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Aragtirmada birey-0rgiit uyumunun, is tatmini tizerindeki etkisinde is yeri mutlulugunun
Makale Tiirii Article Type araci roliinlin incelenmesi amaglanmustir. Bu kapsamda mutluluk, is yeri mutlulugu,
Arastirma Makalesi Research Article birey-orgiit uyumu ve is tatmini kavramlari hakkinda literatiir taramasi yapilarak

aragtirmaya eklenmistir. Aragtirmanin  6meklemi Denizli Organize Sanayi
Bolgesi’ndeki tekstil sektoriinde faaliyet gosteren 18 isletmedeki 468 beyaz yakali
calisandan olugmaktadir. Veriler kolayda 6rneklem metodu kullanilarak ¢alisanlardan
anket yoluyla elde edilmistir. Ankette birey-orgiit uyumu 4 madde, is tatmini 5 madde,
10.04.2021 04.10.2021 is yeri mutlulugu 5 madde ve ankete katilanlarin demografik 6zelliklerini belirlemek
amactyla 6 madde olmak iizere toplam 20 maddeye yer verilmistir. Arastirmanin veri
analizinde SPSS 22 ve AMOS 21 programlari kullanilmistir. Hipotezlerin test
edilmesinde ise Yapisal Esitlik Modeli kullanilmistir. Birey-orgiit uyumu yiiksek olan

Bagvuru Tarihi Application Date

Yayma Kabul Tarihi Admission Date . A 5 8 X AT B 8 °
calisanlarn is yerindeki mutlulugunun ve is tatmininin yiiksek oldugu, is yeri mutlulugu
28.07.2021 07.28.2021 yiiksek olan bireylerin de is tatmininin yilksek oldugu belirlenmistir. Is yeri
mutlulugunun, birey-6rgiit uyumu ve is tatmini arasinda araci roliiniin oldugu sonucu
elde edilmistir.
DOl . . w .
_ . Anahtar Kelimeler: Is Yeri Mutlulugu, Birey-Orgiit Uyumu, Is Tatmini, Beyaz
https://doi.org/10.30798/makuiibf.912718 Yakali Calisanlar.
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GENISLETILMIS OZET
Calismanin Amaci

Arastirmanin amaci, Denizli’deki tekstil sektoriinde yer alan beyaz yakali ¢aliganlar {izerinde
birey-6rgiit uyumunun, is tatminine tizerindeki etkisinde is yeri mutlulugunun araci roliinii incelemektir.

Arastirma Sorulari

Bu arastirmada ¢alisanlarin birey-6rgiit uyumlarinin is tatminlerine ne 6l¢iide etki ettigi ve ayni
zamanda calisanlarin bu etkide is yeri mutluluklarinin roliiniin ne oldugu sorusuna cevap aranmaktadir.

Literatiir Arastirmasi

Bireyin giiniinii gecirdigi, var oldugu, sosyallestigi, kendini her gegen giin gelistirdigi,
hayallerinin pesinden kostugu, hayatinin amacina ulagsmaya calistig1 isinde ve is yerinde mutlu olma
hayali her birey igin bir istek ve bir arzudur (Kjerulf, 2015). Iste bu noktada is yeri mutlulugu zamanla
Oonemini daha da artiran ve dikkat ¢eken bir konu haline gelmistir (Dugdill, 2002; Hickok, 2016;
Vanderbilt, 2012). Ancak yapilan aragtirmalar, bir¢ok bireyin is yerinde mutlu olmadiklarini, ayrica
mutlulugun hem bireyler acisindan hem de orgiitler agisindan kayda deger sonuglar1 oldugunu ortaya
cikarmaktadir (McKee, 2017; Fisher, 2010). Literatiire bakildiginda birey-orgiit uyumu ile is yeri
mutlulugu tizerine Sousa ve Porto (2015) ve Yildirim (2020) tarafindan yapilan yalnizca iki aragtirmaya,
is tatmini ile is yeri mutlulugu iizerine Alparslan (2016) tarafindan yapilan yalnizca bir arastirmaya
rastlanmistir. Ancak bu {i¢ degiskenin bir arada incelendigi bir arastirmaya rastlanmamais olup, yapilan
bu arastirmanin literatiire katki saglayacagi diisiilmektedir.

Yontem

Aragtirmanin evrenini Denizli ili Organize Sanayi Bolgesi’nde tekstil sektoril iizerine faaliyet
gosteren 84 isletmedeki 2128 beyaz yakali ¢alisan olusturmaktadir (Denizli Organize Sanayi Bolgesi,
2020). Orneklem ise 18 isletmedeki 468 beyaz yakali calisan ile gerceklestirilmistir. Bu anlamda
aragtirmada elde edilen 6rneklem sayisinin evreni temsil yetisine sahip oldugu sdylenebilir. Tekstil
calisanlarina dagitilan toplam 600 anketten 481 adet geri doniis elde edilmistir. Hatal1 ve eksik kodlama,
analiz i¢in yeterli nitelige sahip olmadig: diisiiniilen 13 adet anket formu aragtirmaya dahil edilmemistir.
Bu durumda 468 saglikli veri ile aragtirmaya yon verilmistir. Arastirmada verilerin toplanmasinda anket
tekniginden yararlanilmis ve elde edilen veriler nicel analiz yontemi uygulanarak test edilmistir.
Aragtirma icin Siileyman Demirel Universitesi Etik Kurulu’ndan gerekli izinler alinarak, ¢alisanlarin is
yerleri bizzat ziyaret edilmis ve anketler elden dagitilip ardindan toplanmistir. Toplanan veriler SPSS
22.0 (Statistical Package for Social Sciences) ve AMOS 21 (Analysis of Moment Structures) paket
programlari ile analiz edilmistir. Arastirmanin anket formu dort béliimden olugsmaktadir. Anketin ilk
boliimiinde c¢alisanlarin demografik 6zelliklerini belirlemeye yonelik sorular bulunmaktadir. Bu
boliimde cinsiyet, yas, medeni durum, egitim diizeyi, c¢alisilan birim ve ¢aligma yilim1 belirlemek
amaciyla toplam 6 soruya yer verilmis ve 5’li Likert dl¢eklendirme (Kesinlikle katilmiyorum-1,

Kesinlikle katiliyorum-5) kullanilmustir. ikinci boliimde yer alan Netemeyer ve arkadaslar1 (1997)
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tarafindan gelistirilen birey-orgiit uyumu 6lgegi tek boyutlu ve 4 maddeden olusmaktadir. Olcegin
Tiirkgeye uyarlamas1 Turung ve Celik (2012) tarafindan yapilmistir. Ugiincii boliimde Hackman ve
Oldham’in (1975) Is Ozellikleri Anketi’nden uyarlanan is tatmini dlgegi tek boyutlu ve 5 maddeden
olusmaktadir. Olgegin Tiirkgeye uyarlamasi Basim ve Sesen (2009) tarafindan yapilmis ve 5°1i Likert
Olceklendirme (Kesinlikle katilmiyorum-1, Kesinlikle katiliyorum-5) kullanilmistir. Son olarak
dordiincii boliimde ise WHO Collaborating Center for Mental Health, Frederiksborg General Hospital
Psikiyatrik Aragtirmalar birimi tarafindan olusturulan is yeri mutlulugu odlgegi tek boyutlu ve 5
maddeden olusmaktadir. Olgegin Tiirkgeye uyarlamasi Alparslan (2016) tarafindan yapilmis ve 6’1
Likert 6lgeklendirme (Higbir Zaman-1, Her Zaman-5) kullanilmistir.

