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Abstract

The input and output of all sports organizations is human; therefore, it is considered that the human resources
management practices that are applied in sports organizations have a special importance. In the light of this idea,
satisfaction level and perceived organizational support from human resources management in sport organizations were
examined in terms of various variables. The universe of the research is composed of the individulas who work in
various stages of provincial directorates of sports in Turkey and the sample group consists of 321 people, 223 males and
98 females, selected randomly from these provincial directorates. In the study, the satisfaction scale of Human
Resources Management practices developed by GUrb(r and Bekmezci (2012) by using the scales in the literature and
Perceived Organizational Support Scale developed by Eisenberger et al., (1986) were used. As a result; In body of the
literature, it is seen that the studies on human resources management practices and perceived organizational support in
sports organizations are quite limited; There is a significant difference in the satisfaction level from hrm of the
employees working in the provincial directorates of sports according to gender, working year, staff type, age category
and education levels and there weren’t significant difference in perceived organizational support dimension according to
gender, working year, staff type, age category but there were significant differences in educational level; There were
significant, moderate (R = 0.3-0.7) and positive relationships between the two scales in terms of all variables.
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1. Introduction

Sport is both one of the most important social forces of the age at the international level and it is a social institution
which comes down to earth and roots there at the national level. The first organizational form of sports is the public
legal entity within the state hierarchy, the second organizational form is the physical education and sport collectives,
clubs and clusters, which are independent, voluntary and aggregate-social (Fisek, 1998). As a result of constantly
developing and changing needs in societies, new organizations have been established to organize services in different
fields. Sports organizations are one of them (Bilir, 2005).

Organizations are established by poeple and for them. The expansion of the fields of activity of the organizations and
accordingly the increase in the number of people working begin causing problems to increase. As a result of this, the
management of human resources in organizations has become an important issue. Therefore, organizations have started to
establish units for the management of personnel and human resources in order to use human resources effectively, to
realize their objectives and to carry out organizational activities in an order and discipline (Bulug 1998). The human factor
is the greatest competitive basis for organizations. Organizations that can get the most efficency from human factor by
using it appropriately will be the winner in the competition (Cavus & Develi, 2015). The success of sports organizations
depends on the ability to constantly adapt itself and its structure to the changing conditions and the level of performance of
the employees. Accurate evaluation of employee performance and the use of evaluation results in human resources
planning will have led to steps to resolve many of the administrative problems (Oguz, 2009, Akt: Ilgar, 2014).

Human resources management is a function of record keeping in organizations, training, development, motivation and
labor provision activities. Human resources management is defined as a set of activities aimed at providing, developing
and maintaining the most effective workforce for the organization (Mutlu, 2016). Human resource management
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practices can motivate employees by influencing them in line with the objectives of the organization and ensure the
development of business performance (Huselid, 1995; Pate and Beaumont, 2006).

Having ability to hitting the success peak of all organizations, whether public or private sector, depends on the correct
determination of their strategies and their implementation of the system within the scope of this strategy. Human
resources should be emphasized in order for organizations to plan the appfropriate strategy (Demir, 2013) and
undoubtedly, the first thing to keep in mind is the development of human resources (Berk, 2017).

A separate management approach in itself, in other words, the importance of human resources management has emerged
in the most efficient use of manpower (Dolagir et al., 2002). Human resources management aims to make individuals
work more effectively and efficiently, while also aiming for employees who are happy and have highly work
satisfaction (Colak, 2017). The following functions of human resources can be used in achieving the specified
objectives: 1-ldentifying the HRM policy, 2-Personnel organization, 3-Personnel planning and procurement,
4-Performance management, 5-Wage management, 6-Education management, 7-Motivation management, 8-Quality
management, 9-Personal affairs (Koca, 2008). In addition, human resources management applications include
rewarding, wage system, education system, performance evaluation system, career system, communication /
participation and empowerment processes with the employee (GUb(kz & Bekmezci, 2012).

