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 For most people, working is essential in order to earn the economic income that is required to sustain one’s life. 
Within this framework, the research has been conducted on the meaning of work, its importance, and its benefits 
for the worker. An important part of existing research are investigations into “job satisfaction,” which expresses 
whether people are happy and fulfilled in their work. 

This research adds to that literature as the authors have researched job satisfaction levels of working individuals 
to discover important variables that affect job satisfaction. The research was conducted in 2018 with 217 
professional staff working in the Anatolian part of Istanbul. In this research, both a “Personal Information Form” 
and “Job Satisfaction Scale” were used. 
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INTRODUCTION 

With today’s competitiveness and drive for performance, 
the capability of organizations to survive and compete 
depends on their ability to use their resources in the most 
effective and efficient way. The most important asset of an 
organization is its employees, and their performance and 
productivity are some of the most important factors affecting 
the success of the organization. The ability of employees to 
demonstrate high performance and to work effectively and 
efficiently depends in large part on their ability to achieve an 
adequate level of job satisfaction (Aksit, 2010). 

Employees’ abilities to manage time, establish good 
communications and social relations, earn recognize for their 
talents, and develop their skills are essential components in 
fostering an organization environment that is healthy, happy, 
efficient and productive. It is, therefore, crucial to know the 
job satisfaction levels of the employees and to know the 
positive or negative factors affecting these levels. 

Although some outcomes are generally easy and 
unmistakable to measure, mostly objective instruments such 
as death and income, others can be difficult to measure. 
Satisfaction is one of them being difficult to measure and can 

be measured indirectly by asking users to rate the quality of 
services that they have received or experienced (Aydin, 2019). 

Working is an indispensable part of life. Employees spend 
a significant part of their days at work for an average of 25-30 
years of their lives. For this reason, job satisfaction of the 
employees in their work is extremely important in terms of 
psychological and physical health. The effort to increase job 
satisfaction by developing and enriching the knowledge, 
productivity and communication skills can make the private 
and working life of workers more meaningful and productive 
and make them feel they are contributing more to the society. 

Job satisfaction is defined as the conditions created by the 
psychological, physiological and environmental factors that 
make it possible for individuals to say that they are satisfied 
with their jobs. Vroom (1964) defines job satisfaction as an 
emotional orientation of the individuals for their roles in their 
work. According to Locke’s (1976) accepted definition of job 
satisfaction, it is a positive feeling as the result of the 
assessment of a person towards his/her job or work experience. 

Locke identifies the components of job satisfaction as the 
job itself, wages, promotion, working conditions, benefits 
provided by the job, the values possessed by the employee, and 
the relations that are established between the employee and 
the manager (Aslan, 2006). Robbins (2000) defines job 
satisfaction as the general attitude of a worker towards his/her 
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job. According to this definition, people with high job 
satisfaction develop positive attitudes towards their jobs and 
those with low job satisfaction develop negative attitudes 
towards their jobs. 

In the definition of job satisfaction, three essential aspects 
are prevalent: a) Job satisfaction refers to the employee’s 
subjective and personal feelings about work. b) Job satisfaction 
cannot be observed in general but can be understood from the 
behavior of the person. c) Job satisfaction is experienced when 
employees achieve the awards they deserve or believes they 
deserve, or when they gain awards or promotions beyond their 
expectations (Solmus, 2004). 

Factors such as educational background, work experience, 
and social environment of the person are shaping evaluations 
of work and work conditions and are effective in the 
development of attitudes towards working. For this reason, it 
is necessary to examine factors that have an impact on job 
satisfaction or job dissatisfaction (Eginli, 2009). Factors in this 
context can be classified as individual and organizational 
factors. 

Individual factors that have a significant effect on the 
formation of job satisfaction relate to the experiences that one 
acquires throughout his/her lifetime, along with the person’s 
various innate characteristics. In this context, factors such as 
age, gender, and education of a person directly affect the 
perception of the person concerning the current conditions in 
the work (Atakli et al., 2004). Factors affecting job satisfaction 
can be classified by gender, age, education level, motivation, 
performance. 

