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Abstract:

This article aims to study the connection between happiness at the workplace and
organizational loyalty among employees in the engineering sector in Turkey. The
research investigates how workplace fulfillment impacts dedication to the company,
considering social group elements like generation, gender, level of higher learning, and
work situation. This study collected data from 116 employees through a questionnaire
and used various statistical methods, including regression analysis, descriptive statistics,
t-tests, and Pearson correlation to examine the outcomes. The findings revealed essential
variations in work fulfillment and commitment to the company among distinct
demographic categories. Regression analysis showed that happiness at work strongly
influences employee dedication, and correlation analysis showed an important positive
correlation between the two variables. The text emphasizes the significance of job
satisfaction in reinforcing workplace dedication and indicates that the findings can be
beneficial for organizations aiming to improve employee satisfaction and for researchers
investigating organizational commitment in the workplace.

Keywords: organizational commitment, job satisfaction, workplace commitment,
employee satisfaction, organizational behavior

1. Introduction

Job satisfaction is closely related to motivation and engagement. Celik, M. (2011). The
overall perception of happiness at the workplace is influenced by various views in three
main categories: (i) particular work-related aspects; (ii) personal traits; and (iii)
relationships with peers outside of work. These factors cannot be separated from one
another for analysis. Mishra, P. K. (2013). Career fulfillment and pleasure with various
career elements are typically evaluated by requesting individuals to use a Likert-type
satisfaction scale to rate their jobs or specific job components (Wanous, J. P., & Lawler, E.
E., 1972). The behavior and performance of employees in an organization can be greatly
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influenced by happiness at work and commitment to the company, both of which are
crucial factors. Work fulfillment is the positive emotional state experienced by an
individual as a consequence of the evaluation of their experiences of work (Locke, 1976).
The level of connection and dedication that an individual has towards a particular
organization is known as organizational commitment (Porter et al., 1974). Highly devoted
workers are more likely to display traits that are advantageous to the company, like
increased productivity and decreased attrition (Meyer & Allen, 1991). According to
Weiner (1982), organizational commitment is demonstrated by a person's willingness to
persevere in making sacrifices for the benefit of the organization and by their moments
being committed to the activities of the company. Still (1983) described commitment to
the business as an individual's psychological connection to their employer, their
profession, or both, a connection that includes attachment to and affection for the
organization (Liou, S. R., 2008, July).

The three main dimensions of commitment at work are influential, expansion, and
normative dedication (Meyer & Allen, 1991). Positive engagement pertains to an
individual's emotional connection emotionally to their workplace, marked by loyalty,
identification, and a wish to stay involved. Extension dedication relates to a worker’s
assessment of the charges linked to leaving the corporation, such as financial investments
or limited alternative prospects. Normative commitment, conversely, stems from a
Particular sense of responsibility or moral commitment to stay with the company based
on perceived ethical principles. The impact of organizational commitment extends
beyond individual employees to affect organizational outcomes. Studies indicate that
greater degrees of organizational involvement lead to enhanced work efficiency, reduced
turnover intentions, increased organizational citizenship behavior, and enhanced
employee well-being (Meyer et al., 2002; Meyer & Herscovitch, 2001). Organizational
commitment is a crucial factor for success in today's business environment. Meyer, J. P.,
Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002). Research has consistently shown
that There is a strong link between being satisfied with your job and being committed to
the organization (Mathieu & Zajac, 1990; Meyer et al., 2002). Workers who feel pleased
with their positions are generally more committed to their company, which results in
enhanced performance, reduced absenteeism, and a lower likelihood of turnover (Tnay
et al., 2013). The key difference between workplace fulfillment and organizational loyalty
to the company can be encapsulated by the statements: “I love my job” versus “Ilove the
organization I work for.” An employee's feelings are what job satisfaction refers to
towards their specific role, while organizational commitment pertains to their feelings
towards the entire organization (Tanriverdi, 2008).