Human resources management plays an effective role in achieving the goals of the organization by reinforcing
individual performance through the policies and practices it implements, and processing the manpower in the
organization with eachother synchoronously (Kuzutirk, 2016). As a social and emotional entity, a human wants to be
appreciated, to be respected, needs to provided such as having a gradual status in workplace in return for his/her work;
this is where organizational support comes in.

The fact that the employee feels confident in the organization he works for and perceives that he is supported by the
organization causes him to take a more positive attitude towards the organization and see himself as a part of the
organization. At this point, organizational support is a concept that examines the relationship between the employer and
the employee and reveals the employee's perception of the institution (Nayiwr, 2014). According to Rhoades and
Eisenberger (2002), there are three main factors that generate the perception of organizational support: these are
organizational justice, supervisory support, organizational rewards and positive working conditions. Organizational
support is all of the activities of organizations about how much they care about the happiness of their employees and
how much they value their contributions. Among employees who have high perception of support by their organizations,
increasing in intra-role and extra-role performance and decreasing in behaviours such as being late for work, leaving
work, slowing down work and high job satisfaction, decreasing psychological and psychosomatic disorders and some
useful results such as engaging emerge in the terms of both employees and organizations (Uren & Corbacioglu, 2012;
Turgut, 2014). Perceived organizational support is that employees feel safe and feel the presence of the organization
behind them. Employees, who always feel the support of the organization at their side, will be more attached to their
jobs and will not consider leaving the workplace (Ozdevecioglu, 2003). Perceived organizational support by employees
increases the tendency of employees to make more efforts to achieve organizational goals by enabling them to
participate more (Eisenberger et al., 1986). Organ in an organizational support must support their employees who need
respect; commitment, emotional support and high needs. Thus, an additional obligation is required for the employees to
work hard on behalf of the organization whose strong socio-emotional needs are provided (Armeli et al., 1998).

The idea of perceived organizational support has become very important over time; According to this idea, if employers
want their employees' commitment and loyalty to their organizations, they have to focus on the needs of their
employees (Hakeem & Nisa, 2016). Perceived organizational support enhances the positive atmosphere by contributing
to employees' sense of competence and value (Nugroho, 2017; Krishnan & Mary, 2012).

The input and output of all sports organizations is human; therefore, it is considered that the human resources
management practices applied in sports organizations have a special importance. In the light of this idea, the research
was conducted in order to examine the satisfaction level of human resources management and perceived organizational
support in sports organizations in terms of various variables.

2. Method

2.1 Research Model

In this study, a causal comparative research model which is one of the quantitative research models was used.
2.2 Sample

The universe of the research is composed of the individulas who work in various stages of provincial directorates of
sports in Turkey and the sample group consists of 321 people, 223 males and 98 females, selected randomly from these
provincial directorates.
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2.3 Data Collection Tools

Two separate scales were used in the study. The first scale is the satisfaction scale of Human Resources Management
applications developed by GUbir & Bekmezci (2012) by taking advantage of the scales in the literature. In the scale;
There are total 5 sub-dimensions and 22 articles named in the form of Rewarding (Articles 1 and 5), Wage System
(Articles 6 and 9), Career System (Articles 10 and 14), Training Practices and Performance Evaluation (Articles 15 and
19) and Communication with Employees (Articles 20 and 22). Cronbach's alpha reliability coefficient for the whole
scale was calculated as 90. In this study, Cronbachalfa was found to be 91. The second scale used was Perceived
Organizational Support Scale. The 8-article short version of the 36-article scale developed by Eisenberger et al., (1986)
to measure the perception of organizational support was used. The answers were obtained with a 5-point Likert scale (1
= ceryainly disagree, 5 = certainly agree). Questions two, three, five and seven are reverse coded. The Cronbach's alpha
reliability coefficient of the perceived organizational support scale is 0.89 (Sckmen et al., 2015). In this study,
Cronbach's alpha value of the scale was found to be 83.

