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THE EFFECT OF WAGE ON PRIVATE SECURITY OFFICERS JOB
SATISFACTION AND INTENTION TO QUIT: AN EMPIRICAL STUDY
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NIYETLERI UZERINE ETKIiSI: TURKIYE’DE YAPILMIS AMPRIK BiR ARASTIRMA

Ugur DEMIRCI' - Banu ERGEN?
Abstract

The purpose of this study is to reveal whether there is a difference between job satisfaction and intention to quit
levels of the private security officers in terms of the wage they receive in accordance with employment types
(Public-Private sector). The population of the study includes the private security officers working in Istanbul.
Random sampling was conducted in the study. As a result of the questionnaires carried out in the context of the
quantitative paradigm, 6249 data were found analyzable. In this study, the job satisfaction scale, developed by
Weiss et al. (1967), and the intent to quit scale, developed by Scott et al. (1999), were used. According to the
results, there is a statistically significant difference between job satisfaction and intention to quit levels of the
private security officers employed in the private sector at each wage category. However, although there is a
statistically significant difference among intention to quit levels of private security officers employed in the
public sector at each wage category, there is an only statistically significant difference in the maximum wage
category regarding job satisfaction level.
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Oz

Bu arasgtirmanin amaci 6zel giivenlik gorevlilerinin i§ doyumu ile isten ayrilma niyeti tutumlarinda aldiklari
iicrete gore farklilasma olup olmadigini istihdam sekilleri (Kamu-Ozel sektdr) baglaminda test etmektir.
Arastirmanin evrenini Istanbul’da calisan 6zel giivenlik gorevlileri olusturmaktadir. Arastirmada tesadiifi
orneklem kullanilmigstir. Nicel paradigma gergevesinde gergeklestirilen galismada uygulanan anket neticesinde
analize uygun 6249 veri arastirmaya dahil edilmistir. Arastirmada Weiss vd. (1967) tarafindan gelistirilen
Minnesota Is Doyum Olgegi ve Scott vd. (1999) tarafindan gelistirilen Isten Ayrilma Niyeti Olcegi
kullanilmistir. Arastirma sonuglarina gore, her kademe icret artisinda, 6zel sektorde istihdam edilen 6zel
giivenlik gorevlilerinin i3 doyumu ve isten ayrilma niyetlerinde istatistiksel olarak anlamli farklilik
bulunmaktadir. Ancak, kamuda istihdam edilen 6zel giivenlik gorevlilerinin isten ayrilma niyetlerinde her
kademe iicret artiginda istatistiksel olarak anlamli farklilik bulunmasina ragmen, is doyumlarinda sadece en iist
kademe ticret artiginda istatistiksel olarak anlamli fark bulunmaktadir.
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1. INTRODUCTION

Private security sector in Turkey is developing more and more every day, thus creating
employment opportunities. Currently, over 310,000 private security officers are employed in
this field both in the public and private sectors. Statistics show that the number of private
security officers employed in this sector increases each year. Given the development of the
private security industry in the world, the development of the sector is expected to continue in
Turkey as well.

In Turkey, not only the number of people who work in this sector but also the number
of people who are eligible to work as a private security ID card holder is also very high. There
are over 1 million people who have private security ID cards, which shows the high labor
supply in the sector. However, the wages of those employed in the sector are generally low.
The workforce turnover rate is also stated high in the sector (TOBB, 2014).

There is a negative correlation between real turnover and job satisfaction (Mobley et
al., 1979), but a positive relationship between intention to quit and job satisfaction (Jewell,
1998; Mabley, 1982; Steel and Ovalle, 1984). Additionally, according to the literature review,
wage is effective on both job satisfaction (Salleh and Memmon, 2015; Ghiselli et al., 2001;
Summers and Henfrix, 1991) and intention to quit (Tan and Waheed, 2011). Therefore,
determining whether wage has an effect on private security officers’ job satisfaction and
intention to quit might help practitioners find a way to reduce turnover rate.

In addition, employees' attitudes towards job satisfaction and their intention to quit can
be affected by various organizational factors. In the literature, it is stated that employees’ job
satisfaction and intention to quit may differ according to the sector they are employed in
(Public-Private sector) (Demirci, 2019). Therefore, this study aims to seek answers to the
question “Do employees’ job satisfaction and intention to quit levels differ according to their
wage status?” If they do, “does this difference occur with respect to job satisfaction and
intention to quit levels of the employees who work in public and private sectors? The purpose
of this study is to reveal whether there is a difference between the private security officers’
job satisfaction and intention to quit levels in terms of the wage they receive in accordance
with the types of employment (Public-Private sector). The study was conducted within the
framework of the quantitative paradigm and it was determined as a causal comparison study.
The population of the study includes the private security officers working in Istanbul.
Random sampling was conducted in the study. As a result of the questionnaires, 6249 data
were found analyzable. ANOVA and Tukey tests were used to analyze this data. According to
the results, there is a statistically significant difference among job satisfaction and intention to
quit levels of the private security officers employed in the private sector at each wage
category. However, although there is a statistically significant difference among intention to
quit levels of private security officers employed in the public sector at each wage category,
there is an only statistically significant difference in the maximum wage category regarding
job satisfaction level of them.

