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Abstract

Purpose — This study aims to highlight the differences between the public and foundation
universities determining the level of job satisfaction of academic personnel working at vocational
schools within the body of public and foundation universities in Turkey.

Design/methodology/approach — In the present study, the questionnaire developed by Ardic and
Bas and used in a similar study is taken as the basis for this study. Some amendments have been made
to the instrument. The reliability of the questionnaire was evaluated using the Cronbach alpha
coefficient and some statistical methods such as independent samples ¢ test and chi-square test
depending on the data. Differences of opinion based on demographic characteristics are presented
giving the frequencies and percentages of demographic characteristics of the data.

Findings — Three questions were focused on in the present study: the first is to present the most
important factor affecting the job satisfaction or dissatisfaction of the academic personnel working at
the public and foundation universities; the second is to determine whether there is a difference between
public and foundation universities and the third is to set forth the reasons of these differences, if any.

Research limitations/implications — The current study selected 12,160 academic personnel
throughout Turkey and the questionnaire was used as a data collection instrument. The instrument
could not be delivered to all the personnel. This is because it was not possible to have access to the
e-mail addresses of some of the academic personnel, some of the e-mail addresses were not in use or out
of date while some personnel do not use the internet.

Originality/value — The aim of this study is to determine job satisfaction level of academic
personnel working in vocational high schools operating under the umbrella of state and foundation
universities, which offer educational services in Turkey. Since no study is encountered as a result of
the literature survey made, that addressed especially the level of the job satisfaction of the academic
staff working in the vocational schools in Turkey in a way to cover all public and foundation
universities, such a study was made for the purpose of removing the deficiency in this subject.
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1. Introduction

Current intense competition has forced institutions to make various changes to their
approach to delivering their strategy. Efficiency and effectiveness of workers within
the enterprise is largely dependent on workers’ job satisfaction level. Therefore, it is
important on the part of institutions to determine factors influencing job satisfaction
and make efforts to improve those factors. A person with no job satisfaction may
complain about many factors such as actual working conditions, tools used in work,
benefits obtained from the job, lack of appreciation and social prestige.

Educational/training institutions are an example of where employees should have
high job performances. Higher efficiency of the educational institution and the ability
to enable lecturers work in a peaceful environment important and, if necessary,
adjustments should be made to ensure such conditions. It is observed that, based on
current economic conditions, personnel working in educational institutions either
resign, or they start to work in another job in addition to being a lecturer. This is likely
to reduce educational quality and undermines the goal of a workforce with desired
qualifications (Isikhan, 1996, p. 117).

Fulfilling the job satisfaction of academic personnel working at vocational high
schools is very important considering the contributions made by academicians both to
their lives and the students educated by them and the institution where they work.
This current study was conducted to determine the job satisfaction level of academic
personnel working in vocational high schools operating under the umbrella of state
and foundation universities, which offer educational services in Turkey, and to reveal
the differences between two groups and the underlying reasons for these. In the study,
definitions of job satisfaction were primarily addressed and brief information was
provided on vocational high schools operating in Turkey and later, findings, methods
and analyses of the study are described.

Since no study was encountered in the literature survey that particularly addressed
the level of the job satisfaction of the academic staff working in the vocational schools
in Turkey in a way to cover all public and foundation universities, the study was
carried out for the purpose of filling this gap.

2. Job satisfaction

Many different definitions are offered by many authors for the concept of job
satisfaction. The underlying reason is that there are many factors influencing or
forming the job satisfaction of any individual and the definitions are largely based on
those factors (Bozkurt and Bozkurt, 2008, p. 2).

It is about determining how satisfied an employee is with her/his job. Cranny, Smith
and Stone (1992) defined this as the emotional reaction of the employee to the job by
suggesting that there is clear consensus on the definition of job satisfaction. To clarify,
job satisfaction is possible if material and non-material rewards are equal to realized
ones in a workplace, while job dissatisfaction will be the case if the realized level does
not align with the expectations. Likewise, a subject will have the expectation that when
he/she takes a position in an organization, and he/she will be satisfied with the job and
the position and her/his productivity and performance will increase as long as baseline
expectations are met (Nelson and Quick, 1995, p. 116).

People want to present and realize their personal potential. Any adverse condition
or perception hindering realization will lead to job dissatisfaction and accordingly to



psychological problems and complaints (Tanriverdi, 2006, p. 1). Job satisfaction
increases productivity, while job dissatisfaction will decrease the productivity and
performance of the employee. Lower job satisfaction of employees in organizations or
in other words, the presence of job dissatisfaction will not only cause personal negative
outcomes. When organizational outcomes are considered, several adverse events will
be experienced including lack of desire to go to work, resigning, feeling of inadequacy,
inability to cooperate, vocational errors, desire to quit the job, making wrong decisions
and decreases in quality and quantity of outputs (Dilsiz, 2006, p. 39).