2.4 Data Analysis

Statistical package program was used in the analysis of the data used in the research. Data were sweetened by producing
descriptive statistics. The t test was used for paired comparisons, One-WayAnova was used for multiple comparisons
and Post Hoc-Bonferroni test was used to determine the source of difference.

3. Findings
Table 1. The Variances of the Satisfaction Level of HRM Applications According to Gender Variable
) Career Tra}ining Commu_nicatio
Gende Rewarding Wage System Practices and n with
N % System
r Performance Employee
X SS X SS X SS X SS X Ss
Femal 08 30. 2,2 ,96 2,2 87 2,5 94 2,8 ,67 2,2 1,0
e 5 8 0 9 7 6 1 0 6 3 0
Male 22 69. 2,2 ,98 2,5 ,90 2,6 87 2,9 ,67 2,3 1,0
3 5 5 2 1 7 9 5 2 0 9 7
Total 31 100
P ,738 ,044* ,257 132 216
T ,235 -2,02* -1,13 -1,50 -1,23

As seen in Table 1; In the gender variable, the average value of wage system sub-dimension of satisfaction level of the
HRM applications was found to be higher in male employees (2.51) than in female employees (2.29), and this change
was found to be statistically significant (p <0.05). In the other sub-dimensions of HRM applications, no statistically
significant difference was observed according to gender.

Table 2. The Perceived Organizational Support Variances According to Gender Variable

Perceived Organizational Support

%
Gender n ’ —
X Ss

Female 98 30.5 3,15 ,809
Male 223 69.5 3,11 ,791
Total 321 100

p ,694

t ,394

As seen in Table 2, it was statistically found that perceived organizational support level did not show a significant
difference according to gender group (p> 0.05).
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Table 3. The Variances of the Satisfaction Level of HRM Applications According to Working Year Variable

. . Training Ptactices Communication with
W\(;:;Tg n % Rewarding Wage System Career System and Performance Employee
X ss X ss X ss X ss X ss
- a
1-3 years 98 305 2,34 1,01 2,46 ,947 2,71 ,999 3,03 ,612 2,42 1,05
_ b b b
4-6 years 14 355 2,09 ,88 2,32 ,832 2,46 ,760 2,69 ,633 2,03 ,87
7-9 years 2,16 ,98 2,40 ,951 2,61 ,999 2,96 797 2,32 1,17
45 14.0
10-12 2,58 1,01 2,72 ,941 3,12 776 2,94 ,512 2,76 1,19
23 7.2
years
13 years an i 128 2,44 1,02 2,64 ,876 2,81 ,823 2,94 ,755 2,79° 1,09
over )
p ,077 174 ,010* ,004* ,000*
f 2,13 1,60 3,38 3,90 5,64

As it can be seen from Table 3, the satisfaction level of career system application was found to be higher in employees
who had 10-12 years work experience (3.12) than those who had 4-6 years work experience (2.46) and this change was
found to be statistically significant (p<0.05). It was found that the satisfaction level of training practices and
performance evaluation practice were significantly higher in employees who had 1-3 years work experience (3.03) than
those who had 4-6 years work experience (2.69) (p <0.05). It was found that the satisfaction level of communication
application with employee was higher in employees who had 13 years and over work experience and (2.79) than those
who had 4-6 years work experience (2.03) and this change was statistically significant (p <0.05).

Table 4. The Perceived Organizational Support Variances According to Working Year Variable

Perceived Organizational Support

Working Year n % —
X SS

1-3 years 98 30.5 3,16 ,799
4-6 years 114 35.5 3,04 , 764
7-9 years 45 14.0 3,04 ,927
10-12 years 23 7.2 3,35 ,825
13 years and over 41 12.8 3,26 ,683
Total 321 100 3,13 ,796

p ,267

f 1,30

As seen in Table 4, it was statistically found that the perceived organizational support level did not show a significant
difference according to the working year of the employees (p> 0.05).