2. CONCEPTUAL FRAMEWORK

Private Security Sector and Employment Status in Turkey

The first legislation regulating the private security sector in Turkey was published in
1981. The Law No. 2495 on Maintaining the Protection and Establishing the Safety of Some
Institutions generally includes statements for the protection of places of critical importance to
the state. Although it was amended in 1992 and 1995, it still failed to meet the demands arisen
in Turkey in parallel with the developments in the world (Giilcii, 2002:58).
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In order to meet the demands of the private security sector, the Law on Private
Security Services was enacted in 2004. The private security sector started to grow in Turkey
following the enactment of this law. The number of private security companies which was 15
in 2004 increased to 916 in 2011, and to 1429 in 2018. As of October 2018, the total number
of private security officers working in the sector is 312.244. Of those, 97.718 officers work in
the public sector and 214.5126 officers work in the private sector. In addition to this, there
are 1,122,255 people ready to work with a private security 1D card (Demirci, 2019:1247).
According to the 2015 report by COESS (2017), the private security sector in Turkey is
financially worth more than 3 billion Euros. However, it is known that most of the employees
in this sector receive minimum wage (Eren, 2016).

The Law No. 5188 authorizes the provision of private security services in two
different ways. One way is that private security personnel are employed by an individual or
within the body of an institution or an organization having a private security permit. The other
way is that those with a private security permit hire the services of a subcontracting private
security companies certificated by the Ministry of Interior. In addition, with a legislative
amendment made in 2018, employment status was defined for the public sector. According to
this amendment, public institutions can only employ a private security officer as a worker.
The exception is given to municipalities. Municipalities can only be provided with this service
via their own companies. Therefore, for the private security sector, there are 4 different
employment status (Private-unit, private-subcontracting, public unit, public sub-contracting)
in Turkey (Demirci, 2019:1250).

Job Satisfaction

Job satisfaction can be defined as the extent to which an employee is content with the
rewards he or she gets out of his or her job, particularly in terms of intrinsic motivation (Statt,
2004:64). Job satisfaction is also defined as the affection or emotional response of the
individual to his/her job depending on the result of comparing the outputs with what is
required (Buitendach and Rothmann, 2009: 1). Vroom (1964) defines job satisfaction as
affective orientations on the part of individuals toward work roles which they are presently
occupying. According to Hoppock (1935:47) job satisfaction is as any combination of
psychological, physiological and environmental circumstances that cause a person fairly to
accept he is satisfied with his job. Meanwhile, positive and favorable attitudes towards the job
indicate job satisfaction. Negative and unfavorable attitudes towards the job indicate job
dissatisfaction (Armstrong, 2006: 264).

Many factors such as promotion possibilities, age, gender, security, leadership status,
management style, wages, working conditions, appreciation, work conditions and the work
itself affect job satisfaction (Furnham and Andreas-Chamorro, 2009; Okpara, 2006; Friday
and Friday, 2003; Crossman and Abou -Zaki, 2003; Moynihan and Pandey, 2007; Savery,
1996; Lam, 1995; Centers and Bugental, 1966). Moreover, job satisfaction results in high
organizational citizenship behavior (Foote et al. 2008), increased performance, increased
productivity, increased motivation, high organizational commitment in employees (Simsek et
al., 2007: 71), high life satisfaction (Aydintan and Kog, 2016) and increased job involvement
(Nwankwo et al., 2016). On the other hand, job dissatisfaction can lead to turnover,
absenteeism, tardiness, accidents, strikes, grievances and sabotages (Rue and Byaes, 2003).

Intention to Quit

Intention to quit can be defined as a conscious and deliberate desire to leave the
organization (Tett and Meyer, 1993: 262). While Price (2001: 600) defines turnover as the
movement of employees outside the organizational boundaries, Pepe (2010: 103) remarks that
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the turnover intention is the measure of likelihood that an employee will leave an
organization. The idea of leaving the job comes before quitting the job (Zeytinoglu et al.,
2007: 34). However, the fact that the intention to quit turns into an actual quitting behavior
takes place through a process that is influenced by many external, organizational and personal
factors (Hom et al., 1992: 905). While external factors are those such as unemployment rate
and alternative job opportunities, organizational factors include those such as management
style, wage and reward. Also, personal factors affecting this process can be indicated as the
factors such as age, personality and family (Cotton and Tuttle, 1986: 63-64). Moreover, a
positive relationship was found between the intention to quit and turnover (Jewell, 1998;
Mobley, 1982; Steel and Ovalle, 1984).