Organizational factors, on the other hand, that are 
perceived as tasks and performed in a specific organizational 
setting at a specific time, can also be defined as a contribution 
or value provided to the workplace by the employee. These 
variables can be considered from the level of knowledge and 
skills required for the job to the socio-economic contribution 
that the job provides to the employee (Aksit, 2010). 
Organizational factors affecting job satisfaction can be 
classified as wages, opportunities for promotion, rewards, 
duration of work, work environment, job and social security. 

In his comprehensive view of job satisfaction, Locke (1978) 
described factors positively affecting job satisfaction, 
including the following: a) a mentally challenging job that a 
person can successfully accomplish; b) a job that falls into the 
area of personal interest; c) award is indented to increase 
performance by providing fair and informative content is 
satisfactory. d) employers who accommodate workers’ 
physical needs; e) a job that facilitates award-winning 
environment is satisfying g) working with colleagues who have 
the same perspective h) companies that have the 
administrative structure that is regulated to help employees 
winning to achieve their goals within the work environment. 

Dissatisfaction is higher in companies where there are 
contradictory or vague job description and where work is 
exhausting. In research by Clark and Oswald (1995) the 
relationship between job satisfaction and wages indicated a 
decrease in the level of job satisfaction of employees with low 
wages (Groot & Van Den Brink, 1999). 

For most of the employees, there is no strong influence of 
additional resources in the work for job satisfaction (Aslan, 

2006). Glenn et al. (1977) found that older workers had higher 
levels of job satisfaction than younger workers, according to 
the research they conducted on the relationship between age 
and job satisfaction. High self-esteem can also positively affect 
job satisfaction (Locke, 1978). 

As a result of research that examines the differences 
between job satisfaction of women and men, Clark (1993) 
stated that the job satisfaction of women was found higher 
than men (Groot & Van Den Brink, 1999). In the study that 
Oshagbemi (2003) conducted to examine the relationship 
between job satisfaction and personal characteristics of 
academic staff, he found that job satisfaction of academic staff 
is related to the duration of service and the high level of 
education. 

This study was conducted in order to determine the job 
satisfaction levels of employees. The following questions were 
employed in this research. 

• How are job satisfaction levels of employees?  
• What are the factors that affect job satisfaction level? 

METHODOLOGY 

The study group of this study consisted of 217 workers 
living in Istanbul: 111 of them were women (51.2%) and 106 of 
them were men (48.8%) in the age range of 15-64 years. The 
demographic characteristics of the employees are presented in 
Table 1. 

A total of 217 adult employees with various demographic 
characteristics participated voluntarily in the research. 51.2% 
of the employees are women and 48.8% are men and the largest 
age group is those who are in the 25-34 ages (53.0%). The vast 
majority of employees have an education level of 
undergraduate or graduate (88.0%) and 52.1% of them are 
married. When the total study period of the research 
participants is examined, it is seen that the largest group is 
employees who have worked for 5-10 years (30.4%) and the 
smallest group is employees who have been working less than 
1 year (7.4%). 74.2% of employees stated that they had job 
changes between zero and 3 times, 22.1% of them had changed 
jobs 4-7 times, and 3.7% of them had changed 8-10 times. The 
vast majority of employees have been working in the current 
workplace for less than 1 year (30.4%) and 1-5 years (35.5%). 
25.8% of participants work in the public sector and 74.2% of 
them in the private sector. Finally, the participants in the 
research reported that they have the following monthly 
income: %35 of them have 1,500.00-3,000.00 TL, 35% of them 
have 3,001.00-4,500.00 TL, 15.7% of them have 4,501.00-
6,000.00 TL, and the remaining 14.3% have higher than 
6,000.00 TL. 