Table 5. The Variances of the Satisfaction Level of HRM Applications According to Educational Level Variable

Training Practices Communication with

Education Level  n % Rewarding Wage System Career System and Performance Employee

P X SS X SS X SS X SS X SS
rimar a a a a

Erimary 6 19 3000 140 316 995 373 393 353 786 350° 862

2econdary 5 16 23 909 255 925 252 114 260 989 233 131

High School 53 165 268" 965 258 105 305 853 305" 790 300 103

University 226 704 220 951 247 869 258 890 287 613 227 987

Postoraduate 3T 9.7 179 .73 227 788 228" 688 256° 666 1.88" 1,00

Total 321 100

;) 000~ 133 000 002 1000

f 5,68 177 6.97 445 10,30

As it can be seen from Table 5, statistically significant differences were found in all applications of the satisfaction level
of HRM applications except the wage system according to the education level of employees (p <0.05). It was found that
the satisfaction level of rewarding application was higher in educated employees (3.00) than high school (2.68) and
postgraduate students (1.79). It was found out that the satisfaction level of career system application was higher in
educated employees who are in primary education level (3.73) than high school (3.05) and postgraduate educated
employees (2.28).Satisfaction level of training practices and performance evaluation practice was found to be higher in
educated employees who are primary education level (3.53) than high school (3.05) and postgraduate educated
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employees (2.56). It was found that the satisfaction level communication application with employee was higher in
educated employees who are in primary education level (3.50) than those in university (2.22) and postgraduate educated

employees (1.88).

Table 6. The Perceived Orgazinational Support Variances According to Education Level Variable

Education level

Perceived Organizational Support

n % -
X ss
Primary Education 6 1.9 3,50 ,948
Secondary Education 5 1.6 2,47 1,20
High School 53 16.5 3,42° ,688
University 226 70.4 3,10 ,790
Postgraduate 31 9.7 2,84° 755
Total 321 100 3,13 ,796
p ,002*
f 4,20

As It can be seen in Table 6, the mean value of organizational support perception was found to be higher in educated
employees who are in high school level (3.42) than in postgraduate educated employees (2.84) and this change was

found to be statistically significant (p <0.05).

Table 7. The Variances of the Satisfaction Level of HRM Applications of the Employees According to Staff Type

. Tra}ining Communication with
Staff Type % Rewarding Wage System Career System Practices and Employee
Performance

X ss X SS X ss X ss X ss
Worker 47 146 2,66° 994 257 1,09 2,88 ,995 3,10 ,687 2,70° 1,08
Officer 110 343 2,18 947 2,40 ,858 2,62 ,854 2,85 741 2,28 1,09
Trainer 78 243 2,25 1,00 2,40 ,864 2,68 ,932 2,73 ,659 2,44° ,949
Expert 38 118 1,87° , 784 2,24 ,783 2,38 ,685 2,91 ,583 1,83° ,882
Manager 16 5.0 2,18 ,880 2,79 ,817 2,61 ,910 3,02 531 2,25 1,13
Other 32 100 242 1,02 257 975 2,65 ,980 2,93 ,524 2,44 1,07
Total 321 100
P ,007* ,279 ,226 ,068 ,006*
F 3,24 1,26 1,39 2,07 3,30

As it can be seen from Table 7, it was found that the rewarding and communication with employees of the satisfaction
level of HRM applications showed a statistically significant difference according to the staff types of the employees (p
<0.05).According to the results of multiple comparison test; it has emerged that the satisfaction level of the rewarding
application was higher in the employees working in the status of worker (2.66) than the employees working in the status
of expert (1.87), and the satisfaction level of the communication application with the employee was in the employees
working in the status of worker (2.70) than the employees working in the status of trainer (2.44) and working in the

status of expert. (1.83).