Sonu¢ ve Degerlendirme

Yapilan istatistiksel analizler sonucunda birey-Orgiit uyumunun is tatmini iizerinde pozitif
yonde anlamli bir etkiye sahip oldugu goriilmektedir. Bu bulguya gore birey-orgiit uyumlar yiiksek olan
calisanlarin ig tatminlerinin de yiiksek oldugu sdylenebilir. Yine ayn1 sekilde birey-orgiit uyumunun is
yeri mutlulugu tizerinde pozitif yonde anlamli bir etkiye sahip oldugu goriilmektedir. Bu bulguya gore
birey-orgiit uyumlar1 yiiksek olan ¢alisanlarin is yeri mutlulugunun da yiiksek oldugu sdylenebilir.
Arastirma sonuclarindan elde edilen bir diger bulgu ise is yeri mutlulugunun, is tatmini lizerinde pozitif
yonde anlamli bir etkiye sahip oldugudur. Bu bulguya gore is yeri mutlulugu yiiksek olan calisanlarin
is tatminlerinin de yiiksek oldugu sdylenebilir. Yapilan arastirmanin sonucunda, birey-orgiit uyumunun
i tatmini lizerindeki etkisinde is yeri mutlulugunun aracilik rolii bulundugu gériilmektedir. Birey orgiit
uyumu is tatmini iligkisinde aracilik roliiniin oldugunun ortaya konulmasinin literatiire 6nemli bir katki

saglayacagi diisiiniilmektedir.
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1. INTRODUCTION

Although happiness is a relative concept that differs from individual to individual, the notion
of being happy signifies a universal feeling in each individual. Being happy, although known as enjoying
life, to be healthy, peaceful, having high social status and financial power, and having every need met
for the individual to be satisfied, this situation may differ in each individual. One of the elements that
affect the happiness of individuals is business life. Individuals spend most of their time in the workplace
in order to maintain their lives, along with those who work although they are sufficient financially and
do not need to work. Therefore, the environment in the workplace has a significant impact on

individuals.

According to the 2020 World Happiness Report, carried out by the United Nations in
consequence of studies conducted about happiness, Turkey, drawing back 14 ranks compared to the
previous year, ranks 93 among 156 countries by 5132 points in 2019. According to the data of 2019
Turkish Statistical Institute, on the other hand, it can be said that the rate of people stating that they are
happy stands around 52% but that this rate falls down and unhappy individuals increase every passing
year (Turkish Statistical Institute, 2019). In the remaining 48%, individuals stated that they are not
happy. The reason for this can be stated as, based on the working hours of the individuals, some problems
in work life may affect their happiness. The concept of happiness has recently attracted the attention of
researchers in the field of organizational behavior in Turkey as it does worldwide, and what sort of
impact the job has on happiness has been subject to various research (Alparslan, 2016; Giiner and

Bozkurt; 2017, Uzunbacak and Akg¢akanat, 2018; Yildirim, 2020).

As in the past, business life continues to be at the center of an individual’s entire life today. The
fine line between work and life has almost disappeared. The dream of being happy in the job and
workplace of the individual where they spend their days, exist, socialize, improve themselves day by
day, pursue their dreams and try to reach the goals of their life is a wish and desire for each individual
(Kjerulf, 2015). At this point, workplace happiness has become an issue that increases its importance
and attracts attention over time (Dugdill, 2002; Hickok; VVanderbilt, 2012). However, the research reveal
that many individuals are not happy in the workplace, and happiness has significant consequences for
both individuals and organizations (Fisher, 2010; McKee, 2017).

The research was conducted on textile sector workers in Denizli province. The province of
Denizli, which is the first to come to mind not only in Turkey but also in the world when it comes to
towels and bathrobes, proves to be ranked first in the textile sector with export figures. The textile sector
emerges as a sector that has undertaken almost half of Denizli’s exports. Parallel to this, it’s part in
Denizli’s employment is around 25%. In a word, it can be said that one out of every four employees
works in the textile sector in Denizli (Denizli Governorship, 2020). While talking about a sector that is

of such importance for Denizli, the happiness of the employees in the workplace has been taken under
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research because it is a subject worth examining in detail in terms of their harmony within the

organization and their satisfaction with the job.

In this study, firstly, definitions were made about the concepts of workplace happiness, job
satisfaction, and person-organization fit, and the relations between variables and theoretical bases were
included. Subsequently, in order to reveal the mediating effect of workplace happiness on the effect of
person-organization fit on job satisfaction, the findings and results of the application study conducted
on white-collar employees of 18 textile companies operating in Denizli Province Organized Industrial
Zone were included, the results were evaluated, and the research has been completed with

recommendations for subsequent researchers.

2. CONCEPTUAL FRAMEWORK
2.1. The Concept of Happiness

Happiness, one of the topics of positive psychology, has continued its existence as a purpose,
desire, and need throughout human history. Individuals took happiness as a goal for themselves and
continued their lives in this direction. While the concept of happiness has been defined in different ways
by philosophers and researchers, they expressed happiness as synonymous with subjective well-being
and quality of life at the same time. (Fisher, 2010; Sarracino, 2012). The word happiness, which comes
from the root “saide” in Arabic, means being happy, strong, and auspicious. While happiness can be
defined as a tendency that humans desire all the time but cannot give up, it can also be expressed as
attaining goodness, being blissful, and being in states where one can always enjoy themselves (Yildiz,
1997). In the Oxford English Dictionary, the word happiness, “felicita” in Latin comes from the roots
of “happen” and “happiness” which come to mean “to happen by chance” and “coincidence” (Marar,
2004). The Current Turkish Dictionary, on the other hand, has defined happiness as “the state of pleasure
of achieving all aspirations completely and continuously, happiness, prosperity, auspiciousness, felicity,
bliss” (Current Turkish Dictionary, 2019).

Today, individuals continue their lives in a society dominated by postmodernism and constantly
pursue new things in an endless path (Bauman, 2011). Continuous pursuit of new things and achieving
their goals causes individuals to experience temporary pleasures and these persons are called hedonistic
individuals. Although it has been handled in various fields and with different views, the concept of
hedonism, widely spoken about throughout history, has its roots in Ancient Greece (Deniz, 2019; Ekin,
2010).

Hedonism is defined as “the doctrine that regards pleasure as the only value and purpose of
human life, that all that gives pleasure is good” (Current Turkish Dictionary, 2019). This concept was
put forward by Aristippus, who was looking for an answer to the question “what is a happy life”, and

represented by Epicurus. According to Aristippus’ thought, happiness is expressed as the whole of the
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pleasures experienced by the individual. Aristippus, who says that individuals can be happy with their
instant pleasures, is of the opinion that people who are after fun, who do not worry about the future, who
enjoy the moment they live and always exist with their cheerful attitudes, and who can also control

themselves will lead a happy life (Akarsu, 1998).