Wage

Wage is defined as the material and/or cash value it receives in return for the work
performed by the labor force that provides intellectual and/or physical work (Benligiray,
2013: 162). The wage does not only consist of basic salary, but it also includes additional
benefits, welfare benefits and performance fees paid for the labor. Wage is a determining
factor in individual’s standard of living, and it is an indicator of cost factor affecting the
development of economy and social justice in society (Zaim, 1986; 182). In this context, wage
is a multifaceted concept that can affect almost all areas of economic and social life.
Therefore, wage is of particular importance to the state, society, employers, trade unions and
employees (Benligiray, 2013: 164).

Considering the state and society, wage is important in terms of providing justice in
the distribution of personal income, ensuring social peace, increasing social welfare, creating
equal opportunities and ensuring economic stability. For the employers, wage is an important
expenditure item. Wages in production enterprises rarely fall below 20% of total costs, but
exceed 80% of total costs in service enterprises. On the other hand, the most important goal of
the unions is to increase the welfare of their members. Therefore, they are considered
successful depending on the rate of increase in wages they earn from the employers in
negotiations. For this purpose, trade unions generally focus on wage increase in collective
negotiations (Benligiray. 2013: 165).

There are economic, social and motivating aspects of wage for employees (Benligiray,
2013: 164). Wage is the basic tool that employees use to meet the needs of themselves and
their dependents. It is of particular importance since it determines employees’ economic
power, especially if it is the only basic source of income for them. It is also considered
important because it determines the status of the individual in the workplace and social life.
Moreover, wage is regarded as the most successful tool to motivate employees (Salleh &
Memon, 2015: 345).

Along with all this, wage is related to the attitudes which are of great importance for
the effectiveness and efficiency of organizations such as motivation (Rynes et. All., 2004),
organizational commitment (Byington and Johnson, 1991), organizational justice (Ay et al.,
2018), organizational citizenship behavior (Allen, 2006), job satisfaction (Herzberg, et al.,
1957; Young et al., 2014) and intention to quit (Ghiselli, La Lopa, and Bai, 2001). It is also
known that wage has an effect on absenteeism (Carraher et al., 2006) and low job
performance (Bretz and Thomas, 1992).

Relationship between Wage and Job Satisfaction

When the literature is examined, it is understood that wage has a positive effect on job
satisfaction (Herzberg et al., 1957; Hulin and Smith, 1965; Beutell and Wittig-Berman, 1999;
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Igalens and Roussel, 1999; Vieira, 2005; Diaz-Serrano and Vieira, 2005; Tan and Waheed,
2011; Parvin and Kabir, 2011; Yilmaz, 2014). However, there are also studies showing that
there is a negative relationship between wage and job satisfaction (Young et al., 2014).

According to one of these studies, Beutell and Wittig-Berman (1999) state that there is
a relationship between wage and job satisfaction and that an increase in wages leads to an
increase in job satisfaction. In another study, Tan and Waheed (2011) report that there is a
relationship between wage and job satisfaction and that the love of money has a mediating
role in this relationship. Serrano (2005) found that low-paid workers had low job satisfaction
and high-paid employees had high job satisfaction levels. On the other hand, Young et al.
(2014) found a negative relationship between wage and job satisfaction. Based on the
literature review, the first research hypothesis is formulated as follows:

H1. Job satisfaction level of private security officers varies according to the wage they
receive.

On the other hand, many organizational factors are known to be effective on job
satisfaction. In the literature, there are studies showing that employment type (Public-Private
sector) is effective on job satisfaction (Demirci, 2019; Soysal and Tan, 2013; Meena and
Dangayach, 2012; Thakur, 2007). In this respect, the second and third research hypotheses are
formulated as follows:

H2. Job satisfaction level of private security officers who work in the public sector
varies according to the wage they receive.

H3. Job satisfaction level of private security officers who work in the private sector
varies according to the wage they receive.

The Relationship between Wage and Intention to Quit

Considering the literature review, it is seen that there is research showing the
perception of wage level has a negative effect on intention to quit (Ghiselli, La Lopa and Bai,
2001; Summers and Henfrix, 1991). Also, there is a negative correlation between wage
satisfaction and intention to quit (Singh and Loncar, 2010; Salleh and Memon, 2015). Singh
and Loncar (2010) found that there was a negative relationship between wage satisfaction and
intention to quit, but that the relationship was variable. On the other hand, there are studies
showing that wage level does not have a direct, but an indirect effect on intention to quit (Lee
et al., 2012). Based on the literature review, the fourth research hypothesis is formulated as
follows:

H4. Intention to quit level of private security officers varies according to the wage they
receive.