Data Collection Methods 

In this study, a personal information form and a 
measurement tool were used as the data collection methods. 

Personal information form 

A form consisting of a total of nine questions, was used to 
find out the demographic (personal) characteristics of the 
employees who participated in the study. In this form nine 
questions were asked, including gender, age, educational 
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status, marital status, work experience, number of jobs 
changed during their work history, the duration of 

employment with the current job, job sector, and income from 
the current job (Table 1). 

Occupational satisfaction scale 

The Occupational Satisfaction Scale developed by Kuzgun, 
Sevim and Hamamcı (2005) was utilized to find out the level of 
job satisfaction depending on the current jobs of the 
employees who participated in the research. As a result of the 
factor analysis made by the researchers, the 5-point Likert type 
scale, between ‘never’ (1) and ‘always’ (5), consists of a total of 
20 questions, six of which are inverted (negative), is identified 
as having a two dimensional structure. The first dimension of 
the scale (Suitability to Qualities) describes 36.4% of the %48,6 
total variance and 12.2% of the variance describes the second 
(Desire to Self-Improvement) dimension of the variance. 
Individuals can gain total score ranges from 20 to 100, with 
high scores representing high levels of job satisfaction 
(Kuzgun et al., 2005). 

As a result of the reliability-validity analysis of the scale, 
the researchers calculated the general reliability coefficient 
(Cronbach’s Alpha) as 0.90; 0.91 for the first subscale of scale 
and 0.75 for the second dimension. The appropriateness of the 
Occupational Satisfaction Scale for this study was investigated 
by using an Alpha model with an item analysis based on their 
reliability. The reliability of the scale based on the alpha (α) 
coefficient is evaluated as follows. 

The scale / dimension is not reliable if 0.00 ≤ α <0.40, 
If 0.40 ≤ α <0.60, then scale / dimension reliability is low, 

If 0.60 ≤ α <0.80 then the scale / size is quite reliable 
If 0.80 ≤ α <1.00, the scale / dimension is highly reliable 

(Kalayci, 2006; Karagoz, 2016). 

Table 2 presents the result of the reliability analysis for the 
Occupational Satisfaction Scale. 

Table 1. Frequency and percentage distributions of 
employees’ demographics 

Variable Group f % 

Gender 
Woman 111 51.2 

Man 106 48.8 

Age 

15-24 21 9.7 
25-34 115 53.0 
35-44 54 24.9 
45-54 17 7.8 
55-64 10 4.6 

Education Level 

Elementary-Middle School 4 1.8 
High School 22 10.1 

Undergraduate and 
Graduate Programs 191 88.0 

Marital Status 
Married 113 52.1 
Single 104 47.9 

Working experience 

Less than 1 year 16 7.4 
1-5 Years 57 26.3 
5-10 years 66 30.4 

10-15 years 35 16.1 
15 years and more 43 19.8 

The number of Times 
Changed Jobs over the 

Years.  

0-3 times 161 74.2 
4-7 times 48 22.1 

8-10 times 8 3.7 

The duration of 
employment 

with the current Job  

Less than 1 year 66 30.4 
1-5 years 77 35.5 

5-10 years 45 20,7 
10-15 years 15 6,9 

15 years and more 14 6,5 

Job Sector 
Public Services 56 25,8 

Private Companies 161 74.2 

Income from Current 
Job 

1500-3000 76 35.0 
3001-4500 76 35.0 
4501-6000 34 15.7 

6000 and more 31 14.3 
 

Table 2. The result of the reliability analysis of Occupational Satisfaction Scale 