One of most important factors of the modern administration approach is job
satisfaction, which has several managerial and behavioral outcomes. The best
indicator of labor problems in an organization is the decrease in job satisfaction. Job
dissatisfaction weakens the immunity system of the organization resulting in
decreased reaction or no reaction to internal and external threats. Similarly, it is known
that there is a close relationship between physical and mental health of employees and
job satisfaction. The job dissatisfaction of employees may result in mental and
physical behavioral disorders. Job dissatisfaction causes emotional and nervous
disorders including but not limited to insomnia, lack of appetite, emotional burnout
and disappointment. In conclusion, it may be speculated that job dissatisfaction causes
many symptoms by creating vicious cycles in employee’s lives (Miner, 1992, p. 119).

Factors influencing job satisfaction can be divided into three groups of factors,
namely, internal, external and personal factors:

(1) Internal factors involve the principal features of the job. These include diversity
of skills required for the job, job identification, implication of the job,
self-government awarded to the employee when the job is done and feedback on
performance. If the job fulfills those requirements, the employee will feel greater
satisfaction and take responsibility. Job satisfaction leads to motivation and
increased performance lower absenteeism and labor turnover.

(2) External factors are related with conditions such as pay, physical working
conditions, promotion conditions, relations with superiors and peers, creativity,
occupational safety, organizational culture and organization structure. In
addition to five features of internal factors, the content of external factors will
ensure stronger job satisfaction. Those features are largely determined
according to organizational policy, corporate culture and social conditions.

(3) Personal factors involve demographics (gender, age, terms of office and
education level etc) and qualifications such as personality, incentive,
knowledge and skills (Ceyhun and Ozaydin, 2009, p. 49).

The subject going out to work has a particular personality and mental structure which
originate from life and socialization experiences gained so far. This structure is
expressed as “expectations from work life”. The beginning of work life is the process
involving both the subject’s expectations from workplace and workplace’s
expectations from the subject. A part of those expectations is illustrated in Table I
(Aytag et al, 2001, p. 58).

Moorhead and Griffin (1998) collected factors leading to job satisfaction or
dissatisfaction under three titles, as it can be seen in Figure 1: organizational factors,
group factors and personal factors. If those factors are considered for academicians,
organizational factors include any and all types of economic rewards awarded by the
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Table 1.
Personal and institutional
expectations

management of the university to academicians (particularly wages), structure and
managerial policies of the university, communication, promotion opportunities and
technologies and working conditions. Group factors include vertical relationships
which are also referred to as hierarchical relations within the university and horizontal
relationships referring to relationships with other staff of similar status. Social
relations in the workplace play a significant role in job satisfaction. Personal factors
are about different characteristics of academicians including, but not limited to,
personality, attitude, skills and experience, age, gender, education, requirements and
expectations. (Aytac et al, 2001, p. 63).

A university is an education and training facility where scientific activities are
performed and students are offered skills in scientific thinking in addition to vocational
training and thus, lecturers of universities are involved in academic processes where
these requirements must meet expectations. These include:

« Having a good level of income in exchange for doing an academic job.
+ Having labor protection.

* The university is equipped with modern tools and materials as well as all
advanced technologies.

Expectations of the subject from the work place Expectations of organizations from subjects
Wage An honest day’s work

Personal development opportunity Organizational loyalty

A good job definition and approval Initiative, assertiveness

Safety and environmental benefits Compatibility to organizational norms
Friendship and support from peers Job activity

Clear and correct effort Flexibility and willing to learn and develop

Source: Kotter (1973)

Figure 1.

Underlying reasons of job
satisfaction or
dissatisfaction

The reasons of job
satisfaction or dissatisfaction

L Group Organizational Parameters:
Organizational Parameters:
e Parameters: 1. Needs
- vage s 1. Workmates 2. Requests
2. Promotion chances 2. Atitude of o

3. Qualification of Work
4. Policies

Source: Moorhead and Griffin, 1989, (p: 89), cited by Ozkalp E., Kirel C.,
“Organizational Behavior” (1997)



+ An environment enabling good relationships with workmates.
+ Ability to have academic titles and opportunity for promotion.
+ The job is well regarded by every sections of the society.

+ Being well regarded as a lecturer.

+ Having the opportunity to develop personal knowledge, skills and experiences
(Aytac et al, 2001, p. 61).

3. Vocational colleges in Turkey

Vocational and technical education starts at level of secondary (high school) schools in
Turkey. Vocational and technical schools (at secondary level) are affiliated to the
Ministry of Education (MoE). Pursuant to Law No. 2547 (2547/31), a vocational high
school (VHS) is a college which aims to train and educate the intermediate labor force
for particular professions and offers four-year education and training. VHS provide
two-year degrees. The first, vocational high schools were opened in the education year
1974-1975 under the umbrella of the Ministry of Education and later, they became
affiliated to universities in 1981. Accordingly, they were covered by the Committee of
Higher Education. Vocational High Schools can be grouped into three types including
Vocational High School, Foundation Higher Education Institute’s VCS and other VCS
(Gunay and Gunay, 2010):

(1) VCS = State University’s VCS + Foundation Higher Education Institute’s
VCS + Other VCS.