On the other hand, when the literature is examined, it is argued that employees'
intention to quit are affected by many factors such as environmental, organizational and
individual ones (Ceylan and Ulutiirk, 2006). Possible job opportunities, unemployment, salary
level, tenure opportunity, education opportunities and burnout (Lum et al., 1998: 306; Akova
et al., 2015: 87; Tiitiincii and Demir, 2003; Avcit and Kiigiikusta, 2009: 37) can be counted
among these factors. For this reason, employment types can be considered to have an effect
on individuals’ intention to quit. There are studies confirming this hypothesis in the literature
(Demirci, 2019; Celik & Yildiz, 2018; Wang, Yang and Wang: 2012). However, there are
also studies showing that there is no difference between the public and private sector
employees regarding their intention to quit (Sipahi and Kartal, 2018). In this respect, the fifth
and sixth research hypotheses are formulated as follows:
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H5. Intention to quit level of private security officers who work in the public sector
varies according to the wage they receive.

H6.Intention to quit level of private security officers who work in the private sector
varies according to the wage they receive.

3. METHOD

Purpose and Model of the Study

The purpose of this study is to reveal whether there is a difference between the private
security officers’ job satisfaction and intention to quit levels in terms of the wage they receive
in accordance with the types of employment (Public-Private sector). The study, which was
conducted within the framework of the quantitative paradigm, was determined as a causal
comparison study. A causal comparison study is a research to identify the causes of an
existing or naturally occurring condition or event, and the variables that affect them, or the
consequences of an effect (Bliylikoztiirk et. all., 2008:182; Basol, 2008: 15). In causal
comparison studies, there are at least two groups that are affected by the same situation in
different ways, or two groups that are affected by the supposed situation, and these groups are
examined for some variables in order to determine the possible causes and effects of the
current situation (Cohen and Manion, 1994). In causal comparison studies, unlike
experimental research, investigated situation emerges independently from the manipulation of
the researcher. The researcher tries to identify the possible causes and effects of this emerging
situation (Biiyilikoztiirk et. all., 2008; Cohen and Manion, 1994).

For this purpose, a questionnaire with relevant scales was applied to the private
security officers working in Istanbul to determine their job satisfaction and intention to quit
levels. As a result of the questionnaires, 6249 data were found analyzable. In addition, the
following model was prepared based on the literature review.

Hi
T ‘ JOB SATISFACTION ‘
% EMPLOYMENT TYPES
< Public/Private sector
B Hs He
‘ INTENT TO QUIT ‘
Ha

Figure 2. Model

Population and Sample of the Study

The research population is composed of private security officers working in Istanbul.
As of October 2018, the number of private security officers working in Istanbul is 83,454. Of
these, 26,014 work in the public sector and 57,440 work in the private sector. 12.084 of the
private security personnel working in the private sector work in units, while 45.356 work for
various private security companies. 75.545 of the private security officers working in Istanbul
are male and 7.909 are female.
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Table 1. Public-Private Distribution of Private Security Officers Working in Istanbul

Private security officers Private security officers working in the private sector
working in the public sector Unit Sub-contracting
26.014 12.084 45.356
57.440
83.454

Random sampling method was used in the study. The questionnaire, which was
prepared online, was sent to all public and private security unit managers and private security
company managers in Istanbul in early October 2018. It was aimed to reach the population in
a neutral manner by means of requesting supervisors to email the questionnaire to all private
security officers in Istanbul. Meanwhile, participant responses were checked on a daily basis.
The answers were discussed within the framework of the above mentioned and naturally
occurring quotas (public-private / unit-subcontracting) and 10 days after the first
announcement, the research announcement was repeated for the second time. 6249 data were
obtained when the questionnaire was closed at the end of October 2018.

Data Collection Tool

The questionnaire was used as a data collection tool. It was prepared using the
Minnesota Job Satisfaction Scale, developed by Weiss et al. (1967), which aims to find out
participants’ job satisfaction level, and the Intention to Quit Scale, developed by Scott et al.
(1999), which aims to find out participants’ intention to quit level.

The Minnesota Job Satisfaction Scale was translated into Turkish by Oran (1989). The
scale has two versions, one with 100 questions and the other with 20 questions. The reliability
and validity of the scale were tested in a large number of studies (Ghiselli et al., 2001; Hanger
and George, 2003; Sevimli and Iscan, 2005; Ozdemir, 2006). The scale consists of two sub-
dimensions which determine the level of internal, external and general satisfaction (Weiss et
al. 1967: 4-5). In this study, the 20-item short form of the scale was used. The original
reliability coefficient of the scale was 0,83. The Cronbach Alpha value of the scale used in
this study was 0.961. As a result of the normality test, it was determined that all values were
between +1,5 and -1,5. The results showed that the data exhibited normal distribution
(Tabachnick and Fidell, 2013).