Item Item-Total 
Correlation 

Cronbach’s Alpha When 
the item is cleared  

01. Would you like to enter the same profession if you come to the world once again? 0.731 0.904 
02. Do you find your job important and meaningful? 0.708 0.905 
03. Would you recommend your profession to others? 0.715 0.905 
04. Would you ever say, I wish I would be someone who does another job?  0.606 0.908 
05. Do you think your profession allows you to develop? 0.639 0.907 
06. Are you coming to your workplace enthusiastically?  0.733 0.905 
07. Would you try to learn something new about your job? 0.561 0.910 
08. Are you doing a job that is appropriate for your educational background in your workplace? 0.550 0.909 
09. Do you feel unhappy and bored at the end of the business day? 0.471 0.911 
10. At a moment when you have the chance, would you think about changing your job?  0.613 0.908 
11. Would you think of retiring early and focus mostly on your own personal life? 0.512 0.912 
12. When you meet your colleagues, do you ask how they do their work?  0.307 0.912 
13. Would you participate in seminars, congresses to increase your professional knowledge? 0.422 0.912 
14. Do some obstacles in your workplace prevent your desire to work? 0.398 0.912 
15. Do you think your job suits your skills? 0.646 0.907 
16. Would you follow the publications on your profession? 0.568 0.909 
17. Are you struggling with the obstacles you face while working in your profession?  0.317 0.910 
18. Do you think your work fits your personal interests?  0.754 0.904 
19. Has there been a moment where you think that “I should change my profession”?  0.683 0.906 
20. Do you attempt to increase your knowledge in your profession? 0.438 0.912 
The reliability coefficient of Occupational Satisfaction Scale (α)  0.913 
* inverted (negative) items 
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The general reliability coefficient of the scale (Cronbach’s 
Alpha) was found to be α = 0.913. This rate indicates that the 
level of reliability among items of scale is very high There is 
also a sufficient relationship between the items of the scale 
and overall scale (item-total correlation between .307 and 
0.754). After the item analysis for the Occupational 
Satisfaction Scale, the level of reliability was found sufficient 
for this research. 

Data Analysis 

All of the data gathered through the ‘‘Personal Information 
Form ‘‘ and ‘‘ Occupational Satisfaction Scale’’ from those who 
participated in the study to investigate the job satisfaction 
levels according to the employees’ existing jobs and the data 
were analyzed by the SPSS 23.0 for Windows statistical 
package program. Before the data was analyzed, data obtained 
from the patients participating in the study are within the 
limits set by the survey and had any mistakes and deficiencies. 
Then, based on the applicability to the purpose of the study 
and the research questions, the normal distributions of the 
data groups were examined by looking at Kolmogorov-
Smirnov (K-S) test results and the kurtosis-skewness values for 
the selection of the statistical analyzes. 

For the research questions of the study, independent 
groups of parametric tests were investigated by t-test to find 
out whether there was any difference between job satisfaction 
levels based on the gender, marital status and working sector 
of the employees. One-way analysis of variance (ANOVA) of 
parametric tests was conducted to investigate whether there 
was a meaningful difference between the job satisfaction of the 
workers based on their current job. The non-parametric 
Kruskal-Wallis test was used to determine whether there was 
a significant difference between the job satisfaction levels 
according to the age, education status, working experience, 
number of jobs changed and the duration of employment with 
the current job. The significance level was accepted as .05 in 
all statistical calculations. 

FINDINGS AND DISCUSSIONS 

In this sub-section of the study, the level of job satisfaction 
of the employees was examined first in general and then 
through differentiated analysis based on demographic 
characteristics of the employees. 

One-dimensional Occupational Satisfaction Scale with 20 
items as the Likert type with 5 is evaluated between ‘Never’ (1) 
and ‘Always’ (5) by the individuals participating in the study. 
The total score can be taken from the scale ranges from 20 to 
100, and the high total score shows high job satisfaction. The 
lowest job satisfaction total score was found to be 28.00 and 
the highest job satisfaction was 99.00, and the average job 
satisfaction total score 𝑋̅ was calculated as Job Satisfaction = 
69.80 ± 15.11. This value indicates that the level of job 
satisfaction of the participants is not low but not too high. 