Another approach belonging to the concept of happiness is eudemonism. Eudemonism is
defined as “the moral doctrine that finds the meaning of life in happiness, is based on the view that
human behavior is determined by the desire for happiness” (Current Turkish Dictionary, 2019). It is
stated that for eudemonism, happiness depends on the personal characteristics and lifestyles of
individuals and that happiness is a process (Servet, 2017).

The concept of eudemonism was first put forward by Democritus, who argued that individuals
should suppress their personal feelings in order to be happy. Democritus defines eudemonism as a moral
philosophy based on the happiness of the individual and trying to bring moral values together in this
direction (Aktan, 2009). When individuals want to achieve happiness, they must proceed by predicting
whether it will create benefit or futility for them. They can measure this by feelings of pleasure and pain.
They should also be able to distinguish what is good in relative and absolute terms. While the things
that can be gained with material values such as beauty, fame, and wealth are good in relative terms,
good in absolute terms can be explained as the well-being of the individual’s soul. When the spiritual
peace of the individual is like this, they will be happy with this situation. Again, to achieve happiness,
the individual should ensure their spiritual calmness, and on the one hand, should avoid desires that will
damage their spiritual calmness (Gokberk, 2008). Based on this, it is possible to interpret happiness as
a process that emerges as a result of the interpretation of parts such as family, social environment and
especially working life for working individuals, which is also gathered together with the personal
characteristics of the individuals, and reflects with positive emotions (Vatandas, 2017). To summarize,
the difference between hedonism and eudemonism approaches is that hedonism suggests that happiness
is experienced for a short time, while eudemonism suggests that happiness is experienced continuously

and permanently (Field and Buitendach, 2011).

Looking at the studies in the literature, it is stated that, within the framework of the factors that
affect happiness, in case of individuals containing positive emotions such as joy, peace, trust, hope, etc.
within themselves more, and negative emotions such as sadness, fear, hatred, life anxiety, etc. less, their
happiness is ensured (Isik et al., 2017). At the same time, individuals’ satisfaction with their health,

business, or marital life is one of the indicators of happiness (Demirbulat and Avcikurt, 2015).

Looking at the results of previous studies, the high quality of life of individuals, having real
friends, having a compatible marriage, and having a good job is regarded as a sufficient reason for them

to be happy. However, it is stated in the literature that work life, which is the most important part of an
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individual’s life, affects happiness closely, and research on the relationship between work life and

happiness continues. (Isik et al., 2017).
2.2. Workplace Happiness

Happiness in the workplace is a daily activity nourished by the passion for a meaningful purpose,
hope for the future, and the friendship of employees in the same environment (McKee, 2017). Workplace
happiness can also be expressed as more creativity, rapid career progress, getting more support,
achieving a good performance, and establishing strong relationships with colleagues and managers
(Pryce-Jones, 2010).

For individuals to continue their lives, it is necessary for them to meet certain physiological
needs and to earn money, that is, to work. Besides, the individuals with good financial gain desire to
produce something by working, too. Because working meets the desire of the human brain to do
something and has become a part of human life (Akduman and Duran, 2017).

In today’s business life, individuals work very hard and the business world is changing rapidly,
technological developments and globalization proceed with them. While it has been observed in the
studies that more than 50% of working individuals give neutral or negative results in their perspectives
on working life, it was determined that 35% experienced work-related tension, stress, burnout, and
sacrificed to work overtime (Veenhoven, 1996). When looking at the research on the concept of
happiness in the workplace, there are factors that make employees happy and unhappy (Nazli, 2015).
The top ten elements that make employees happy (Sar1, 2016) are, respectively, the individual liking
their job, having friendly and harmonious colleagues, a fair management approach that makes people
valuable, strong communication, a fun working environment, a job open to innovation and where one
can always improve themselves, having the opportunity to make and implement his own decisions,

getting the reward for his labor at the end of the job, and fully comprehending their job.

According to the results of the research conducted by Jones (2010), on the other hand, it is stated
that individuals who are happy in the workplace have better health, require a shorter time for motivation,
have higher earnings, are more assertive in projects and tasks requiring responsibility, have high
creativity, have strong communication with the teammates and organization managers, are more
determined, have high learning skills and success rate (as cited in, Akduman, 2015). When we look at
the working life of individuals, many factors such as their commitment to their job, their job satisfaction,
the fair sanctions of the organization on individuals, the harmony between the individual and the
organization, and so on, draw attention. When looking at many studies related to this, it is seen that
workplace happiness is referred to with the concepts of job satisfaction and person-organization fit.
(Fisher, 2010; Judge, Thoresen, Bono, Paatton, 2001; Moorhead and Griffin, 1989; Sousa and Porto,
2015).
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2.3. Job Satisfaction

In today’s competitive conditions, organizations have to make some regulations in order to
achieve their goals and objectives. In this case, the concept of job satisfaction comes to the fore. There
are many definitions of job satisfaction in the literature. Job satisfaction, is expressed as the satisfaction
status resulting from the positive emotional perspectives of the employees regarding elements of their
job, such as wages, control, working conditions, social relations, and work environment. (Cetin and
Basim, 2011). Robbins and Judge (2017) define job satisfaction as the positive emotion that occurs
within the individual as a result of job evaluation.

One of the most important factors for individuals to be successful, productive, and happy in
their jobs is job satisfaction (Musal et al., 1995). Providing the job satisfaction of individuals is also
important in terms of positive reflections of their physical and mental health, and therefore, in terms of
ensuring social welfare and happiness in this direction (Poyraz and Kama, 2008). Individuals of a certain
age who spend most of their daily lives in the workplace pay attention not only to the economic part of
the job they work but also to the psychological aspect of it. Hence, job satisfaction plays an important

role in individuals' lives both economically and psychologically (Tiimgan, 2007).

Coomber and Barriball (2007) stated that there are many factors that affect job satisfaction and
that it is a comprehensive concept in this respect. Therefore, they also stated that these elements differ
from individual to individual. When looking at the factors affecting job satisfaction, it is seen that it is
divided into two as individual and organizational (Porter and Lawler, 1968). Individual elements are
those that depend on the work an individual does. These can be counted as wishes and needs of the
individual, talent and personal characteristics, sense of achievement, self-confidence, feedback, and
control. Organizational factors, on the other hand, are elements that depend on the organization in which
the individual works. And those can be counted as the nature of the job, salary, promotion, reward,
colleagues, working conditions, management, policy, and procedures (Glisson and Durick, 1988;
Opkara, 2002).