Table 8. The Perceived Organizational Support Variances of the Employees According to Staff Type

Perceived Organizational Support

Staff Type n % X ss

Worker 47 14.6 3,2500 ,875
Officer 110 34.3 3,0102 ,791
Trainer 78 24.3 3,1987 ,770
Expert 38 11.8 3,1086 ,819
Manager 16 5.0 3,1875 ,846
Other 32 10.0 3,1992 ,699

321 100
P , 484
f ,897
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As seen in Table 8, it was statistically found that the perceived organizational support level did not show a significant
difference according to the type of staff of the employees (p> 0.05).

Table 9. The Variances of the Satisfaction Level of HRM Applications of the Employees According to Age Groups

Training
Age % Rewarding  Wage System Career System Przcnt:jces Comnétggcl:g;g: with
Groups Performance
X ss X ss X ss X ss X ss
18-25 8 25 230 106 19 1,05 2,87 1,11 2,77 433 2,37 1,16
26-35 178 555 2,16 ,949 240 897 2,53 ,895 2,89 667 2,16 1,00
36-45 95 29,6 2,32 1,02 244 918 2,72 ,865 282 649 241 1,03
46-55 34 106 257 ,762 267 721 3,01° ,669 292 676 2,92° ,984
56-65 6 19 230 158 295 128 2,80 1,61 353 1,19 3,16 1,72
Total 321100
p ,231 ,150 ,038* ,158 ,001*
f 1,40 1,70 2,56 1,66 5,06

As It can be seen in Table 9, it was found that the satisfaction level of HRM applications showed a statistically
significant difference in career and communication applications according to age groups of the employees(p <0.05).
According to the results of multiple comparison test; it was found that the level of satisfaction of career application was
higher in the employees working in the 46-55 age range (3.01) than those working in the 26-35 age range (2.53). It was
found that the satisfaction level of communication application with employees was higher in the employees who are in
the 46-55 age range (2.92) than those who are in the 26-35 age range (2.16).

Table 10. The Perceived Organizational Support Variances of the Employees According to Age Groups

Perceived Organizational Support

Age Groups n %
X Ss
18-25 yas 8 2,5 3,12 ,831
26-35 yas 178 55,5 3,08 742
36-45 yas 95 29,6 3,11 ,934
46-55 yas 34 10,6 3,28 ,462
56-65 yas 6 19 3,68 1,291
321 100
p ,322
f 1,174

As seen in Table 10, it was statistically found that perceived organizational support level did not show a significant
difference according to age groups of the workers (p> 0.05).

Table 11. Correlation Analysis

1 2 3 4 5 6
1. Rewarding 1
2. Wage System 0.47** 1
3. Career System 0.66** 0.51** 1
4. Traini.ng Practices and Performance 0.33%* 0.31%* 0.40%% 1
Evaluation
5. Communication with Employee 0.61** 0.47** 0.62** 0.45** 1
6. Perceived Organizational Support 0.48** 0.29** 0.54** 0.46** 0.51** 1
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Significant in the level of * p <0.05, Significant in the level of ** p <0.01.

According to the results of the correlation analysis between the five dimensions of satisfaction scale of HRM
applications and organizational support, it was found that there were a statistically significant, moderate (R = 0.3-0.7)
and positive relationship among all variables at 1% significance level. Accordingly, as the level of satisfaction of
HRM applications increases, the level of perceived organizational support will increase.