The intention to quit scale, which was developed by Scott et al. (1999), consists of
totally four questions, including a reverse one. The scale used as a single factor is a scale that
was translated into Turkish and tested for reliability and validity (Aylan, 2012). The original
reliability coefficient of the scale was 0,83. The Cronbach's alpha value of the scale used in
this study was 0,829. As a result of the normality test, it was determined that all values were
between +1,5 and -1,5. The results showed that the data exhibited normal distribution
(Tabachnick and Fidell, 2013).

The questionnaire consisted of 31 questions, 7 of which were related to the
demographic information, 20 related to the Job Satisfaction Scale, and 4 related to the
intention to quit scale.

Data analysis

ANOVA and Tukey tests were used to analyze the data. VVariance analysis (ANOVA)
is commonly used to compare more than two groups. ANOVA is used to determine whether
there is a difference among the groups, and if any, which group or groups are different
(Giindogdu, 2014: 311). ANOVA tests whether the mean of more than two samples showing
normal distribution comes from the population with the same mean value based on common
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variance (Ozdamar, 2003). When there is a difference as a result of the ANOVA test, multiple
comparison tests are used to determine which groups are different. One of the multiple
comparison tests is Tukey test. This test is often preferred in research because it reveals even
the smallest differences among the means (Giindogdu, 2014: 311). This test can control the
increase in trial errors as the number of groups in the trials increases (Clever and Scarisbrick,

2001; Mason et al., 2003).

4. FINDINGS AND ANALYSIS

Demographics of Participants

Demographics of participants are indicated in Table 2.

Table 2. Demographics of Participants

Demographics N %
Gender Men 5.692 91,1
Women 557 8,9

Between 18-23 265 4,2
Age Between 24-29 1.392 22,3
Between 30-35 2.265 36,2
Between 36 and more 2.327 37,2
Secondary school 640 10,2

High school 4.374 70
Education Two-year higher education 764 12,2
Graduate Bachelor degree 461 7,4

Postgraduate 1 0,0
1 year and less 1.611 25,8
Tenure Between 2-5 years 1.853 29,7
Between 6-10 years 1.645 26,3
11 years and more 1.140 18,2
Employment Pu_blic 2.147 34,4
Private sector 4.102 65,6

Between 1.500-2.000 TL. 2.939 47
Wage Between 2.001-2.500 TL. 1.129 18,1
Between 2.501-3.000 TL: 659 10,5
3.001 and more 1.522 24,4

Relationship between Wage and Job Satisfaction

The analysis of whether there is a difference in job satisfaction according to the wage

of all private security officers participating in the research is presented below.

Table 3. Descriptive Statistics Regarding Wage and Job Satisfaction Level of All Participants

N Mean Std. Deviation
Between 1500-2000 2939 3,1088 0,93048
Between 2001-2500 1129 3,2022 0,91780
Between 2501-3000 659 3,4173 0,87124
3001 and more 1522 3,5480 0,77446
Total 6249 3,2652 0,90515
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Table 4. One-Way ANOVA Test Results for Wage and Job Satisfaction of All Participants

Sum of Sd Mean sig
squares square
Between 213,342 3 71,114 90,530 0,000
groups
Within 4905,657 6245 0,786
groups
Total 5119,000 6248

When Table 4 is examined, it is understood that there is a significant difference in the
job satisfaction levels of the participants according to their wages (f = 90,530, p <, 01). The
results of the Tukey test performed to determine the significant difference between the groups

are presented below.

Table 5. Tukey Test Results for Wage and Job Satisfaction of All Participants

Variables of wage Mean difference sig
Between 2001-2500 -0,09334 0,014*
Between1500-2000 Between 2501-3000 -0,30847 0,000*
3001 and more -0,43920 0,000*
Between 1500-2000 0,09334 0,014*
Between 2001-2500 Between 2501-3000 -0,21513 0,000*
3001 and more -0,34586 0,000*
Between 1500-2000 0,30847 0,000*
Between 2501-3000 Between 2001-2500 0,21513 0,000*
3001 and more -0,13073 0,009*
Between 1500-2000 0,43920 0,000*
3001 and more Between 2001-2500 0,34586 0,000*
Between 2501-3000 0,13073 0,009*

p<.05

When Table 5 is examined, the Tukey test results for all groups are found to be
statistically significant (p <.05). When the mean scores in Table 1 are examined, it is
understood that the level of job satisfaction increases as the wages of private security officers’

increase. Therefore, the hypothesis H1 is accepted.

The analysis of whether there is a difference in the job satisfaction of the private

security officers employed in the public sector is presented below.