Looking at the individual results of job satisfaction, as job satisfaction directly affects the mental
and physical health of the individual, it contributes to the happiness of individuals (Greenberg, 1990).
While there is no negative situation within the health of individuals with high job satisfaction, having
low job satisfaction causes physical illnesses from psychological-origins such as tension, stress, nausea,
headache and stomachache, and alcohol, smoking, and addictive drug use are observed in most
individuals (Tzeng, 2002). While the commitment to the organization increases in individuals with high
job satisfaction, individuals with low job satisfaction will experience a feeling of reluctance to work and
burnout due to exhaustion (Atencio et al., 2003). Looking at the organizational results of job satisfaction,
while high performance is observed in organizations where job satisfaction is provided, in organizations

where job satisfaction cannot be achieved, the productivity of the organization will decrease as the
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performance of individuals decrease. Therefore, this will affect the success of the organization adversely
(Davis, 1988). While individuals show continuity to work in organizations where job satisfaction is
provided, individuals’ behaviors of coming to the job late and intention to leave the job will increase
(Cariker and Oksay, 2004). In organizations where job satisfaction is provided, the labor turnover rate
of individuals is low and organizations with such employees can easily find new colleagues if in need.
In organizations where job satisfaction cannot be achieved, individuals’ labor turnover rate is high, and

organizations with such employees find it difficult to find different colleagues (Erdogan, 1996).
2.4. Person-Organization Fit

Although individuals operating in an organization are in an organizational structure to achieve
different goals and objectives, individual goals may not comply with the organization’s purposes
sometimes. One of the main goals of organizations operating today is to ensure the compatibility of
employees with the job and the organization (Sariboga et al., 2019). According to one view, person-
organization fit is achieved when the individual’s demands and needs are met by the organization, and
according to another viewpoint, when the individual has the abilities to achieve the goals and objectives
of the organization (Kristof, 1996). It is also expressed as the cohesion between the expectations, needs

and priorities of the employees and the organization (Chatman, 1989).

Person-organization fit is as important as wage, reward, promotion, and working conditions in
ensuring the sustainability of the workforce in the business life shaped by certain regulations (Cable and
Parsons, 2001). In the formation of some similarity between the value of the employee and the value of
the individual, that is, in ensuring person-organization fit, the proximity of the employees with each
other, the sharing of feelings and thoughts, is effective in coming together at a closer and common point,
and at the same time, the employees making decisions together and proceeding on the same path.
However, for those to be implemented, there must be a way chosen by both employees and
organizational managers. Therefore, it would be appropriate for organization managers to demonstrate

exemplary behaviors to strengthen the workplace friendship of employees (Alparslan et al., 2015).

Van Vianen (2001) classifies the characteristics of person-organization fit by the concepts of
personality, value and need. Although the behaviors are similar in some cases, “personality” differs from
individual to individual. Elements that make up the personality traits of the individual are skills,
temperament, and character structure (Ozsoy and Yildiz, 2013). Another feature is the concept of
“value”. It is one of the most critical points that should be considered within the scope of the
organizational value in terms of how individuals will behave in the organization, that is, behaving well
or badly. For instance, most of the time, customer satisfaction and justness come to the fore. However,
some organizations attach more importance to their employees than to customers. When these two
examples are considered, the concept of value explains how individuals should behave in the

organization (Ozkalp and Kirel, 2001). The concept of “needs” also differs from individual to individual.
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For example, it is observed that unsatisfied needs play a role in experiencing problems such as conflict,

psychological problems, theft, and alienation in an organization (Eren, 2017; Ulutas, 2011).

Person-organization fit, ensuring a harmony achieved by both the individual and the
organization, and an ongoing competitive advantage is necessary in order to offer new products, to get
back to customers as early as possible, and to benefit from resources efficiently (Ozkan et al., 2019).
Consequently, when we look at the individual and organizational results of the person-organization fit,
in an organization with a person-organization fit, the trust of the employees in each other will increase;
as a result of this feeling of trust, strong communication, and strong information sharing will take place
between the individual and the organization. Employees will focus more on their work rather than run
away from work and will contribute more to the organization. At the same time, compatible employees
will be more active, more devoted and more efficient in the organization (Alparslan et al., 2015). In an
organization where person-organization fit is achieved, besides the integration of individuals with each
other, this harmony will also encourage individuals to work more effectively (Xiaojun and Peilan, 2009).
It can be said that individuals with high person-organization fit have positive effects such as less
alienation from the organization, low levels of identity confusion, being away from feelings of loneliness
and helplessness, and contributing to achieving the goals and objectives set by the organization (Akbas,
2011). Achieving person-organization fit has a positive effect on the job satisfaction and performance
of the employees. However, when this cohesion is not achieved, it is said that job satisfaction decreases

and the workforce turnover rate increases on the other hand (Olsen et al., 1995).
2.5. The Relationship Between Person-Organization Fit and Job Satisfaction

Scientific determination of the level of person-organization fit plays an important role both in
determining the profile of the organization culture and in the recruitment process of individuals who can
be qualified as correct regarding the organization (Yahyagil, 2005). In the literature, it is stated that with
a high level of person-organization fit, employees’ performance and productivity, and stability in the

workplace increase to the same extent (Cable and Judge, 1996; O’Reilly, 1991).

Person-organization fit and job satisfaction relationship can be supported by Murray’s Need —
Press Model and Blau’s Social Exchange Theory. According to the Need-Print Model, it is stated that
the level of harmony between the needs of individuals and the characteristics of the organization results
in the satisfaction or suppression of the needs of the individuals (Ostroff and Schulte, 2007 as cited in
Bayramlik et al., 2015). It is envisaged that the individual should be included in an organization that
will help to meet all their needs and avoid organizations that would pose any obstacle to meeting these
needs (Polat¢1 and Cindiloglu, 2013). According to the Social Exchange Theory, since the individuals
cannot meet their needs that will provide satisfaction, they interact with other individuals within the

organization to meet these needs with the help of an organization (Lawler and Thye, 1999). In this

1679



Mehmet Akif Ersoy Iktisadi ve Idari Bilimler Fakiiltesi Dergisi - Mehmet Akif Ersoy University Journal of Economics and Administrative Sciences Faculty
Cilt: 8 Sayi: 35.1670-1698 Volume: 8 Issue: 3 p.1670-1698
Kasim 2021 November

context, when the needs of the individual are met, the level of satisfaction increases, and the two parties

interact with each other with the efficiency the organization obtained from the individual (Koksal, 2012).

Kristof (1996) stated that in order to achieve person-organization fit, it is essential that both the
individual and the organization are happy when their expectations are met. It is assumed that job
satisfaction is an effect of the individual’s personal and environmental characteristics (O’Reilly et al.,
1991). Due to the nature of this effect, the personal characteristics of each individual are different, and
thus, the satisfaction levels vary from individual to individual (Scarpello, 1983). Therefore, positive
results such as an increase in job satisfaction by keeping individuals together, a decrease in the intention
to leave the job, and an increase in organizational commitment may occur in an organization where

person-organization fit is provided (Schneider, 2001; Verquer et al., 2003).

To ensure the job satisfaction of the individuals, first of all, organization managers should keep
away from the prejudice of seeing the persons as a production factor. In other words, managers should
take into account that individuals are not only an economic asset in the organization, they also have
social sides, and also, that they operate in the organization to meet their psychological needs. Besides,
one of the most important social duties of organizations is to ensure the job satisfaction of individuals
(Akinci, 2002).