2. Conceptual Framework

2.1 Happiness at the Workplace

Individuals with certain personality traits, such as extraversion, agreeableness, and
emotional stability, are slightly predicted to have greater degrees of fulfillment in work
(Judge & Bono, 2001). Work fulfillment levels may be influenced by factors like gender,
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age, educational background of education, and quantity of time in a job (Ng & Feldman,
2008). Greater job satisfaction is linked to being pleased with fundamental personal
requirements, including efficiency, autonomy, and connectivity (Deci & Ryan, 2000).
Well-designed jobs that offer variety, autonomy, and opportunities for skill development
are likely to enhance job satisfaction (Hackman & Oldham, 1976). Clear job roles and
expectations contribute to greater degrees of employment fulfillment (Lester, Meglino, &
Korsgaard, 2002). Jobs that provide workers with a sense of purpose and impact on others
tend to result in greater career fulfillment (Grant & Parker, 2009). Supportive and
transformational leadership styles are positively associated with employee contentment
at work (Bass & Avolio, 1994). An environment of trust defines a positive organizational
culture, and fairness, and collaboration enhance higher levels of job satisfaction (Schein,
2010). Fair and competitive compensation packages contribute to employee satisfaction
with their jobs (Gerhart & Milkovich, 1992). Strong Support systems in society within the
workplace are linked to greater job satisfaction (Eisenberger et al., 1990). Building strong
connections with colleagues and managers plays a vital role in enhancing job
contentment (Judge & Church, 2000). Workers who believe that their employer
appreciates their efforts have a higher probability of expressing greater pleasure in work
(Eisenberger et al., 1986). Greater job performance and productivity are linked to
increased levels of fulfillment at work (Judge et al., 2001). Positively, satisfaction in work
is correlated with mental wellness and happiness in life (Diener et al., 2017). Employees
who are content are inclined to stay with their companies, thereby decreasing turnover
rates and the accompanying expenses (Mobley et al., 1979).

1.2. Organizational Loyalty

Affective commitment, a foundational assemble within the realm of organizational
behavior, is a multifaceted phenomenon encompassing normative, affective,
continuance, and dimensions, as posited by Meyer and Allen's (1991) seminal model.
Employees' psychological connection to the firm is defined as a behavioral involvement
characterized by loyalty, identification, and a genuine desire to remain part of the
organizational fabric. Continuance commitment reflects individuals' perception of the
expenses related to departing from the organization, such as financial investments or
limited alternative opportunities. In contrast, standard dedication is related to
employees' sense of devotion or duty to remain within the company due to perceived
moral or ethical considerations. These dimensions collectively shape employees'
psychological bonds to their workplace, influencing their attitudes, behaviors, and
ultimately, organizational outcomes. The development and sustenance of organizational
commitment are contingent upon a myriad of antecedents rooted in both individual and
organizational domains. Leadership behavior plays a pivotal role, with supportive and
transformational leadership styles fostering higher levels of positive dedication among
employees (Meyer et al., 2002). Additionally, organizational culture, characterized by its
values, norms, and practices, significantly influences employees' commitment levels. A
positive organizational culture, built upon principles of trust, fairness, and collaboration,
tends to engender stronger ties between individuals and the organization (Meyer &
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Herscovitch, 2001). Moreover, employees' perceptions of organizational support,
including the level of feeling valued and supported by the company, constitute one of the
aspects to consider, and significantly influence their commitment levels (Eisenberger et
al., 1986). The consequences of organizational commitment extend beyond individual
employees to organizational outcomes, thereby underscoring its strategic significance for
organizational effectiveness. Studies show that greater stages of engagement with the
organization are linked to improved work efficiency, lower turnover intentions, greater
organizational citizenship behavior, and enhanced employee well-being (Meyer et al.,
2002; Meyer & Herscovitch, 2001). Organizational commitment serves as a crucial
determinant of employee retention, with committed employees exhibiting a greater
propensity to remain within the corporation, thereby minimizing employee turnover
rates and related expenses (Meyer & Allen, 1991). Furthermore, organizational
commitment fosters a positive work environment conducive to collaboration, innovation,
and organizational success. Theoretical frameworks, including theories like social
identity theory and social exchange theory, offer valuable insights into the underlying
mechanisms of organizational commitment. The theory of social exchange posits that
organizational commitment occurs from a collaborative interchange among members
and their organization, wherein employees develop an awareness of duty to reciprocate
the benefits received from the firm (Blau, 1964). Similarly, social identity theory
emphasizes the role of organizational identification in shaping employees' commitment
levels, highlighting the importance of a shared sense of symmetry and belonging within
the organizational team (Tajfel & Turner, 1986).

1.3 Literature Review

The relationship between work fulfillment and commitment at work has been a key focus
of previous research, with positive results. Numerous studies have also discovered a
strong correlation relationship between organizational loyalty, happiness at the
workplace, and organizational competitiveness (Rose, R. C., Kumar, N., & Pak, O. G,,
2009). Work satisfaction has been shown to significantly impact organizational
engagement, with increased levels of employment fulfillment leading to stronger
affective and normative commitment among employees (Mowday, Steers, & Porter,
1979).