(2) Foundation Higher Education Institute’s VCS = Foundation University’s
VCS + Foundation’s VCS.

(3) Other VCS = Police VCS + Sergeant VCS (affiliated to Turkish Armed Forces).

In addition to these VCSs which are established under 13 different names, there are
Police VCS which are affiliated to General Directorate of Security and there are
Sergeant VCS which are affiliated to Turkish Armed Forces and these last two VCS are
not under the umbrella of the Higher Education Council. These are referred as “Other
VCS”. Number of Other VCS is 31 as of Year 2010.

The number of lecturers working in vocational high schools was 12,160 as at 2010.
As can be seen in Table II, the percentage of lecturers working in State University’s
VCS is 76 percent, while corresponding figure is 10 percent for Foundation University’s
VCS, 1 percent for Foundation’s VCS and 13 percent for other VCS.

VCS type VCS quantity Number of lecturers employed Percentage of total
State University’s VCS 586 9,209 76
Foundation University’s VCS 349 1,235 10
Foundation’s VCS 9 169 1
Other VCS 31 1,547 13

Total 660 12,160 100
Source: 5VHSmt.sdu.edu.tr/doc/prof.dr.durmus_gunay_acilis_konusmasi.ppt

Job satisfaction
of academic staff

189

Table II.

Number of lecturers per
type of VCS as of

year 2010




QAE
22,2

190

4. Literature review

When the studies made previously about the subject were analyzed, it was detected
that the studies with respect to this subject addressing the levels of job satisfaction of
the academic staff working in the universities were generally limited to the academic
staff working in one or a few universities or they consider a few variables related to job
satisfaction. The distinctive feature of this study was its coverage of all vocational high
schools of the foundation and public universities operating in Turkey and the
consideration of all variables which have an influence on job satisfaction.

There are a number of studies related to the measurement of the level of the job
satisfaction of the academic staff. As the number of the studies related to the subject is
high, some of the studies published in the last three years are now mentioned briefly.

Aksu (2012) examined the job satisfaction levels of 114 personnel working in Bursa
Police College and the demographic variables affecting job satisfaction. In general,
there is a high level of job satisfaction. Significant differences were detected between
the state of education and the variables of status and job satisfaction. In contrast with
this, no significant interaction could be found between the variables of sex, age, marital
status, seniority, rewarding and branch and the mean general satisfaction.

Naktiyok and Kaygin (2012) tried to determine the levels of burnout and job
satisfaction of the Caucasian University. As a result of their studies, with respect to job
satisfaction, the levels of the quality of the job and job safety were detected to be
satisfactory and salary, human relations, working conditions and promotion levels
were found to be partially satisfactory.

Sikklar et al. (2011) researched the job satisfaction and emotional burnout of the
academic staff of the Osmangazi University and Anadolu University using gender and
academic staff level. According to the results obtained from the study, it was
established that there were not any relationships between the increase in the level of
the academic staff and performance and reward, and that this opinion was supported
by the male academicians. With regard to the expression “regarding oneself as a part of
the team” male academicians do not regard themselves as a part of the team, and
females were found not to support that view and they demonstrated medium level
participation.

Berberoglu and Saglam (2010) tried to determine the current levels of the burnout
and job satisfaction of the academic staff in vocational high schools, the factors
affecting these and the precautions which must be taken, by keeping the academic staff
who work in the vocational high schools in the eastern Black Sea Region within the
scope. They found significant differences between the age groups and the education
level and the burnout level. Moreover, the level of the job satisfaction played an
important role in the determination of the burnout level and the increase in job
satisfaction of the academic staff decreases the burnout level.

Ciivilidag and Sargin (2013) examined data on 279 male and 250 female participants
among the academician groups in Turkey. This study analyzed academics’ job
satisfaction and clustering levels in terms of gender, type of university and title
variable and to identify whether there is a relation between clustering and job
satisfaction levels or not. Results indicated that clustering and job satisfaction did not
show a significant difference in terms of gender. However, it was determined that the
academics in state universities were exposed to clustering more than at foundation
universities. Other results were that the job satisfaction of academics in foundation



universities was higher than that of those in state universities. The research assistants
were exposed to clustering more than other academics. Professor with Doctorates have
more job satisfaction levels than the others.