Table 6. Descriptive Statistics Regarding Wage and Job Satisfaction Level of the Participants

Working in Public Sector

N Mean Std. Deviation
Between 1500-2000 173 3,2503 0,98858
Between 2001-2500 50 3,3860 0,88393
Between 2501-3000 491 3,3733 0,85377
3001 and more 1433 3,5485 0,77217
Total 2147 3,4806 0,81895
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Table 7. One-Way ANOVA Test Results for Wage and Job Satisfaction of the Participants
Working in Public Sector

Sum of Sd Mean F sig
squares square
Between 21,888 3 7,296 11,031 0,000
groups
Within 1417,380 2143 0,661
groups
Total 1439,268 2146

As Table 7 shows, there is a significant difference in the job satisfaction levels
according to the wages of the public employees (f = 11,031, p <, 01). The results of the Tukey
Test performed to determine the significant difference between the groups are presented
below.

Table 8. Tukey Test Results for Wage and Job Satisfaction of the Participants Working at
Public

Variables of wage Mean difference sig
Between 2001-2500 -0,13571 0,726
Between 1500-2000  Between 2501-3000 -0,12303 0,318
3001 and more -0,29825 0,000*
Between 1500-2000 0,13571 0,726
Between 2001-2500  Between 2501-3000 0,01268 1,000
3001 and more -0,16253 0,506
Between 1500-2000 0,12303 0,318
Between 2501-3000  Between 2001-2500 -0,01268 1,000
3001 and more -0,17521 0,000*
Between 1500-2000 0,29825 0,000*
3001 and more Between 2001-2500 0,16253 0,506
Between 2501-3000 0,17521 0,000*

p<.05

As Table 8 shows, job satisfaction levels of those receiving only 3001 TL and above
differ statistically from job satisfaction levels of those receiving between 2501-3000 TL, and
1500-2000 TL (p <.05). When the mean scores in Table 8 are examined, it is seen that the
ones for job satisfaction of private security officers increase as their wages increase. However,
it was determined that job satisfaction levels of the participants paid between 2501-3000 TL
and 2001-2500 TL were not statistically different from the mean scores of those receiving
lower wages. According to these results, it can be stated that unlike the other wage groups,
only the highest wage rate has an effect on job satisfaction levels of the private security
officers employed in the public sector. Thus, the hypothesis H2 is partially accepted.

The analysis of whether there is a difference regarding job satisfaction of the private
security personnel in the private sector participating in the research is presented below.
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Table 9. Descriptive Statistics Regarding Wage and Job Satisfaction Levels of the
Participants Working in The Private Sector

N Mean Std. Deviation
Between 1500-2000 2766 3,1000 0,92620
Between 2001-2500 1079 3,1937 0,91885
Between 2501-3000 168 3,5458 0,91090
3001 and more 89 3,5399 0,81499
Total 4102 3,1524 0,92750

Table 10. One-Way ANOVA Test Results for Wage and Job Satisfaction of the Participants
Working in The Private Sector

Sum of Sd Mean F sig
squares square
Between 48,804 3 16,268 19,162 0,000
groups
Within group  3479,099 4098 0,849
Total 3527,903 4101

When Table 10 is examined, it is understood that there is a significant difference
between job satisfaction and wage levels of the public employees (f = 19,162, p <, 01). The
results of the Tukey Test performed to determine the significant difference between the
groups are presented below.

Table 11: Tukey Test Results for Wage and Job Satisfaction of the Participants Working in
The Private Sector

Variables of wage Mean difference sig
Between 2001-2500 -0,09367 0,024*
Between 1500-2000  Between 2501-3000 -0,44585 0,000*
3001 and more -0,43991 0,000*
Between 1500-2000 0,09367 0,024*
Between 2001-2500  Between 2501-3000 -0,35218 0,000*
3001 and more -0,34624 0,004*
Between 1500-2000 0,44585 0,000*
Between 2501-3000  Between 2001-2500 0,35218 0,000*
3001 and more 0,00595 1,000
Between 1500-2000 0,43991 0,000*
3001 and more Between 2001-2500 0,34624 0,004*
Between 2501-3000 -0,00595 1,000

P<.05

When Table 11 is examined, it is seen that there is no significant difference between
the participants who are paid between 2501-3000 TL and 3001 and over and that there is a
statistical difference between all the other groups. When the mean scores in Table 9 are
examined, it is understood that job satisfaction level of the private security officers increases
as the wages they receive increase. Thus, in view of these results, the hypothesis H3 is
accepted.

The Relationship between Wage and Intention to Quit

The analysis of whether there is a difference in the intention to quit level of all private
security officers participating in the research according to their wages is presented below.

1324



Temmuz/July(2020) — Cilt/Volume:19 — Sayi/Issue:75 (1314-1334)

Table 12. Descriptive Statistics Regarding Wage and Intention to Quit Level of All
Participants

N Mean Std. Deviation
Between 1500-2000 2939 2,9482 1,09937
Between 2001-2500 1129 2,8884 1,11563
Between 2501-3000 659 2,2989 0,97993
3001 and more 1522 2,0958 0,88023
Total 6249 2,6613 1,10570

Table 13. One-Way ANOVA Test Results for Wage and Intention to Quit of All Participants

Sum of Sd Mean F sig
squares square
Between 873,451 3 291,150 268,763 0,000
groups
Within 6765,203 6245 1,083
groups
Total 7638,654 6248

When Table 13 is examined, it is understood that there is a significant difference in the
participants’ intention to quit according to their wages (f = 268,763, p <, 01). The results of
the Tukey Test conducted for the purpose of determining the significant difference between
the groups are presented below.

