¢alisanlarin mevcut beceri, yetenek ve bilgilerine
uygun birimlerde degerlendirilmesi, gerekli 6zelliklere sahip olmayanlarin veya kendini gelistirmek isteyenlerin
seminer, kurs ve egitim yoluyla yetersizlikleri agmalarmm ve kendilerini gelistirmelerinin saglanmasi da is
doyumuna ve isyerindeki kaliteye olumlu katki saglayacaktir.

7. Calisanlar isyerlerinde rahatsiz edici diizeyde giiriiltii oldugunu belirtmislerdir. Farkli isler yapip ayni
oday1 paylagsmak durumunda kalan veya oda yetersizligi nedeniyle ortak oda kullanmak durumunda kalan
calisanlar i¢cin uygun c¢alisma kosullarmin saglanmasi gerekmektedir. Kurum olarak degerlendirilecek binalarda
yerlesme Oncesi planlama yapilmali, birimler, is yiikleri, kisi sayis1 gibi durumlar degerlendirilerek ona gore
yerlesim planlar1 yapilmalidir.

8. Calisanlar tcretlerini yetersiz bulmaktadir. Tiim calisanlarin licretlerinde iyilestirme yapilmasi veya
belirli bir bagar1 veya gayret lizerinde calisanlara ek iicret prim gibi tegvik edici katkilarin saglanmasi hem isi
monotonluktan ¢ikaracak hem calisanlari basarili olma ve yiiksek performansla ¢alismaya tesvik edecektir.

9. Calisanlar genellikle iistlerinin c¢alisanlar arasi ayrimcilik yaptigini ifade etmislerdir. Calisanlarin
degerlendirilmesi, terfi gibi durumlarda objektif ve herkes tarafindan goriilebilir degerlendirmelerin yapilmasi
yararli olacaktir.

10. Calisanlar ¢ogunlukla is ortamlarini eglenceli bulmadiklarini vurgulamiglardir. Calisanlarin yaptiklari isle
ilgili benzer kurumlardan uzmanlarla goriisme veya birlikte calismalarina 6nayak olunmasi, onurlandirilmasi,
calisma saati disinda kurum korosu, tiyatro grubu kurulmasi gibi diizenlemeler igin ve is ortamimin eglenceli
bulunmasma yardimei olacaktir. Iste doyumu saglayabilmek icin kurumlarin; isi daha ilging, ilgi ¢ekici, kisisel
ddiillendirmelerin oldugu motivasyonu destekleyen etkenlere odaklanmalar1 gerekmektedir.

11. Calisanlardan bir boliimii istleri ile iletisimde problem yasadiklarmi belirtmislerdir. Yonetimde yer
alanlarm ve tiim caliganlarin, etkili iletisim, empati, toplumsal degerler, drama gibi konularda egitimlerden
almalar1 is doyumuna olumlu yansiyacaktir.

12. Calisanlarin dikkate deger bir bolimii is arkadaslari ile calisma ortamlarinda iletisim kopuklugu
yasadiklarini belirtmistir. Calisanlarin is yerlerindeki is tanimlari, yetkileri ve sorumluluklar ¢ok net bir bicimde
belirlenmelidir.

13. Arastirma sorularinin ¢ogunda neredeyse ligde birlik bir kesim c¢alisgan sorulara yanit vermekten
kacinmistir. Bu durum bir fikri olmamaktan ¢ok yanit vermekten c¢ekinmek olarak da yorumlanabilir.
Caliganlarm kendilerini ifade etme konusunda giiven duyabilecekleri bir ortamin saglanmasi gereklidir.

14. Arastirmaci tarafindan Ol¢eklerin uygulanmasi sirasinda calisanlar {izerinde genel bir mutsuzluk,
¢ekinme, bikkmlik gézlenmistir. 1880 yilinda Fransiz nérolog Jules Cotard’a basvuran 43 yasindaki bir kadin,
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beynini, sinir hiicrelerini, midesini hissetmedigini hatta kendisinin de 6lii oldugunu sdylemistir. Bu diisiinceleri
nedeniyle yemek yemeye ihtiyaci olmadigi kanisinda olan kadin agliktan dlmiistiir. Benzer vaka ile 1788 yilinda
Fransiz dogabilimci ve felsefe yazar1 Charles Bonnet karsilasmigtir (Ak, 2016). Boynuna aldigi darbe sonucu bir
tarafi felg olan bir kadindan haberdar olan Bonnet, konusma yetenegini sonradan tekrar kazandiginda kadinin
oldiigiine inandigim1 anlamistir. Literatiire Cotard sendromu ya da yiirliyen ceset sendromu olarak gegen bu
durum c¢alisanlarin bir kisminin arastirma sorularina yanit vermekten, fikir beyan etmekten kagimmasina, igindeki
monotonluk, bikkmligina dolayli yoldan bir agiklama olarak da goriilebilir.
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