Raza (2012) tried to present the relation between job satisfaction and occupational
stress in the faculty using universities in the state of Punjab as a base. The aims of the
study were to examine the overall stress level of the faculty, to present the effects of the
various factors on the job satisfaction, to realize the overall level of the job satisfaction
of the faculty, and to examine the relation between occupational stress and job
satisfaction. The results showed that most of the academicians (teachers) do not
perceive the occupational stress as a great problem in the university environment.
According to them, the factors making a great contribution to the job satisfaction are
the factors related to the management. Finally, the conclusion obtained from the study
was that there was an insignificant relation between occupational stress and job
satisfaction.

Saba (2011) made a study in order to measure the level of job satisfaction of
academic staff in Bahawalpur College. According to the study, important factors which
have influenced job satisfaction were working on their own account, salary, promotion
opportunities, working conditions, occupational safety and work colleagues. Simple
ratios showed that academic staff were satisfied more with working on their own
account, salary, working conditions, occupational safety and work colleagues and less
with promotion opportunities.

Malik (2011) made his study using 120 faculty members in Balochistan University
as a base. The major purpose of this study was to examine factors affecting job
satisfaction of faculty members at the University of Balochistan using Herzberg’s job
motivator and hygiene factors. The results of this study were as follows: the faculty
members were generally satisfied with their jobs. However, male faculty members
were less satisfied than the female faculty members. The factor “work itself” was the
most motivating aspect for faculty. The least motivating aspect was “working
conditions”. The demographic characteristics (age, years of experience, academic rank,
degree) were negligibly related to overall job satisfaction.

Ssesanga and Garrett (2005) conducted a study to research the factors contributing
the satisfaction and dissatisfaction of academic staff in higher education in the
developing world. A total of 182 participants from two universities in Uganda
constituted the scope of their study. This study reported that the behaviors, the control
and the teaching of work colleagues of the teaching assistants are more common
factors for the estimation of their satisfaction related to their internal appearance.

Okpara et al. (2005) researched the effects of sex on the job satisfaction of the
academicians in the USA. According to the findings obtained, the sex differences were
obvious on the job satisfaction of the university academicians. While female
academicians had higher satisfaction regarding the job and working colleagues, male
academicians had higher satisfaction regarding salary, promotion, control and overall
job satisfaction. The results showed that the difference was statistically significant.

Kiskii (2001) conducted research with 191 academicians in the most established and
institutional public university in Istanbul. The aim of the study was to research the
level of the academic personnel in the public university. According to the results of the
study, although the satisfaction levels along various dimensions were not high, the
“Professional satisfaction” and the “Institutional job satisfaction” were the factors with
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which most of the participants were satisfied. These factors had a positive influence on
the overall satisfaction levels of the employees.

5. Study methodology

5.1 Aim of the study

This study aimed to highlight the differences between the public and foundation
universities by determining the level of job satisfaction of academic personnel working
at the vocational schools within the body of public and foundation universities in
Turkey.

5.2 Limitations and hypothesis of current study

The current study included a population of 12,160 academic personnel throughout
Turkey and the questionnaire form used as a data collection instrument could not be
delivered to all the personnel. This is because it was not possible to have access to the
e-mail addresses of some of the academic personnel, some of the e-mail addresses were
not in use, or updated and besides, some personnel do not use the internet.

Three questions were focused on in this study: The first question was to establish
the most important factors affecting the job satisfaction or dissatisfaction of the
academic personnel working at the public and foundation universities; the second was
to determine whether there was a difference between public and foundation
universities and the third was to set forth the reasons, if any, for these differences.

5.3 Scope of current study

The population for the present study comprised of 12160 (Table II) academics working
at the Vocational Schools of Higher Education (VHS) in Turkey. The e-mail addresses
of 1,216 academics, which constituted 10 percent of total, were randomly selected,
sending the questionnaire to their e-mail addresses (given in the web-site of the
universities they work in); however, some of the e-mails failed to be delivered (either
because the e-mail address was not in use or the mailbox was full). The number of
questionnaires completed was 320 and a sufficient number at 5 percent level of
significance is obtained (Aytac et al, 2001, p. 103). Hence, 2.5 percent of all the
academics working in Vocational Schools of Higher Education (VHS) were included in
the present study. The questionnaires were filled in January and February 2011. The
analyses were carried out using SPSS 17.0.

5.4 Research method

In the present study, the questionnaire form developed by Ardic and Bas (2001), and
used in a similar study was taken as a basis and some modifications were made to the
form. 85 questions in total were included in the questionnaire, eight of which were
about demography and 77 of which were about the opinions of academics on their
professional lives. The opinion questions were measured using five point Likert scale
(1 = Strongly disagree,... 5 = Strongly agree). Factor analysis was used to reveal the
real causes lying behind a number of characteristics which were measured and
observed i.e. the hidden dimensions which cannot be observed and measured (Hair
et al., 1998, pp. 95-97). The reliability of the questionnaire was evaluated by considering
the Cronbach alpha coefficient and some statistical methods such as independent
samples t tests and chi-squared tests were used depending on the data to establish



statistically significant differences of opinion based on demographic characteristics by
analysing the frequencies and percentages relating to the demographic characteristics.