Hs. Person-organization fit has a positive effect on job satisfaction.
2.6. The Relationship Between Workplace Happiness and Job Satisfaction

With the strengthening of technology day by day, the complexity of organizational structures
and operations, and the necessity of individuals to be happy with their work has become a widely
accepted fact in the modern business world (Turgut and Cinko, 2017). Organizations have begun to be
interested in the positive and negative emotions of the individuals since when individuals whose
emotions are ignored and who are regarded as robots become physiologically and psychologically ill
after a certain time and their productivity and performance decrease due to troubles. The fact that the
issue of employee health and happiness is on the agenda of the World Economic Forum is an indicator
of this (Davies, 2016).

As evaluated based on the previous definitions regarding the concept of job satisfaction, job
satisfaction reveals how happy an individual is at the job in which they operate (Bozkurt and Bozkurt,
2008). Considering the concepts of happiness and job satisfaction, whether individuals are happy or
unhappy affects their work lives and plays an important role in individuals’ job satisfaction. Happy
individuals positively affect their lives in the workplace and accordingly, the individual’s performance
in the workplace is also positively affected. As a matter of fact, it is inevitable there to be a positive or
negative relationship between individuals’ happiness and job satisfaction (Bakan and Biiyiikmese,
2004).

1680



The Effect of Person-Organization Fit on Job Satisfaction: The Role of Workplace Happiness - Birey-Orgiit Uyumunun Is Tatminine Etkisi: Is Yeri Mutlulugunun
Rolii
Aslihan YILDIZ, Hasan Hiiseyin UZUNBACAK

When the workplace happiness of the individual is considered in terms of Maslow’s Hierarchy
of Needs, it is assumed that individuals require real needs and their happiness tends to increase when
these needs are met (Diener and Lucas, 2000). According to the theory, in order to meet the physiological
needs of the individual in the first step of the pyramid, it is necessary to have financial gain first.
Therefore, the earnings that the individual gains from the organization they work for will play a
significant role in meeting their physiological needs. Regarding his approach, Maslow states that
individuals in routine working life must have a safe and comfortable work environment in order to
achieve the goals and objectives of the organization and to maximize their motivation (Schepers et al.,
2008). When the safety needs are met, the individual becomes happier as a result of operating in a safe
organization and that increases the quality of their work (Kula and Cakar, 2015). In this context, the
performance of the individuals in an organization where the needs are met, the organizational relations,
and communication will be higher and the happiness of the individual at the workplace will increase
day by day. In short, it is thought to be the most crucial requirement of the individual in business life for
them to be happy and to become aware of themselves as a result of the physical, safety, belonging,
esteem, and self-actualization steps.

Job satisfaction is an attitude of the job that emerges as a result of the evaluation of job-related
factors. While these attitudes have serious effects on individuals’ emotions, it is not difficult to explain
what happiness is (Weiss and Cropanzano, 1996). While job satisfaction is within a job-related attitude,
happiness in the workplace does not contain only a work-related fact (Ashforth and Humphrey, 1995).
Based on this meaning, while happiness can be expressed as the individual’s unique emotions, job
satisfaction can be expressed as the effect of one’s job on themselves. While the individual may be
happy at work, they may also have negative feelings towards their job. On the contrary, the individual

may feel unhappy in the workplace while feeling positive towards the job (Wright and Doherty, 1998).
H,. Person-organization fit has a positive effect on workplace happiness.
2.7. The Relationship Between Person-Organization Fit and Workplace Happiness

Considering that many employees in today’s organizations spend more time with other
employees in the workplace than their families, how important social relations are stands out. Harmony
is when people interact happily with their environment (Basaran, 2004). Organizational relations, which
take place in a large part of employees’ lives, have a great effect on meeting the social interaction needs
of the individual. Therefore, it is stated that this harmony directly affects the happiness and life quality
of the individual (Intelligence, 2014 as cited in, Alparslan et al., 2015).

The values of the individual express everything they desire that will make them happy and find
peace (Reichers and Schneider, 1990). Individuals determine their living standards because they are
committed to the values they have, and they strive with great ambition to achieve these standards. For

example, from various organizations that got back to them for job offers, they prefer the one that fits
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them; and they want to operate in organizations where their values overlap at the maximum level during
their work life. The values of the individual determine their attitude, and this affects their behavior. At
the same time, other individuals around them are also affected by these attitudes and behaviors (Roberts
etal., 2007).

The Social Exchange Theory put forward by Blau (1964) is expressed as mutual requirements
that can lead to significant negative consequences when the relationship between the individuals in the
organization and the organization that cannot be clearly explained is damaged (Coyle and Conway,
2005). Blau (1964) defines social exchange as absolutely voluntary activities that are formed by the
individual gaining motivation with the rewards offered by the organization when individuals have an
expectation in return for their output (Aydin, 2017). The theory is trust-oriented, as the individual enters
into a situation that does not guarantee positively in the face of their acts as a result of the social
exchange. Since it is trust-driven, it also causes feelings such as trust and gratitude in the individual
(Blau, 1964). According to the theory, organizations make investments for the happiness of individuals
in the workplace and after ensuring that this is understood correctly by individuals, they initiate the
social exchange and continue it (Turung and Celik, 2010). According to this theory, Organ states that in
an organization with happy individuals, individuals’ contribution to the organization is more and mutual

benefits are more prominent (Organ, 1977 as cited in, Erselcan and Ozer, 2018).

Since individuals will feel happier in organizations with a high rate of similarity with their
personal characteristics, they want to take part in such organizations and continue there. Likewise,
organizations want to work with individuals who are similar to them (Van Vianen, 2000). In order to
achieve this harmony, both parties must provide mutual tolerance to each other during the activity
process. If the employees do not feel compatible with the organization, individuals will not be attached
with the organization, they will be alienated, their job satisfaction will be reduced, and their intention to
quit will increase (S1gr1 and Giirbiiz, 2013). In cases where the person-organization fit is at high levels,
individuals try to show more support to each other in the organization. That’s why their job satisfaction
and organizational commitment increase. Intentions to quit will also be at the lowest levels (Alparslan
et al., 2015). Therefore, it can be said that person-organization fit affects workplace happiness since
these factors are components of workplace happiness and at the same time individual’s happiness in the

workplace develops according to these factors.

To summarize, person-organization fit, workplace happiness, and work performance are
important issues for employees in organizations. It is important for both parties that organizations that
contain organizational beliefs and values, norms, behaviors, and attitudes within themselves should
ensue accordance with employees. As this accordance will increase the happiness of the employees, it

will also ensure the goals and objectives of the organization are adopted by the employees. As a result,
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the organization will obtain a strong performance from its employees and benefit from the human factor

in the highest way (Demirer, 2019).
Ha. Workplace happiness has a positive effect on job satisfaction.

2.8. The Mediating Role of Workplace Happiness in the Effect of Person-Organization Fit

on Job Satisfaction

Working life is of great importance as it is the center of an individual’s life in meeting their
needs. The individual will only be satisfied when they meet their needs. Besides, as individuals’
performance and productivity at work are among the most important factors affecting the success of
organizations, individuals need to be as satisfied as possible from the job they are responsible for in
order to keep their performance and productivity at a high level (Toker, 2007). To achieve this
satisfaction, it can be said that it is necessary to ensure the person-organization fit in the organization
and to have a mutual interaction for both the organization and the individual (Kristof, 1996). Therefore,
an increase in the job satisfaction levels of the employees will be seen in an organization with a high
person-organization fit (Verquer et al., 2003).