The following is an analysis of whether the level of job 
satisfaction varies according to the demographic 
characteristics of the employees. 

It was found that there is a significant difference between 
male and female workers’ job satisfaction levels and this 
difference is found to be in favor of female employees (Table 
4). When the average scores of the groups are examined, it is 
seen that female employees’ job satisfaction levels are higher 
than male employees. 

It was found that the level of job satisfaction of the 
employees participating in the research showed a significant 
difference according to the age variable (Table 5). The level of 
job satisfaction of workers in the 15-24 to 25-34 age group is 
significantly lower than that of the 45-54 age group. 

According to the non-parametric Kruskal-Wallis H test 
that is used to find out whether job satisfaction levels (scores) 
show a significant difference based on educational level, it was 
found that there was no significant difference between the 
levels of job satisfaction based on educational attainment for 
the employees participating in the survey (p> .05) (Table 6). 

Table 3. Descriptive statistics on job satisfaction levels of employees (N=217) 
Scale Possible Point Score Lowest Score Highest Score 𝑿̅ Ss 

Job Satisfaction 20.00-100.00 28.00 99.00 69.80 15.11 
 

Table 4. T-test to find out whether employees’ job satisfaction levels (scores) differ by gender (N=217) 

Score Gender 
Descriptive Statistic  t-test 

n 𝑿̅ ss  t sd p 

Job Satisfaction 
Woman 111 72.81 14.30  3.06 215 0.002** 

Man 106 66.64 15.37     

**p<.01 

Table 5. Kruskal-Wallis test to find out whether the level of job satisfaction (scores) of employees varies according to age (N=217) 

Score Age 
Descriptive Ist. Kruskal-Wallis 

M-W 
n Average in Sequence. X² sd p 

Job Satisfaction 

15-24 (1) 21 97.00 18.30 4 0.001** 1.2 ile 4 
25-34 (2) 115 98.87     

35-44 (3) 54 113.30     

45-54 (4) 17 162.59     

55-64 (5) 10 136.35     

**p<.01 
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It was found that there was a significant difference between 
job satisfaction levels of married and single employees and this 
difference was found to be in favor of married employees 
(Table 7).  When the average scores of the groups are 
examined, it is seen that the level of job satisfaction of married 
employees is higher than single employees. 

It was found that the level of job satisfaction of the 
employees participating in the research showed a significant 
difference according to the variable of total working years 
(work life) (Table 8). The level of job satisfaction of employees 
with 1-5 years working experience is lower than employees 
who have 15 years or more years of working experience. 

According to the non-parametric Kruskal-Wallis H test 
that is used to find out whether job satisfaction levels (scores) 
show a significant difference based on the number of job 

changes over the years, it was found that there was no 
significant difference between the job satisfaction levels based 
on the number of jobs held (p> .05) (Table 9). 

According to the non-parametric Kruskal-Wallis H test 
that is used to find out whether job satisfaction levels (scores) 
show a significant difference based on the duration of 
employment in the current job, it was found that there was no 
significant difference between the job satisfaction levels of the 
employees (p> .05) (Table 10). 

There was no significant difference between the job 
satisfaction levels of the employees according to the 
independent groups’ t-test (p> .05) (Table 11) that was 
employed to find out whether the employees’ job satisfaction 
levels differed significantly according to the sectors they 
worked in. 