1.4. Hypotheses

H1: Workers who experience greater career performance are more likely to demonstrate
higher degrees of organizational loyalty.

H2: Enhancing the balance between work and life leads to greater job satisfaction and
organizational loyalty.

H3: Greater levels of happiness at the workplace Increased organizational loyalty over
time.
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2. Methodical Study

The research involved a quantitative approach to examine the relationship between
organizational loyalty and happiness at work. A conducted survey method is utilized to
collect data from employees across various industries. This approach allows for the
assessment of the current levels of happiness at work and organizational loyalty and the
identification of correlations between these variables. This study targets a sample of 116
employees from the engineering sector. Participants are selected using stratified random
sampling to ensure representation from different job levels and departments. Inclusion
criteria require participants to be full-time workers within at least one year of tenure in
their current corporation.

2.1 Population and Sample

The data collection tool used was Google Forms, which was distributed to employees in
various roles in the engineering sector. A total of 116 feedback were obtained. All the
questions on the questionnaires were answered, and none of the questionnaires were
found to be invalid or incomplete. The sample size exceeded the scale, containing five
times the total number of items. (22 items), indicating that statistical acceptability has
been achieved. Table 1 provides details of the demographic characteristics of the sample,
which can be examined by looking at the frequencies and percentages.

Table 1: Demographic Features

Frequency Percent
(N) (%)
Gender Male 77 66.4%
Female 39 33.6%
Age 18 -24 38 32.8%
25-34 35 30.2%
35-44 25 21.6%
45 + 18 15.5%
Education Level High school graduate 12 10.3%
Bachelor's degree 61 52.6%
Master's degree 31 26.7%
PhD degree 12 10.3%
Level of Employment Unemployed 21 18.1%
Part-time employed 25 21.6%
Full-time employed 51 44.0%
Freelancer 16 13.8%
Retired 3 2.6%

2.2 Collection of Data

In this study, a questionnaire was used with a preference for quantitative research
methodology. The questionnaire included 4 closed-ended questions to collect records on
demographic details (age, gender, educational background, employment Level). The
Brief Job Satisfaction Scale-13 and Organizational Commitment Scale, each consisting of
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9 items, were developed by Ahmad, H., Ahmad, K., & Shah, I. A. (2010). The items in the
Brief Job Satisfaction Scale-13 are rated on a 5-point Likert scale (1: Strongly Disagree, 2:
Disagree, 3: Don't Know, 4: Agree, 5: Strongly Agree). Similarly, the Organizational
Commitment Scale is evaluated on a scale of five (1: Strongly disagree, 2: Disagree, 3:
neither agree nor disagree, 4: agree, and 5: strongly agree).

2.3 Analysis of Data

The study utilized an electronic questionnaire to gather data for analysis using
descriptive statistics. Initially, the frequency and percentage of responses from the
sample group were calculated based on the questionnaire expressions. In addition,
further analyses, such as t-tests and Pearson correlation analysis, were conducted based
on the study's objectives. The results were presented in tables to make data interpretation
and comprehension easier, including all relevant information.

2.4. Limitations

The primary constraint of this study is that it focuses specifically on the engineering
sector in Turkey, as it only involves employees in that industry. Future research efforts
could expand to include both domestic and global perspectives, thus benefiting other
tields and industries.

3. Results

Descriptive statistical methods were used to obtain standard deviation, frequency,
percentage, and mean values of demographic data in the measurement tool. In social
science studies, kurtosis and skewness factors are commonly used to establish normal
distribution. It is argued that if the kurtosis falls between -7 and +7, and the skewness
falls between -2 and +2, then the data is considered to be normal (George & Mallery.,
2010).