In line with the modern management view, for organizations to achieve effective results, it is
necessary to ensure that the job that individuals are looking for and the job is suitable for the individual.
It has been determined that for work-individual fit, it is not enough for individuals to be suitable for
their job only in terms of individual skills and characteristics and that in some cases, high wages and
promotion opportunities provided to the individual cannot provide employee happiness and job
satisfaction. Accordingly, research on job satisfaction continue by many researchers today (Erdogan,
1996). The living conditions of the individuals have an effect on happiness, just like personal
characteristics of the individuals directly affecting their happiness. As stated in the Bottom-Up Theory,
individuals decide that they are happy or unhappy when their sense of happiness, pleasure and pain they
experience independent of their personality traits are evaluated. Therefore, while happiness is formed
by the feelings of the individual unique to themselves and their environment, it can be stated that job
satisfaction is formed by the effect of the work on the individual (Eryilmaz, 2009). In this context, in an
organization where employees operate, it can be said that when the expectations of the individual and
the organization are mutually met, and when the individuals are happy at the workplace, the job

satisfaction level of the employees will increase.

In the light of this information, it is expected that person-organization fit will positively affect
the job satisfaction levels of the employees and thus, the employees will be highly happy with work.
For this reason, in this study, workplace happiness is considered as the mediating variable in the effect
of person-organization fit on job satisfaction. In this case, the 4th hypothesis of the research was formed

as follows.
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H.. Workplace happiness has a mediating effect on the relationship between person-
organization fit and job satisfaction.

3. RESEARCH METHODOLOGY

In the method part of the research, the purpose and model of the subject researched, the
population and sample of the research, the introduction of the scales used, the method and process of
data collection, the analysis, and findings of the research are included.

3.1. Purpose of the Study

The purpose of the study is to examine the mediating role of workplace happiness in the effect
of person-organization fit on job satisfaction on white-collar workers in the textile sector in Denizli.
Inspired by the research and theoretical bases in the literature, considering that workplace happiness
may have a mediating effect on the relationship between person-organizational fit and job satisfaction,

the model of the study was formed as follows.

Figure 1. Research Model

/ Workplace Happiness \

Hy H;

e ~

Job Satisfaction

Person - Organization Fit .

3.2. Sample of the Research

The population of the research consists of 2128 white-collar employees of 84 enterprises
operating in the textile sector in Denizli province Organized Industrial Zone (Denizli Organized
Industrial Zone, 2020). The sample was carried out with 468 white-collar employees of 18 businesses.
The convenience sampling method from the sampling methods was used. The purpose of this sampling
is to create the sample by the selection of important units in terms of fast and easy availability of the

guestionnaires (Nakip, 2004).

When the size of the population is certain, the number of people the sample should consist of,
the amount of tolerance, and the error probability are calculated according to the size of the population,
and a sample of 327 people is considered sufficient when the error tolerance is 5%, the reliability level
is 95%, and the population size is 2200 (Krejcie, 1970). In this sense, it can be said that the number of
samples obtained in the research can represent the population. 481 responses were obtained from atotal

of 600 questionnaires distributed to textile employees. 13 questionnaire forms with incorrect and
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incomplete coding that were thought to be insufficient for analysis were not included in the study. In

this case, the research was directed with 468 strong data.
3.3. Research Method and Measures

The questionnaire technique was used to collect data in the study, and the obtained data were
tested by applying the quantitative analysis method. For the research, the necessary permissions were
obtained from the Ethics Committee of Siileyman Demirel University, the workplaces of the employees
were visited personally, and the questionnaires were distributed by hand and then collected. When there
is any item not understood in the questionnaire by the employee, they were informed by explaining, and
at the same time, it was stated that the answers given to the questionnaire would in no way be shared
with third parties. The collected data were analyzed with SPSS 22.0 and AMOS 21 package software.

The questionnaire form consists of four sections. In the first section of the questionnaire, there
are questions to determine the demographic characteristics of the employees. In this section, a total of 6
questions were included in order to determine gender, age, marital status, education level, working unit,
and working year. The other three sections consist of scales about person-organization fit, job
satisfaction, and workplace happiness, which are introduced below.

Person-Organization Fit Scale: This scale, which was developed by Netemeyer et al. (1997) to
measure employees’ person-organization fit, is one-dimensional and consists of 4 items. The scale was
adapted to Turkish by Turung and Celik (2012) and 5-point Likert scaling was used. Employees were
asked to tick one of the options: 1: Strongly Disagree, 2: Disagree, 3: Neither agree nor disagree, 4:
Agree, 5: Strongly Agree, expressing to what extent they agree with the sentences on the scale.
Reliability coefficient of the original scalewas calculated as .81 and was found to be highly reliable. The
high scores obtained from the scales indicate that the person-organization fit of the employees is high.
On the scale, there are judgment sentences such as “I think that the values of this institution and my
personal values are compatible”, “The values of this institution regarding its approach to people are the

same as my personal values”.

Job Satisfaction Scale: This scale, adapted from Hackman and Oldham’s (1975) Job
Characteristics Questionnaire to measure the job satisfaction of employees, is one-dimensional and
consists of 5 items. The scale was adapted to Turkish by Basim and Sesen (2009) and 5-point Likert
scaling was used. Employees were asked to tick one of the options: 1: Strongly Disagree, 2: Disagree,
3: Neither agree nor disagree, 4: Agree, 5: Strongly Agree, expressing to what extent they agree with
the sentences on the scale. Reliability coefficient of the original scalewas calculated as .78 and was
found to be quite reliable. The high scores obtained from the scales indicate that the job satisfaction of
the employees is high. On the scale, there are judgment sentences such as “My job is like a hobby for

me”, “I think I’'m happier at my job than most other people”.
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Workplace Happiness Scale: This scale, which was created by the WHO Collaborating Center
for Mental Health, Frederiksborg General Hospital Psychiatric Research Unit to measure the workplace
happiness of employees, is one-dimensional and consists of 5 items. The scale was adapted to Turkish
by Alparslan (2016) and 6-point Likert scaling was used. Employees were asked to tick one of the
options 1: Never, 2: Rarely, 3: Sometimes, 4: Often, 5: Most of the time, 6: Always, expressing to what
extent they agree with the judgment sentences on the scale. Reliability coefficient of the original scale
was calculated as .83 and was found to be highly reliable. The high scores obtained from the scales
indicate that the workplace happiness of the employees is high. On the scale, there are judgment
sentences such as “I feel joyful and in high spirits at work”, “When I come to work in the morning, |

come feeling vigorous”.