5.5 Findings of the present study

According to the reliability analysis results of the questionnaire, the Cronbach’s Alpha
Coefficient was found to be 0.80, which shows that the questionnaire was very reliable
(Nakip, 2006, p. 146). The demographic characteristics of the participants are given in
Table IIL

Frequency Percent
Type of VCS
State University’s VCS 240 75
Foundation University’s VCS 80 25
Relevant program
Financial and administrative programs 122 38.1
Technical programs 142 44.4
Healthcare-related programs 29 9.1
Other 27 8.4
Staff
Lecturer 55 171
Instructor 245 76.6
Researcher 20 6.3
Gender
Female 132 41.2
Male 188 58.8
Age
21-30 years 99 309
31-40 years 111 34.7
41-50 years 81 25.5
Over 51 years 29 89
Terms of service in VCS where respondent currently works
1-5 years 181 56.6
6-10 years 56 175
11-15 years 45 14.1
16-20 + years 38 11.8
Do you have any income other than hourly pay?
Yes 20 6.2
No 300 93.8
Your foreign language level
I do not know any foreign languages 19 5.9
I cannot easily understand your article 64 20
I can understand your article 123 385
I may write an article in a foreign language in my field 49 15.3

I may write an article in a foreign language in my field and
I can present my article at conferences 65 20.3
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Table IV.
Eigenvalues and
variances of factors

5.6 Relations analyses
In this part of the present study, the opinion questions consisting of 58 statements in
the questionnaire form were subjected to factor analysis. One of the important things in
factor analysis is the sample size. Sources suggest that the number of observation
should be four to five times the number of variables; when it is four times, it could be
regarded as very good and when it is five times, it is accepted as ideal (Malhotra, 1996,
p. 647). There are 58 statements included in the factor analysis and the sample size is
five times the number of variables, 320 people. The result of the KMO test (helps
measure the sampling adequacy) must be 60 percent or higher. In the present study,
KMO value was found to be 90 percent, Bartlett’'s Test of Sphericity level of
significance prove to be 0.000 and thus, the present study was found to be statistically
significant. As a result of the factor analysis, 12 factors in total were obtained by
selecting the factors with eigenvalues values equal to 1 and higher among 58
statements and the Eigen values and variances of these factors are given in the Rotated
Component Matrix (It is noted in the Table of the Rotated Component Matrix in the
Appendix (Table Al), which shows the variables included by those 12 factors). While
one of the methods used in calculating the number of factors is to consider the factors,
the Eigen value of which is 1 and more, another way of determining the number of
factors is to see the variance ratio. It is suggested that the factors be modeled until the
cumulative variance reaches a satisfactory level. This ratio is 60 percent or more in
social science-related studies (Nakip, 2006, p. 432). In Table IV, it was observed that
there are 12 factors, the Eigen values of which is more than 1 and their cumulative
variance is 64.3 percent.

The factors were named based on the common characteristics of the variables that
they included. Accordingly, the names of 12 factors were as follows:

(1) Managerial environment and communication.
(2) Reliance on the leader.
(3) Relationships with workmates.

Rotation sums of squared loadings

Component Total Percentage of variance Cumulative percentage
Managerial environment and communication 6.512 11.037 11.037
Reliance to the leader 6.102 10.343 21.380
Relationships with workmates 4.198 7.115 28.495
Quality of work 3.925 6.653 35.148
Technical support 2.724 4618 39.766
Social benefits 2.449 4151 43917
Extra workload 2.069 3.507 47.424
Academic dissatisfaction 2.057 3.486 50.910
Free working environment 2.032 3444 54.354
Wage 2.031 3.443 57.797
Academic support 2.021 3.426 61.222
Concern to become unemployed 1.806 3.061 64.283

Note: Extraction method: Principal component analysis; 12 components extracted




Quality of work.

Technical support.

Social benefits.

Extra workload.

Academic dissatisfaction.

Free working environment.

(10) Wages.

(11) Academic support.

(12) Concern about becoming unemployed.

A total of 64.283 percent of the job satisfaction is explained by the 12 factors and
“Managerial environment and communication”, “Reliance on the leader”,
“Relationships with workmates” and “Quality of work” factors were the factors
which provided highest contribution. It is noted in Table IV that the contribution of
“Extra workload”, “Academic dissatisfaction”, “Free working environment”, “Wages”,
“Academic support”, and “Concern about becoming unemployed” to the explanation of
job satisfaction is less.

As there are two independent groups, the independent sample t test was used in
researching whether there is a difference between the academics working in public and
foundation universities based on 12 factors that affect the job satisfaction of academics.
The results are given in Table V.

The participants were administered questions on their academic environment and
whether there is a difference between the academics working in public and foundation
universities was tested using the independent samples t test based on these questions
and the results included in Table VI were obtained.