4, Discussion and Conclusion

In order to determine the satisfaction level of the employers in sports organizations, according to the result of our study
between 223 male and 98 female, there were found significant differences in the wage system application between
female and male employees according to gender variable (Table 1). Although the difference in the average values was
not large, it was statistically found that the satisfaction level of wage system application of male employees was higher
than female employees. The same finding with our study has been reached by Kuzugtden (2011).The satisfaction of
HRM applications of females according to wage system is significantly lower than male employees. In another study in
the body of literature, there is a significant difference in perceptions of human resources practices regarding
performance evaluation and wage factor depending on gender (Mutlu, 2016).Employees' perceptions regarding human
resources management functions differ according to gender variable (SCer, 2017). It was found that the perception of
competence of HRM applications of females was higher than males and there were significant differences between them
(Aray, 2008). While internal relations and performance management applications and occupational safety applications
which are among the sub-factors of human resources applications effectiveness do not differ according to gender,
education and career planning applications vary according to gender (Demir, 2013). According to the results of the
study of Ipcioglu and Uysal (2009), there are no significant differences between HRM applications and in the terms of
charging. When the perceptions of HRM applications of the employees were compared according to socio-demographic
characteristics, no difference was found in the terms of gender (Berk, 2017). As it can be seen, there are different
findings in the researches. The differences are thought to be caused by sample groups.

In our study, it was found that there was not much difference between the mean value of females and male employes in
the perceived organizational support dimension in the gender variable, so that there were no significant differences
between the genders (Table 2). There is information in the study generating the literature that supports our findings. In
Erdem's (2014) study, there is no significant difference between the genders in perceived organizational support
dimension. According to Yirci (2014), there is no evidence that gender variable makes a significant difference in
organizational support perception in both foundation and state universities. No significant difference was found in the
perception of organizational support of teachers working in primary schools in the terms of genders (Dogan, 2014;
Derinbay, 2011; Ozek, 2016). There is no significant difference between perceived organizational support levels of civil
servants and gender (Barutcu, 2015). When we look at the results of our research and research in the body of literature,
we would like to report that we agree with Rhoades and Eisenberger’s determination. Rhoades and Eisenberger (2002)
state that gender is not related to perceived organizational support perception.

There were significant changes in the satisfaction level of HRM applications according to the working year variable
(Table 3). The level of satisfaction of career system application has been found to be higher in the employees who had
10-12 years of work experience than those who had 4-6 years of work experience and it was determined that this change
was statistically significant. It was found that the satisfaction level of training practices and performance evulation
applications was significantly higher in the employees who had 1-3 years of work experince than those who had 4-6
years of work experince. It was determined that the satisfaction level of communication application with the employee
was higher in the employees with 13 years and over working experience than the ones with 4-6 years of work
experience and this change was statistically significant too Demir (2013). It has been reported that the employees who
have been working in the organization for less than 1 year find training and career planning applications, internal
relations and performance management practices that are the sub-factors of human resources applications effectiveness
more effective than those who have been working for more than 15 years and there are significant differences between
them. From the perspective of human resources, there is a significant difference according to the seniority in the study
which investigates the factors affecting the job motivation of classroom teacher (Avsar, 2014). In the study where the
performance evaluation system applied in the human resources management of the General Directorate of Sports was
examined, it was found that there were significant differences in the duty period variable of the employees (llgar, 2014).
When these results are taken into consideration, it can be said that the working year in organizations is effective in
evaluating human resource management applications.

Another finding of our study is that perceived organizational support has the highest average values among the
employees who have 10-12 years period of service; however, they did not show a significant difference in perceived
organizational support dimension according to the working year (Table 4). The same finding with our study was reached

137



Journal of Education and Training Studies Vol. 7, No. 10; October 2019

by GU (2010). In terms of period of service variable, perceptions of organizational support of teachers working in state
and private high schools are not significantly different; however, organizational support perceptions of teachers with 12
and more years of service have the highest average score. Peterson (2015) in his study states that there is no significant
relationship between perceived organizational support and period of service. The perception levels of organizational
support of public sector employees do not show significant differences according to the working year (Barutcu, 2015).
It is seen that teachers do not differ significantly in the perceptions of the organizational support regarding managerial
and educational support in the schools they work for according to seniority variable (Ozek, 2016). By looking at the
results obtained, it can be considered that the duration of service does not have a significant effect on perceived
organizational support.