4. ANALYSES AND FINDINGS

The analysis of a total of 468 questionnaire data obtained from employees was carried out using
the SPSS 22 package software developed for quantitative research methods. The demographic
characteristics of the employees participating in the questionnaire were examined by frequency,
percentage and average distributions called descriptive statistics. Then, Internal Consistency Coefficient
(Cronbach a) was calculated to measure the reliability of the scales, and Confirmatory Factor Analysis
(CFA) was applied to measure the construct validity of the scales. Also, Structural Equation Modeling

was used with the AMOS 21 software and the hypotheses were tested by path analysis.
4.1. Confirmatory Factor Analysis

CFA was conducted to test the construct validity of the scales used in the study. The results of
the analysis were presented in Table 1. According to these results, it was determined that the scales have
excellent goodness of fit values (Hu and Bentler, 1999; Kline, 2011). It is seen that the factor loadings
of the Person-Organization Fit Scale items vary between .66 and .93, Job Satisfaction Scale items
between .57 and .89, and Workplace Happiness Scale items between .32 and .87. On the Workplace
Happiness Scale, there is an item with a .32 factor load. Kim-Yin has stated that factor load values were
connected with the sample size and thata sample size of at least 350 people would be sufficient to include
items with a factor load of .32 in the scale (Kim-Yin, 2004, cited in Sencan, 2005). Therefore, since the

sample size of the study is 468 people, the item with a factor load of .30 was included in the scale.

Table 1. Goodness of Fit Values of the Scales
Variables ledf GFI AGFI NFI 1FI1 TLI CFlI RMSEA

Person-Organization 4.550 .995 952 997 997 984 997 .087

Job Satisfaction 2.300 990 970 991 995 990 .995 .053

Workplace Happiness 1.417 .994 982 994 998 996 .998 .030
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4.2. Findings of the Research

The frequency and percentage values for gender, age, marital status, education level, working

unit, and working year of the employees participating in the study are shown in Table 2.

Table 2. Socio-Demographic Findings of Employees

Number Percentage
Gender Woman 229 48.9
Man 239 51.1
. Married 301 64.3
Marital Status Not Married 167 35.7
Primary 31 6.6
High School 116 24.8
Education Two-Year 90 19.2
Undergraduate 219 46.8
Graduate 12 2.6
Production 121 25.8
Management 55 11.8
Working Unit Finance 63 135
Marketing 90 19.2
Support 139 29.7
Age Avg.= 35.1 (SD=7.5)
Tenure Avg.= 10.6 (SD=7.6)
Total 468 100

When Table 2 is examined, 229 (48.9%) of the employees participating in the study are women,
and 239 (51.1) are men. When the marital status of the employees was examined, it was seen that 301
(64.3) were married and 167 (35.7) were not. In terms of education levels, 31 (6.6) were graduates of
primary school, 116 (24.8) were high school, 90 (19.2) were associate degree, 219 (46.8) were
undergraduate, and 12 (2.6) were master’s degree. Of the employees, 121 (25.8) are in production, 55
(11.8) in management, 63 (13.5) in finance, 90 (19.2) in marketing, and 139 (29.7) in support units.
When Table 2 is examined, the ages of the employees participating in the study ranged from 19 to 63,
with an average age of 35.1 and a standard deviation of 7.499. Looking at the working time, it ranged
between 1 and 45, and the average working time was determined to be 10.6 and the standard deviation,
7.571.

When Table 3 is examined, when the skewness and kurtosis coefficients of the variables are
considered, the skewness coefficients are in the value range of .510 and .622, and the Kkurtosis
coefficients in the value range of -.495 and .022. Considering these values, it is concluded that the data
show a normal distribution. According to Morgan, Leech, Gloeckner, Barret (2004: 49), if the

coefficients of skewness and kurtosis are in the range of & 1, the data show a normal distribution.

After the CFA was applied on the validity of the scales and they were determined, reliability
analysis was performed to calculate the internal consistency of the scales for the mentioned variables.

Here, they were evaluated by looking at the Internal Consistency Reliability Coefficients (Cronbach's
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alpha value). When Table 3 is examined, the Internal Consistency Reliability Coefficient values of the
Person-Organization Fit Scale, Job Satisfaction Scale, and Workplace Happiness Scale werefound to be
over 80 and highly reliable. Also, the fact that the CR value is above .70, AVE value, above .50, and

thatthe CR value is greater than the AVE value shows that convergent validity is achieved (Table 3).

Table 3. Descriptive Statistics

Variables Mean SD  Skewness Kurtosis CR AVE 1 2 3
1.P-O 338 1.01 510 -.495 .90 71 (.91)

2.JS 359 .90 .588 .022 .88 .61 .595%* (.88)

3. WPH 423 1.05 .622 .010 .89 .57 b557**  692**  (.85)

p<.01; CR: Composite reliability, AVE: Average variance extracted, SD: Standard deviation, P-O:
Person-Organization Fit, JS: Job Satisfaction, WPH: Workplace Happiness

When the person-organization fit of the employees is examined in Table 3, it is seen that they
have an average of 3.38 (SD = 1.01). Considering that the maximum score that can be obtained from
each item in the scale related to the variable is 5, it can be said that the employees show a person-
organization fit above the medium level. When job satisfaction is examined, it is seen that the average
is 3.59 (SD =.90). Considering that the maximum score that can be obtained from each item in the scale
for the variable is 5, it indicates that the employees have job satisfaction above the medium level. Finally,
when their workplace happiness is examined, it is seen that the average is 4.23 (SD = 1.05). Considering
that the maximum score that can be obtained from each item in the scale related to the variable is 6, it is

concluded that the employees have workplace happiness above the average level.

When Table 3 is examined, there is a moderate, positive and significant correlation between
person-organization fit and job satisfaction (r =.595, p <.01) and workplace happiness (r =.557, p <.01).
In this case, it can be said that as the person-organization fit increases, job satisfaction and workplace
happiness will also increase. There is a medium level, positive and significant correlation between job
satisfaction and workplace happiness (r =.692, p <.01). In this case, it can be interpreted that as job

satisfaction increases, workplace happiness also increases.
4.3. The Hypothesis Test Results

In order to test the hypotheses in the study, the structural equation model was applied. Therefore,
the relationships presented in the form of hypotheses were analyzed with the AMOS 21 software. As a
result of the path analysis, the model shown in Figure 2 was formed. In testing the structural equation
models, the maximum likelihood method and resampling method were used, and analyzes were made
over 5000 resamples. For the significance of the mediating effect, the lower and upper limit confidence
interval values in the 95% confidence interval were examined. It is understood that these values do not
include the value of zero (0), and it can be said that the mediating effect is statistically significant
(MacKinnon et al., 2004).
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Figure 2. Path Analysis
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A modification was made between e13 and el4 during the path analysis. The reason for this
modification was deemed appropriate to ensure that the goodness of fit value of the model was within
acceptable limits. According to the goodness of fit values of the structural equation model (2 / df: 2.332;
p <.001; CFI =.98; NFI=.96; TLI = .97; GFI= .95; AGFI:.93; RMSEA: .053) in Figure 2, the model
indicates perfect fit (Hu and Bentler, 1999; Kline, 2011).

The standardized path coefficients obtained as a result of testing the structural model are given
in Table 4.