The academics working in foundation universities stated that being an academic is
not attractive, the course load is too much, they cannot find time for their own
academic studies, they were not free during out-of-class time, they had difficulty in
taking time-off and lecturing in other institutions, their teaching performance was not
appreciated, their universities did not sufficiently encourage them to take part in
scientific congresses and symposiums and did not financially support them and they
cannot decide how long they taught in a class, while academics working in public
universities gave more positive answers to these questions.

The academics working in public universities stated that the attitudes and
behaviors of students demotivated them in their teaching. The opinions of academics
on the universities they work for are presented in Table VIL

The opinions of the academics on several issues about the university they still work
in were received and the results are presented in Table VIII accordingly. In the present
study, it was also found that there are striking differences between the opinions of the
academics working in public and foundation universities. While 55 percent of the
academics working in public universities answered the question “How do you find
your VHS’s performance in general?” As bad/very bad, this ratio in foundation
universities is 25 percent. While 75.8 percent of the academics working in public
universities answered the question “Are you content with working in this university in
general?” as not content and strongly not content, 30 percent of the academics working
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t Sig. (two-tailed) Decision

There is no difference between views of lecturers working
in state and foundation universities in terms of

managerial environment and communication factor 1.302 0.194 Not accepted
There is difference between views of lecturers working in
196 state and foundation universities in terms of managerial
environment and communication factor 0.268 0.789 Not accepted
There is difference between views of lecturers working in
state and foundation universities in terms of relationships
with workmates factor — 3455 0.001 Accepted
There is difference between views of lecturers working in
state and foundation universities in terms of work quality
factor —1.810 0.071 Not accepted
There is difference between views of lecturers working in
state and foundation universities in terms of technical
support factor 5.498 0.000 Accepted
There is difference between views of lecturers working in
state and foundation universities in terms of social
benefits factor 3.263 0.001 Accepted
There is difference between views of lecturers working in
state and foundation universities in terms of extra work
load factor —1.397 0.163 Not accepted
There is difference between views of lecturers working in
state and foundation universities in terms of academic
dissatisfaction factor 3.345 0.001 Accepted
There is difference between views of lecturers working in
state and foundation universities in terms of free working
environment factor 0.954 0.341 Not accepted
There is difference between views of lecturers working in
Table V. state and foundation universities in terms of wage factor 0.025 0.980 Not accepted
Differences between state There is difference between views of lecturers working in
and foundation state and foundation universities in terms of academic
universities with regards  support factor 1.060 0.290 Not accepted
to 12 factors influencing  There is difference between views of lecturers working in
job satisfaction of state and foundation universities in terms of concern
lecturers about becoming unemployed factor —5.783 0.000 Accepted
Standard
Factors leading to Mean of Standard deviation of
job satisfaction or Mean of state foundation deviation of state foundation
dissatisfaction university university university university
Relationships with
workmates 391 4.23 1.137 0.845
Technical support 3.81 3.07 0.734 1.033
Table VI. Social benefits 3.16 2.72 0.947 0.734
Means and standard Academic
deviations of factors dissatisfaction 2.95 3.23 0.938 1.131
leading to job satisfaction Concern to become
or dissatisfaction unemployed 2.87 312 0.623 0.788




Job satisfaction

Type of VCS Mean Std. Deviation t Sig.  Decision of academic staff
A large part of my time State 273 1.232 0.519 0.604 No difference
is spent on non- Foundation 2.65 1.274
academic activities
Profession of being State 2.66 1.307 —2129 0.034 Thereis a
academician is not Foundation  3.03 1414 difference 197
prioritized in my
university
I undertake an State 1.78 1.187 —1.461 0.145 No difference
administrative duty Foundation  2.01 1.392
which I preferred
I'am forced to give State 153 1.014 —1.148 0.252 No difference
other’s courses although Foundation 1.69 1.218
I 'am not volunteer
Work load (courses) is  State 247 1.402 —4.445 0.000 Thereis a
extremely high Foundation  3.29 1.486 difference
I am forced to give State 2.15 1.382 —0.206 0.837 No difference
courses which are not in  Foundation 2.19 1.397
my field
I have no time to State 3.13 1.355 —2015 0.045 Thereis a
conduct my own Foundation ~ 3.49 1.423 difference
academic studies
Tam totally free if [ have State 2.78 1.385 3501 0.001 Thereis a
no course to give Foundation  2.16 1.326 difference
I may take time off State 4.04 1.145 2712 0.007 Thereis a
whenever I need Foundation 3.63 1.316 difference
I am allowed to give State 3.17 1512 2905 0.004 Thereisa
courses in other Foundation  2.60 1.523 difference
departments and even in
other institutes
Behaviors and attitudes ~ State 354 1.309 3177 0.002 Thereis a
of students demotivates Foundation — 2.99 1471 difference
me in terms of giving
courses
My performance in State 2.67 1.488 —2441 0.015 Thereisa
giving courses is not Foundation  3.14 1.430 difference
appreciated
Participation in State 347 1.372 2549 0.011 Thereis a
scientific congresses and Foundation — 3.01 1.454 difference
symposiums is
promoted in my
university
My university offers State 2.68 1.406 2.346  0.020 Thereis a
financial support to my Foundation 2.26 1.280 difference
scientific researches
I 'am not allowed to State 2.27 1.401 —4.634 0.000 Thereisa
make my decision on Foundation  3.14 1.573 difference
time for combining
course hours Table VIL
I 'am required to offer a  State 1.73 1.082 —0.827 0409 No difference Views on the academic
course book Foundation  1.85 1.262 environment
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Table VIII.
Views of lecturers about
universities they work