Table 2: Normal Distribution and Internal Consistency Results

Job satisfaction Organizational commitment All Scale
A .681 501 .864
Skewness -0.34 -.257
Kurtosis 2.266 2.479

Table 3: An Independent Samples T-test Was Used to Compare Participants' Levels of
factors in the Measurement Tool Based on the Type Related to Gender for Which They Work

Group N Mean Standard Deviation t Df P*
Happiness in Male 77 | 3.2747 45069
-2.179 | 114 | 011
the Workplace Female 39 | 3.2978 73107
Organizational Male 77 | 3.2525 43731 425 14 | 256
Loyalty Female 39 | 3.2222 .74492
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There were statistically huge differences between happiness at the workplace and
organizational loyalty outcomes of male and female participants based on the
independent samples t-test. In terms of job satisfaction, males scored higher on average
(M = 3.2747, SD = 0.45069) than females (M = 3.2978, SD = .73107). In relation to
organizational commitment, the t-statistic shows a significant difference between
genders. The estimated mean score for men (M = 3.2525, SD = .43731) was higher than
that for women (M = 3.2222, SD = .74492), indicating that males were more pleased with
their careers than females. These findings encourage the theory that there are gender
differences in the relationship between organizational loyalty and happiness at work. The
results emphasize the necessity of taking gender into account when analyzing how
employee dedication and job fulfillment cooperate in the workplace.

Table 4: The Scale's Dimensions Were Analyzed for
correlation Coefficients, Mean Values, and Standard Deviation

Pearson Correlation Happiness at Work Organizational Loyalty
Happiness at Work 1 495"
Organizational Loyalty <.001

Mean 3.4071 3.8277
Standard Deviation .68704 .54363

*P <0.05

The analysis of correlation coefficients, means, and standard deviations provides
insightful details about the relationships between happiness at work and organizational
loyalty among workers. The Pearson correlation coefficient between happiness at work
and organizational loyalty is 0.495**, showing a moderate positive relationship. This
implies that greater levels of happiness at work are associated with higher levels of
organizational loyalty, with the correlation being statistically significant at the p < 0.001
level. The mean value for happiness at the workplace is 3.4071, reflecting a moderate level
of job satisfaction among employees, while the mean value for organizational loyalty is
3.8277, indicating a relatively high level of organizational loyalty. The standard deviation
for job satisfaction is 0.68704, showing some variability in the job satisfaction scores
among employees, whereas the standard deviation for organizational commitment is
0.54363, suggesting relatively less variability in organizational commitment scores
compared to job satisfaction. The moderate positive correlation between happiness at the
workplace and organizational loyalty underscores their interconnectedness, highlighting
that workers who feel fulfilled with their position are more likely to be committed to their
institution.

Table 5: Simple Linear Regression Analysis on the Prediction of
participants' Job Satisfaction on the Level of Organizational Commitment

Variable B Standardized p | Std. Error F R r2 p*
Happiness at the Workplace | 1.011 815 155.704 | .7602 | .245 | .014
Organizational Loyalty .626 .761 495 7602 | 245 | <.001

*P <0.05
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The regression display reveals huge insights into the relationships between both
happiness at the workplace and organizational loyalty among employees. According to
the analysis, happiness at the workplace shows a robust association (B =1.011, 3 = 0.815)
with the predictors, indicating that improvements in these factors are likely to enhance
job satisfaction levels. Similarly, organizational commitment also exhibits a strong
positive relationship (B = 0.626, 3 = 0.761), albeit slightly lower than happiness at the
workplace, suggesting that interventions targeting these predictors can bolster
organizational loyalty as well. The high R-squared value of 0.245 indicates that
approximately 24.5% of the variability in both happiness at the workplace and
organizational loyalty can be defined by factors included in the model, underscoring the
model's adequacy in explaining these outcomes. Moreover, the significant F-statistic
(155.704, p < 0.001) reinforces the overall model's fit, and the statistical significance of
these should be evaluated. These findings emphasize the critical role of emotional
intelligence in shaping employee attitudes and behaviors within the workplace,
advocating for targeted strategies that enhance job satisfaction to foster greater
organizational commitment among engineering sector employees in Tiirkiye.

According to the relevant findings:

HO01: Workers who experience greater career performance are more likely to
demonstrate higher degrees of organizational loyalty. ACCEPTED.

HO02: Enhancing the balance between work and life leads to greater job satisfaction
and organizational loyalty. ACCEPTED.

HO03: Greater levels of happiness at the workplace Increased organizational loyalty
over time. ACCEPTED.