Table 4. Path Analysis Results

Path B B SH p LLCI ULCI
Direct Effect
P-O — JS 227 276 .037 folelal 153 .398
P-O —  WPH 218 591 .035 falalel .508 .664
WPH — JS 1,343 .603 217 falolad 491 712
Indirect Effect
P-O —- WPH — JS 293 356 .042 kool .280 444
Note: ““p <.001; B: Unstandardized regression coefficient; p: Standardized regression coefficient; SE:

Standard error; LLCI: Lower limit confidence interval; ULCI: Upper limit confidence interval; P-O:
Person-Organization Fit; JS: Job Satisfaction; WPH: Workplace Happiness

When Table 4 is examined, it is seen that the effect of person-organization fit on job satisfaction
is positive and significant ( = .276, p <.001) and that person-organization fit and workplace happiness
have a share of 64% (R*=.64) in explaining job satisfaction. In this context, the H; hypothesis of the
research was supported. It was understood that the effect of person-organization fit on workplace
happiness is positive and significant (f = .591, p <.001) and that person-organization fit has a share of
35% (R?=.35) in explaining workplace happiness. In addition, it is seen that workplace happiness, again,

affects job satisfaction (B =.603, p <.001) positively and significantly. These results also support the H»
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and Hs; hypotheses. According to the results regarding the mediation effect, it is seen that workplace
happiness has a mediating role in the effect of person-organization fit on job satisfaction, and its indirect
effect is significant (B =.356, p<.001, 95% BCA CI [.280, .444]), and the hypothesis numbered H4 has

been accepted.

5. CONCLUSION AND DISCUSSION

Workplace happiness remains one of the issues that organization managers and organization
employees attach importance to recently. Many working individuals spend most of their time at work.
The work that the individuals do in order to maintain their life, achieve their goals and actualize
themselves and the workplace where they perform this play an important role in the individuals’ private
life. At the same time, it can be said that the happiness of the individual in the workplace depends on
the harmony within the organization and the individual's sense of satisfaction.

As a result of the statistical analysis made, it is seen that the person-organization fit has a
significant and positive effect on job satisfaction. According to this finding, it can be said that employees
with high person-organization fit also have high job satisfaction. Looking at the literature, the results
reached in this study comply with the results of the studies conducted by Lim et al., (2019), S6kmen and
Biyik (2016), Karamanlioglu et al., (2019). Again, correlatively, it is seen that person-organization fit
has a significant and positive effect on workplace happiness. According to this finding, it can be said
that employees with high person-organization fit also have high workplace happiness. Looking at the
literature, only two studies, done by Sousa and Porto (2015) and Y1ildirim (2020), on these two variables
have been found, and this is in line with the results of this study. Another finding obtained from the
research results is that workplace happiness has a positively significant effect on job satisfaction.
According to this finding, it can be said that employees with high workplace happiness also have high
job satisfaction. Looking at the literature, only one study where the relevant variables were measured
together was found and the results of this study are similar to the results of the study conducted by
Alparslan (2016). As a result of the research done, it is seen that workplace happiness has a mediating
role in the effect of person-organization fit on job satisfaction. It is thought that revealing that there is a
mediating role in the relationship between person-organization fit and job satisfaction will make a
significant contribution to the literature. This study is of great importance for both researchers and
managers, especially since there are no studies in the national and international literature on the role of
employees’ workplace happiness in the relationship between person-organization fit and job

satisfaction.

In the evaluation of workplace happiness, it was concluded that 14.7% of the employees were
happy at a low level, 72% at a medium level, and 13.3% at a high level. In this context, although it is
concluded that 85.3% of the employees are happy on a medium or high level, it cannot be said that the

majority of the employees are completely happy. Many factors such as workflow in the workplace, the
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job itself, the salary, department, compatibility between employees, and fair management do not fully
meet the satisfaction level of the employees. For these reasons, although employees do not always feel
joyful and pleasant at work, it can be said that they are satisfied with working in their workplace in
general. Looking at the remaining 14.7%, it is seen that the low level of happiness of the employees is
generally due to their irritable and tense mood at work. The reasons for this can be that the employees
are not satisfied with the job, they do not enjoy the job, their views on personal value and justice do not
comply with the organization. Therefore, considering these results, it is understood that the textile
industry needs studies for understanding how organizations can contribute to workplace happiness. In
particular, it is thought that organization managers’ detailed investigation of the underlying reasons for
the low job satisfaction levels of employees and efforts to increase the level of person-organization fit
will make a significant contribution in terms of both employees and the sector.

6. LIMITATIONS OF THE RESEARCH AND RECOMMENDATIONS

As in every research, this research has some limitations. First of all, since the sample of this
research consists of white-collar workers of 18 enterprises operating in the Denizli Organized Industrial
Zone, the generalizability of the study can be limited by the white-collar workers of all the textile
businesses in Turkey. At the same time, it is not possible to make any generalizations for different
sectors and occupational groups since the research is only examined on the textile sector. Therefore, the
effect of person-organization fit on job satisfaction and the mediating role of workplace happiness in
different sectors and occupational groups will also differ. In addition, the fact that the model in the

research should be examined with different and various variables can be stated as a limitation, too.

The research area is limited to the Organized Industrial Zone, which includes various sectors.
Another reason for preferring this region is that it has faster and easier access to businesses. In addition,
the fact that other textile enterprises in the region could not spare time for the survey and that permission
cannot be requested due to their business policies made it difficult to collect data and therefore these
enterprises could not be included in the scope of the research. Research data were collected between
January and February 2020 and the research findings can only give an idea for the relevant period. The
data of the variables of the study are limited to the scope of the scales used. Since employees personally
evaluate and respond to person-organization fit, job satisfaction, and workplace happiness, they bring
along social desirability bias problems. For this reason, in other studies, while the scales of the relevant
variables are interpreted by the individuals, the interpretations of the individuals by their colleagues may

also be examined.

In the light of research findings and information obtained from the literature, the
recommendations of the research conducted to increase workplace happiness can be counted as
strengthening the relationship between the individual and the organization, exhibiting fair behavior

within the organization, giving place to happiness activities, doing works that will increase motivation,
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and including training based on innovation. The suggestions of the research for researchers are: When
the results of the study are examined, it is seen that the person-organization fit has a share of 35% in
explaining the workplace happiness. Thus, it is suggested to include different and more variables such
as organizational commitment, organizational justice, organizational silence, intention to quit, mobbing
in future studies of workplace happiness. Since this research was conducted only on white collar workers
in the textile industry, it is not possible to make any generalizations. It is thought that future studies will
contribute to the literature by being conducted in a wider population, including blue-collar workers in
different sectors. Besides, evaluating the perception of happiness among the sectors will provide
different perspectives on what is happiness in the workplace and what affects this happiness. The
qualitative research method was used in this study. In this respect, supporting the research with
qualitative methods will increase the possibility of presenting generalizable results from the research. It
is based on a cross-sectional research design because participants’ perception of happiness in the
workplace is evaluated only in a certain period of time, and therefore, it may be suggested to collect data
in different periods by making a longitudinal research design in future studies. Since the data of this
research were collected before Covid-19, the relevant variables are recommended to be applied after
Covid-19 in the same sector, and it is thought that the results of the research will contribute to the

literature in terms of revealing the difference between both periods.
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