Table 14. Tukey Test Results for Wage and Intention to Quit of All Participants

1325
Variables of wage Mean difference sig
Between 2001-2500 0,05980 0,356
Between 1500-2000 Between 2501-3000 0,64926 0,000*
3001 and more 0,85243 0,000*
Between 1500-2000 -0,05980 0,356
Between 2001-2500 Between 2501-3000 0,58946 0,000*
3001 and more 0,79263 0,000*
Between 1500-2000 -0,64926 0,000*
Between 2501-3000 Between 2001-2500 -0,58946 0,000*
3001 and more 0,20318 0,000*
Between 1500-2000 -0,85243 0,000*
3001 and more Between 2001-2500 -0,79263 0,000*
Between 2501-3000 -0,20318 0,000*

p<.05

As Table 14 shows, there is no significant difference in intention to quit between the
participants who are paid 1500-2000 TL and 2001-2500 TL, but there is a statistically
significant difference between all the other groups. When the mean scores in Table 13 are
examined, it can be seen that there is a decrease in the intention to quit level of private
security officers as the wages they receive increase. Thus, the hypothesis H4 is accepted in
view of these results.

The analysis of whether there is a difference in the intention to quit level of the private
security personnel in the public sector participating in the research is presented below.



Temmuz/July(2020) — Cilt/Volume:19 — Sayi/Issue:75 (1314-1334)

Table 15. Descriptive Statistics Regarding Wage and Intention to Quit Level of the
Participants Working in The Public Sector

N Mean Std. Deviation
Between 1500-2000 173 2,6344 1,11266
Between 2001-2500 50 2,5650 1,02868
Between 2501-3000 491 2,2042 0,91818
3001 and more 1433 2,0801 0,86980
Total 2147 2,1644 0,92053

Table 16. One-Way ANOVA Test Results for Wage and Intention to Quit of the Participants
Working in The Public Sector

Sum of Sd Mean F sig
squares square
Between 57,205 3 19,068 23,201 0,000
groups
Within 1761,257 2143 0,822
groups
Total 1818,461 2146

When Table 16 is examined, it is understood that there is a significant difference in the
intention to quit levels of the public employees according to their wages (f = 23,201, p <, 01).
The results of the Tukey Test performed to determine the significant difference between the
groups are presented below.

Table 17. Tukey Test Results for Wage and Intention to Quit of the Participants Working in 1326
The Public Sector
Variables of wage Mean difference Sig
Between 2001-2500 0,06939 0,964
Between 1500-2000 Between 2501-3000 0,43022 0,000*
3001 and more 0,55432 0,000*
Between 1500-2000 -0,06939 0,964
Between 2001-2500 Between 2501-3000 0,36082 0,037*
3001 and more 0,48492 0,001*
Between 1500-2000 -0,43022 0,000*
Between 2501-3000 Between 2001-2500 -0,36082 0,037*
3001 and more 0,12410 0,044*
Between 1500-2000 -0,55432 0,000*
3001 and more Between 2001-2500 -0,48492 0,001*
Between 2501-3000 -0,12410 0,044*

p<.05

When Table 17 is examined, it is seen that there is no significant difference between
the participants who are paid between 1500-2000 TL and between 2001-2500, but there is a
statistically significant difference between all the other groups. When the mean scores in
Table 16 are examined, it can be seen that there is a decrease in the intention to quit level of
the private security officers working in the public sector as the wages they receive increase.
Thus, the hypothesis H5 is accepted.
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The analysis of whether there is a difference in the intention to quit level of the private
security personnel in the private sector who participated in the research is presented below.

Table 18. Descriptive Statistics Regarding Wage and Intention to Quit Level of the
Participants Working in The Private Sector

N Mean Std. Deviation
Between 1500-2000 2766 2,9678 1,09576
Between 2001-2500 1079 2,9034 1,11767
Between 2501-3000 168 2,5759 1,09837
3001 and more 89 2,3483 1,00610
Total 4102 2,9214 1,10558

Table 19 One-Way ANOVA Test Results for Wage and Intention to Quit of The Participants
Working in The Private Sector

Sum of Sd Mean F Sig
squares square
Between 55,596 3 18,532 15,321 0,000
groups
Within group ~ 4957,049 4098 1,210
Total 5012,645 4101

When Table 19 is examined, it is understood that there is a significant difference in the
intention to quit level of the participants employed in the private sector according to their
wages (f = 15,321, p <, 01). The results of the Tukey Test performed to determine the
significant difference between the groups are presented below.