State (%)  Foundation (%) Test

In general terms, do you think performance of your VCS is adequate?

Very good/good 121 42.5 Chi-square = 46.906
Moderate 329 325 p = 0.000 Differs
Poor/Very poor 55 25

How satisfied you are with working in the university you arve actually working?

I am very satisfied/satisfied 10 48.8 Chi-square = 73.717

I am neutral 14.2 21.2 p = 0.000 Differs

I am not satisfied/ I am very

dissatisfied 75.8 30

Do you have to be present in the university for whole day although you have no course?

Yes 60.2 94.4 Chi-square = 19.991
No 39.8 5.6 p = 0.000 Differs

Do you think it is necessary to stay in the university throughout work hours even if you have no course?
Yes 338 22.5 Chi-square = 3.554

No 66.3 775 p = 0.059 No difference
Would you like to work in another university if you have any opportunity?

Yes 488 53.8 Chi-square = 0.600

No 51.2 46.3 p = 0.439 No difference
Would you like to be academician if you had opportunity to select a profession again?

Yes 38 58.8 Chi-square = 125.86

I am not sure 254 11.2 p = 0.000 Differs

No 70.8 30

in foundation universities expressed the same opinion. While 60.2 percent of the
academics working in public universities stated they have to be in school even if they
do not have a class, this ratio in foundation universities increases to 94.4 percent.

While 70.8 percent of the academics working in public universities answered no to
the question “If you had the opportunity, would you choose to be an academic again?”,
This ratio in foundation universities falls to 30 percent. Whether there is a statistically
significant difference between the opinions of the academics working in public and
foundation universities was analyzed using Chi-Square test (Orhunbilge, 1997, p. 224)
and it was found that there are some differences at 0.05 level of significance regarding
these issues. The academics working in public (66.3 percent) and foundation (77.5
percent) universities gave similar answers to the question “Do you have to be at the
university when you have no class?” replying that it was not necessary. While 51.2
percent of the academics working in public universities answered no to the question
“Would you like to work in another university if you had an opportunity?” A total of
53.8 percent of the academics working in foundation universities answered yes.

The answers to the question asked to compare the support given by public and
foundation universities to scientific studies, one of the primary tasks of academics,
were analyzed and results are given in Table IX.

While 44.7 percent of the academics working in public universities stated that their
participation expenses attending scientific congresses and symposiums were borne by
the university (the answers “yes, a considerable part of my expenses is borne by my



If you happen to take part in scientific
congresses and symposiums as a

Job satisfaction
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spokesperson, does your university Public Foundation
bear your costs? universities (%)  universities (%)  Test
No 249 325 Chi-square = 14.175
Yes, very little of my expenses are p =0.003 There is a 199
borne by my university 30.4 46.2 difference
Yes, a considerable part of my
expenses are borne by my university 28.3 13.8 Table IX.
Yes, all of my expenses are borne by Support for scientific
my university. 164 75 studies
university” and “yes, all of my expenses are borne by my university” were considered
together), this ratio is 21.3 percent for the foundation universities.
The academics working in public and foundation universities were compared in
terms of job anxiety and the results given in Table X were obtained.
According to Table X, while 70.9 percent of the academics working in public
universities do not have the fear of losing their jobs, this ratio for those who work in
foundation universities is 31.2 percent. Therefore, the academics working in
foundation universities have more fear of losing the job they have compared to
those who work in public universities. The risk of non-renewal of contracts creates
stress for 27.5 percent of the academics working in public universities; this ratio is 45.2
percent for those who work in foundation universities.
The academics were requested to list the factors they considered to have an
influence on job satisfaction from the most important ones to the least important ones
and the results are presented in Table XI.
According to Table XI, the three most important factors that create job satisfaction
according to 320 academics are job security, qualification of work and academic
environment of the university. While wage is listed fourth, the general management
policy of the university is listed fifth, the behavior and attitudes of director is listed sixth
and the prestige of the university is listed seventh. Workmates and physical working
State Foundation
universities universities
(%) (%) Test
1 have no concerns about becoming unemployed
Completely wrong/wrong 14.1 313 Chi-square = 40.354
I have no idea 15 375 p = 0.000 Differs
True/completely true 70.9 31.2
Possibility of not extending the duration of contract causes stress
Completely wrong/wrong 57.1 338 Chi-square = 20.850 Table X.
I have no idea 154 21.0 p = 0.000 Differs Views about job
True/completely true 275 452 protection
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Table XI.