It was found that the level of satisfaction of the HRM applications showed a statistically significant difference in all
applications except the wage system according to the education level of the employees (Table 5).

It was found that satisfaction level of rewarding application was higher in the employees with primary education level
than those with high school and postgraduate education. It was found out that the satisfaction level of the application of
career system was higher among the employees with primary education level than those with high school and
postgraduate education. Satisfaction level of educational applications and performance evaluation application was found
to be higher in primary school educated employees than high school and postgraduate educated employees. It was found
out that the satisfaction level of communication with employees was higher in those with primary school education than
those with university and postgraduate education. There are similar findings with our study in the body of literature.
According to the education variable, there is a significant difference between the primary education group and the
master / doctorate group in the HRM applications of the workers (Mutlu, 2016; Berk, 2017; llgar, 2014). In a study
where the effects of the perceptions of the information workers on human resources management applications on
organizational commitment are investigated it was found that perceptions of evaluating performance of the information
workers with postgraduate were significantly lower (Kuzugiden, 2011). It can be said that the satisfaction level of the
employees who are primary school graduates is much more positive than high school and postgraduate graduates.

According to the education level variable of our study, in the perceived organizational support variances it was found
that the average value of organizational support in high school educated employees was higher than the ones who have
postgraduate education level and this change was statistically significant (Table 6). It can be said that the perceived
organizational support of high school educated employees is more than the postgraduate educated employees. There are
similar results with our findings in the body of literature. In the study conducted by Akalin (2006), it was stated that the
perceived organizational support of the employees who are high school graduates was significantly higher than those
who are university graduates. It was found that perceived organizational support level of the seafarers with high school
education was higher than primary school graduates and there was a significant difference between them (Bozkurt,
2007). The levels of organizational support perception of public sector employees show significant differences
according to their educational level (Barutcu, 2015; Egriboyun, 2013). It has been determined that teachers differ
significantly according to the educational background variable and teachers who are bachelor have more perception of
organizational support than the ones who have associate degree and postgraduate degree (Dogan, 2014). It can be said
that the level of education and the quality of education received are effective in the perceived organizational support
changes of the employees.

It has been found that rewarding and communication with employees show a statistically significant difference
according to the staff type of the employees of the level of satisfaction of HRM applications. It was found that the
satisfaction level of rewarding application was higher in the employees working in the status of worker than the
employees working in the expert status; the satisfaction level of communication application with the employees was
higher in the employees working in the status of worker than the employees working in the status of trainer and expert
(Table 7).

It can be said that the employees working in the status of worker are more satisfied with the rewarding and
communication applications with the employees than the employees with other status. With the exception of training
practices and performance practices of the employees working in the status of expert, it is remarkable that the scores
they have from other applications are lower. It is seen that those who are in the executive position of the General
Directorate of Youth and Sports generally can be effective through the use of all channels in the direction of the
objectives of the communication in the organization and they mostly adopt the views of the that it is beneficial to
establish good relations with employees by using appropriate methods (Yetim et al., 1998). In the comparison made
according to occupational classes, the perceptions of HRM related to HRM dimensions which are education and
development, wage and reward system, working and physical conditions differ from according to occupational
characteristics. It was found that the perceptions of those who have managerial duties related to their HRM applications
were more positive than those who do not have (Berk, 2017). It was seen that individuals' perspectives on ethical issues
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differed in terms of the positions of workers (SUndik, 2014). It is thought that it is natural to experience differences in
the level of satisfaction of the HRM applications of due to the staff they employ.

Another finding of our study is that the perceived organizational support levels of employees do not show a significant
difference according to staff. As well as the means of organizational support perception of the employees are very close
to each other, while the employees with the status of worker have the highest average, and the employees with the status
of civil servant have the lowest (Table 8). In Akalin's (2006) study, there is no significant difference in the
organizational support levels perceived by employees according to their duties and titles. There is no evidence to
suggest that organizational support perception varies according to academic title (Yirci, 2014). It was determined that
there was no statistically significant relationship between occupational categories and perceived organizational support
levels (Bozkurt, 2007; Yoon & Thye, 2002).