Table 20. Tukey Test Results for Wage and Intention to Quit of the Participants Working in
The Private Sector

Variables of wage Mean difference Sig
Between 2001-2500 0,06444 0,360
Between 1500-2000 Between 2501-3000 0,39193 0,000*
3001 and more 0,61951 0,000*
Between 1500-2000 -0,06444 0,360
Between 2001-2500 Between 2501-3000 0,32749 0,002*
3001 and more 0,55507 0,000*
Between 1500-2000 -0,39193 0,000*
Between 2501-3000 Between 2001-2500 -0,32749 0,002*
3001 and more -0,22758 0,391
Between 1500-2000 -0,61951 0,000*
3001 and more Between 2001-2500 -0,55507 0,000*
Between 2501-3000 -0,22758 0,391

p<.05

When Table 20 is examined, it is seen that there is no significant difference in the
intention to quit between the participants who are paid between 1500-2000 TL and between
2001 and 2500 TL. Similarly, it is understood that there is no significant difference in the
intention to quit between the participants who are paid between 2501-3000 TL and 3001 TL
and above. However, it is seen that there are significant differences in the intention to quit
between the two couple groups with low wages and the high wages. When the averages in
Table 18 are examined, it can be stated that private security officers employed in the private
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sector decreased their intention to quit as wages increased, but only the wages higher than
2501 TL are significantly effective on the intention to quit level of the participants working in
the private sector. According to these results, the hypothesis H6 is accepted.

5. CONCLUSION AND DISCUSSION

According to the results of the research conducted by Herzberg et al., 1957; Hulin and
Smith, 1965; Beutell and Wittig-Berman, 1999; Igalens and Roussel, 1999; Serrano, 2005;
Tan and Waheed, 2011; Parvin and Kabir, 2011; Yilmaz in 2014, it was predicted that job
satisfaction of private security officers would be different according to the wage they
received. The results of our study confirm this hypothesis. As the wages of private security
officers increase, their job satisfaction also increases. According to these results, wage seems
to be an important determinant of job satisfaction for private security officers.

The study also tested whether job satisfaction of private security officers working in
the public and private sectors is different. According to the results of the study, although each
categorical increase in the wages of the private security officers working in the private sector
has an effect on their job satisfaction, only the top level of wage (3001 and above) creates a
significant difference regarding job satisfaction of private security officers who work in the
public sector. In view of these results, it can be stated that although wage increase for private
security officers working in the private sector is an important determinant in terms of job
satisfaction, up to a certain extent, it does not have a significant impact on job satisfaction for
private security officers working in the public sector. Therefore, it can be stated that there are
some other factors affecting their job satisfaction. A sense of job safety for the private
security officers working in the public sector may have been effective in obtaining these
results.

According to the results of the research conducted by Ghiselli et al., 2001; Summers
and Henfrix, 1991; Singh and Loncar, 2010; Salleh and Memon in 2015, it was predicted that
private security officers’ intention to quit level would be differentiated according to their
wages. The results of our study confirm this hypothesis. Private security officers are less
likely to quit as they receive more wage. According to these results, wage seems to be an
important determinant of intention to quit for private security officers.

The study also tested whether the intention to quit of private security officers working
in the public and private sector is different. According to the results of the study, wages for
private security officers working in both the public and private sectors seem to be an
important determinant of their intention to quit.

Considering all these results, if private security units and private security companies
which employ private security officers want to increase job satisfaction and decrease the
intention to quit of their human resource, they should be aware of the fact that they need to
take action by taking wages into account. However, open market conditions and the supply of
high labor force are important determinants of wages paid to private security officers. The
number of private security officers who have the potential to work in this sector is increasing
day by day, thus leading to an easy labor substitution for the employer. This creates a vicious
cycle. The low wages of private security officer, especially in the private sector, cause the
shift in human resources to other sectors, albeit qualified, in case of a small wage increase.
However, as the employer can substitute the employees easily, the wages are generally stay
low in the sector. In order to avoid this vicious circle, measures must be taken to prevent the
unqualifiedness of the private security service. Unskilled job requires unskilled labor. For this
reason, it is considered that especially the high quality security service can be provided with
qualified work force and it is evaluated that both the sector representatives and the State
should take measures to prevent the private security service to be unqualified. In addition, all
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of these assessments also raise the question as to how professional the private security
profession is in Turkey.

This study is limited to private security officers working in Istanbul. Since living
conditions of Istanbul may differ from other provinces, research results conducted in other
province or region may differ. On the other hand, it is known from the literature that many
factors influence intention to quit. However, there are limited studies on the factors effecting
private security officers’ intention to quit level in Turkey. Hence, it will be useful to conduct
studies to determine the factors effecting private security officers intention to quit level in
Turkey.
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