Factors ensuring job
satisfaction according to
lecturers

environment is listed as the last factors. Whether there is a difference in the academics
working in public and foundation universities in terms of the factors creating job
satisfaction was analyzed and no difference was found. In addition, the differences based
on gender were analyzed and no difference was found again; therefore, it was identified
that both male and female academics described the factors that create job satisfaction.

Another question addressed to the academics was “How much do you rate your
VHS out of 100?”. The academics working in public universities rated 67.58, while
those working in foundation universities rated 62.99. When the average points given
by male and female academics are analyzed, it was very surprising to see that the
average was the same, 66 points.

6. Discussion

In the present study, the factors such as quality of work, prestige of vocational schools
of higher education, job security, leadership, administrative environment,
communication, academic environment, colleagues, wage and working environment
were discussed in measuring the job satisfaction and dissatisfaction of the academic
personnel.

Among these factors, in terms of “wage” and “colleagues”, the academics working
in the vocational schools of higher education in public universities were found to be
happier compared to the academics working in the vocational schools of higher
education in foundation universities. However, in terms of administrative environment,
leadership and working environment, the academics working in public universities
have a higher job satisfaction than their counterparts.

Another factor that affects the job satisfaction of academic personnel is “academic
environment”. Given these elements under this factor, being academician in foundation
universities is seen as second class. This may be because the academics have a
considerable workload, which is also suggested by the present study for the academics
working in the VHSs of the foundation universities. The compulsory working hours for
the academics working on a daytime schedule in public universities is 12 hours a week.
Extra payment is made for each hour over this time. Since there is no such agreement
in foundation universities (as required by the amended implementations of the
foundation universities, academics work for 15-24 hours a week), academic personnel
continuously spend their time teaching and cannot find time for their academic studies,
which is shown by the results of the present study. It would be helpful for both job

Z
o

Factor

Job security

Qualification of work

Academic environment of university
Wage

General managerial policy of university
Behavior and attitudes of director
Prestige of university

Workmates

Physical working environment
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satisfaction of academic personnel and the ranking of the related university among
others to revise the workload in public universities and to make it within the
international standards in public and foundation universities so that the quality of
education increases and the academic personnel can have more contribution to the
scientific studies of the university they work in doing more research. Another factor
that affects the job satisfaction of the academic personnel is undoubtedly the
appreciation of their performance. The academic personnel working in VHSs within
the body of foundation universities thought that their teaching performance was not
appreciated. Again, some elements are included in the academic environment factor
but having higher means in public universities compared to foundation universities
also attracted our attention. It was concluded that the academic personnel in public
universities are free when they do not have a class, they can take time off when they
need it and they are allowed to teach in other institutions. Although the student profile
in VHSs in public universities seems similar to the VHSs in foundation universities, the
academic personnel in public universities stated that the attitudes and behaviors of the
students demotivate them to teach.

The academic personnel in vocational schools of higher education in public
universities evaluate the performance of the school bad or very bad and they are not
content with the school. They would like to work in another university when they have
the opportunity. It is the opposite in foundation universities. The academic personnel
in vocational schools of higher education in foundation universities evaluate the
performance of the school as good or very good and they are content with the school.
They stated that they are not considering working in another university and they
would prefer being an academic again if they had the opportunity to take up their
profession again.

Probably the most important factor in measuring the job satisfaction is the rating
by academic personnel. According to 320 academic personnel, the most important
factor that creates job satisfaction is job security. While the fear of losing the job that
they have is very low for the academic personnel working in VHSs in public
universities, this fear was found to be high in foundation universities. However, this
does not mean that the academic personnel working in public universities cannot be
fired. This is because the risk of losing their job for the academic personnel in public
universities creates stress as well. Although it is higher in foundation universities,
ultimately, the academic personnel working in VHSs in public universities were
anxious about losing their jobs. In determining job satisfaction, job security was
followed by the quality of work and the academic environment of the university. The
factor that the academic personnel considered in measuring the level of satisfaction
was physical working environment. The sequencing of the factors affecting the job
satisfaction did not differ in the academic personnel in both public and foundation
universities; it also did not differ in terms of gender.

Another question addressed to the respondents was “How much do you rate your
VHS out of 100?” and the public universities rated 67.58, while foundation universities
rated 62.99. Based on male and female academic personnel, the rates were surprisingly
the same, 66 points.

Thus, there were both similarities and differences between the perceptions of
respondents from public universities and foundation universities, with the balance
lying with the public universities.
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