Table 6. Kruskal-Wallis test to find out whether the level of job satisfaction (scores) of employees varies according to educational 
level (N=217) 

Score Educational Level 
Descriptive Statistic Kruskal-Wallis 

M-W 
n Average in Sequence. X² sd p 

Job Satisfaction 
Elementary-Middle School 4 66.63 3.91 2 0.141 - 

High School 22 91.64     

Undergraduate and Graduate 191 111.89     
 

Table 7. Kruskal-Wallis test to find out whether the level of job satisfaction (scores) of employees varies according to marital 
status (N=217) 

Score Marital Status 
Descriptive Statistic t-test 

n 𝑿̅ ss t sd p 

Job Satisfaction 
Married 113 72.88 14.41 3.20 215 0.002** 
Single 104 66.44 15.21    

**p<.01 

Table 8. Kruskal-Wallis test to find out whether the level of job satisfaction (scores) of employees varies according to working 
experience (N=217) 

Score Working years 
Descriptive Statistic Kruskal-Wallis 

M-W 
n Sequence Average. X² sd p 

Job Satisfaction 

Less than one year (1) 16 106.66 10.23 4 0.037* 2 ile 5 
1-5 years (2) 57 97.39     

5-10 years (3) 66 103.14     

10-15 years (4) 35 107.49     

15 years and more (5) 43 135.49     

*p<.05 

Table 9. Kruskal-Wallis test to find out whether the level of job satisfaction (scores) of employees varies according to the number 
of jobs changes over the years (N=217) 

Score Number of Jobs Changed 
Descriptive Statistics Kruskal-Wallis 

M-W 
n Average in Sequence. X² sd p 

Job Satisfaction 
0-3 times 161 106.87 1.64 2 0.440 - 
4-7 times 48 118.42     

8-10 times 8 95.38     
 

Table 10. Kruskal-Wallis test to find out whether the level of job satisfaction (scores) of employees varies according to the 
duration of employment with the current Job (N=217) 

Score Duration of Employment in 
the Current Job 

Descriptive Statistics Kruskal-Wallis 
M-W 

n Average in Sequence X² sd p 

Job Satisfaction 

1 year or less 66 101.05 3.15 4 0.532 - 
1-5 years 77 108.88     

5-10 years 45 110.38     

10-15 years 15 121.23     

15 years or more 14 129.57     
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It was found that the level of job satisfaction of the 
employees showed a significant difference according to the 
income variable that shows employees’ monthly earnings in 
the current job (Table 12). Employees with monthly income 
between 1,500.00-3,000.00 TL and 3,001.00 -4,500.00 TL have 
lower job satisfaction levels than employees whose income is 
higher than 4,501.00-6,000.00 TL and more than 6,000.00 TL. 

RESULTS AND FINDINGS 

Individual and organizational factors are the main 
determinants of job satisfaction level, according to the 
findings of this research. As a result, when the job satisfaction 
levels of the employees were evaluated in this research, it was 
revealed that the job satisfaction levels, in general, were 
moderate, not showing extremes on either end of the 
satisfaction scale. 

In addition, the educational status of the employees, the 
number of jobs changes they made, the duration of 
employment at the current job, and the sector they are working 
do not cause a significant difference in their job satisfaction 
scores. 

By the way, the study revealed that the level of job 
satisfaction of female employees is significantly higher than 
male employees. The level of job satisfaction among workers 
in the 45-54 age group is significantly higher than the 15-24 
and 25-34 age group. The study shows that the level of job 
satisfaction of married employees is significantly higher than 
single employees. Employees who have been working for 15 
years or more are found to have significantly higher job 
satisfaction levels than employees who have been working for 
1-5 years. It is seen that the level of job satisfaction of 
employees whose income is higher than 4,501.00-6,000.00 TL 
and 6,000.00 TL is significantly higher than employees whose 
income is 1,500.00-3,000.00 TL and 3,001.00-4,500.00 TL. 

Finally, the study suggests that individuals as well as 
organizations have obligations for job satisfaction. Individual 
accomplishments have a positive impact on the organizational 
success. For this reason, in addition to providing all the factors 
necessary to fulfill employees’ job satisfaction, during the 
recruitment process, organizations should hire people who 

meet the qualifications required by the position, implement 
training and development processes, and also generate career 
plans that empower job satisfaction of employees. When 
individuals work on their career plan, they should choose the 
right job for their competencies in order to maintain a 
productive, happy and, a healthy working life. 
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