It has been found that the level of satisfaction of the HRM applications shows a statistically significant difference in
career and communication application with employees according to their age groups. It was found that the satisfaction
level of career application was higher in the employs with 46-55 age range than the ones with 26-35 age range; In the
employees who are in the 46-55 age range, it was found that the satisfaction level of communication application with
the employee was higher than the ones with 26-35 age range (Table 9).Training and career planning practices, in-house
relations and performance management applications, which are among the sub-factors of human resources applications
effectiveness, differ according to age groups. Employees in the 25-29 age range find training and career planning
practices more effective than those in the 40-44 age range. Employees in the 18-24 age range find in-house relations and
performance management applications more effective than those in the 35-39 age range (Demir, 2013). It was observed
that there were significant differences between the 26-35 age group and the 36-45 age group in the HRM applications
(Mutlu, 2016).

When the perceptions of HRM applications of the employees were compared according to age distribution, While the
perception of HRM applications as a whole was significantly higher in the 18-25 age group than employees over the age
of 41, In the comparisons made with the sub-dimensions of HRM, it is observed that the perceptions of activities of
finding employees, wage and reward system, performance evaluation, career system and innovation activities differ
according to age groups; in general, it is determined that young workers in the 18-25 age group have a more positive
perception about their HRM dimensions than older workers (Berk, 2017). Significant differences were found between
the perceptions of HRM applications of the employees and career system according to age groups. The average of
career system perception of 26-40 age group employees are significantly lower than other groups (Kuzugiden, 2011). In
the study where the effects of HRM applications on the performance of employees were examined, there were
significant differences in terms of HRM applications and age variable (Kaya & Kesen, 2014). There are significant
differences in levels of employees' perception of HRM applications, positive psychological capital and work
commitment depending on their age (Aybas, 2014). In the light of these findings, it is possible to say that age factor is
an important factor in HRM applications.

Our last finding of demographic variables is that perceived organizational support level does not show a significant
difference according to age groups of the employees (Table 10). While the employees in 56-65 age group have the
highest average value, the lowest value belongs to the employees in 26-35 age group. According to Rhoades and
Eisenberger (2002), there is a small positive relationship between perceived organizational support and age. It was
found that there was no statistically significant relationship between seafarers' age groups and perceived organizational
support levels (Bozkurt, 2007). No significant relationship was found between the age of administrators and teachers
and their perceptions of organizational support (Egriboyun, 2013). There was no significant relationship between age
difference and perceived organizational support (Erdem, 2014). It can be said that perceived organizational support
level does not cause significant differences according to age.

According to the results of the correlation analysis which was made between the five dimensions of satisfaction scale of
HRM applications and organizational support, it was found that there were statistically significant, intermediate (R =
0.3-0.7) and positive relationship among all variables at 1% significance level (Table 11). Accordingly, as the level of
satisfaction of HRM applications increases, the level of perceived organizational support will increase.

As a result; In the body of literature, it was found that the studies on human resources management applications in
sports organizations and perceived organizational support were quite limited; there were significantly differences in the
level of satisfaction of HRM applications of the employees working in the provincial directorates of sports according to
gender, working year, staff type, age category and educational level; while there was no significant difference in
perceived organizational support according to gender, working year, staff type and age category, but there was a
significant difference in education level; There were significant, moderate (R = 0.3-0.7) and positively relationships
between the two scales in terms of all variables.

139



Journal of Education and Training Studies Vol. 7, No. 10; October 2019

Findings and comments obtained from the research result are limited to the data obtained from a certain number of
members in the sample. We believe that the researches that can be applied for the comparison of HRM applications
applied in sport organizations which are active in both the private sector and public sector in Turkey will contribute to
the related fields.
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