4. Conclusion, Discussion, and Recommendations

Work fulfillment and loyalty to the organization are two pivotal elements that contribute
significantly to the overall functioning and success of an organization. Increased
productivity, reduced turnover, and improved employee well-being are all connected to
high levels of job satisfaction (Judge et al., 2001). Equally, organizational loyalty, which
encompasses the emotional connection, sense of belonging, and active participation in
the company of the employee, plays a crucial role in maintaining a stable and motivated
workforce (Meyer & Allen, 1991). Research consistently demonstrates that workplace
tulfillment and employee dedication are intertwined. Workers who are pleased with their
position are more likely to develop a powerful commitment to their organization, leading
to higher retention rates and better organizational performance (Porter et al., 1974).
Furthermore, organizational practices that foster work satisfaction, such as favorable
management, advantages for career generation, and a positive work environment, can
significantly enhance business dedication (Mowday et al., 1979). The connection between
work fulfillment and organizational loyalty is intricate and impacted by multiple factors,
including individual differences, business culture, and external economic conditions.
Individual differences such as personality traits, work values, and career aspirations can
affect how employees perceive the position they have and their extent of dedication to
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the organization (Judge et al., 2002). The corporate culture, which involves the common
values, principles, and practices within an organization, also performs a critical impact
on influencing happiness at work and organizational loyalty. (Schein, 2010). Moreover,
the external economic environment can impact both Work fulfillment and dedication to
the company. During economic downturns, job security becomes a significant concern,
potentially affecting Happiness at work and enthusiasm levels. Conversely, in a thriving
economy, employees may have more job opportunities, which can influence their
commitment to their current employer (Kalleberg, 1977). Organizations should invest in
leadership development programs to ensure that managers are equipped to provide
supportive, fair, and motivating leadership. Effective leadership is essential in
encouraging an enjoyable workplace and increasing job satisfaction and organizational
commitment (Yukl, 2013). Providing employees with opportunities for career
advancement and professional growth can significantly increase happiness at work and
dedication to company goals. This lead to be achieved through training programs,
mentoring, and clear career progression pathways (Greenhaus et al., 2009). Creating and
maintaining a positive organizational culture that values employee contributions,
promotes work-life balance, and encourages open communication can lead to greater
levels of job fulfillment and organizational loyalty (Cameron & Quinn, 2011). Regularly
soliciting and acting on organizations can use employee feedback to determine areas in
need of improvement and make required changes. To enhance job satisfaction and
organizational commitment. Employee surveys, suggestion boxes, and open forums can
be effective tools for this purpose (Saks, 2006). Competitive compensation and benefits
packages are fundamental to career fulfillment and organizational loyalty. Organizations
should regularly evaluate and adjust their compensation structures to remain
competitive and fair (Milkovich et al., 2014).

Creative Commons License Statement

This research work is licensed under a Creative Commons Attribution-NonCommercial-
NoDerivatives 4.0 International License. To view a copy of this license, visit
https://creativecommons.org/licenses/by-nc-nd/4.0. To view the complete legal code, visit
https://creativecommons.org/licenses/by-nc-nd/4.0/legalcode.en. Under the terms of this
license, members of the community may copy, distribute, and transmit the article,
provided that proper, prominent, and unambiguous attribution is given to the authors,
and the material is not used for commercial purposes or modified in any way. Reuse is
only allowed under the terms of the Creative Commons Attribution-NonCommercial-
NoDerivatives 4.0 International License.

Conflict of Interest Statement
The author declares no conflicts of interest.

About the Author(s)
Hasan Skaik, Master of business administration (MBA) student at Istanbul Aydin
University, Turkey.

European Journal of Human Resource Management Studies - Volume 9 | Issue 2 | 2025 205


https://oapub.org/soc/index.php/EJHRMS/index
https://creativecommons.org/licenses/by-nc-nd/4.0/
https://creativecommons.org/licenses/by-nc-nd/4.0/legalcode.en

Hasan Skai
RELATIONSHIP BETWEEN HAPPINESS AT THE WORKPLACE AND ORGANIZATIONAL LOYALTY

References

Ahmad, H., Ahmad, K., & Shah, I. A. (2010). Relationship between job satisfaction, job
performance, attitude towards work and organizational commitment. European
journal of  social sciences, 18(2), 257-267. Retrieved from
https://www.researchgate.net/publication/280057136 Relationship between Job

Satisfaction Job Performance Attitude towards Work and Organizational C

ommitment
Bass, B. M., & Avolio, B. ]. (1994). Improving organizational effectiveness through
transformational leadership. Sage Publications. Retrieved from

https://us.sagepub.com/en-us/nam/improving-organizational-effectiveness-
through-transformational-leadership/book4228

Blau, P. M. (1964). Exchange and Power in Social Life. Wiley. Retrieved from
https://books.google.ro/books/about/Exchange and Power in Social Life.html?i
d=ghOMLscX-ZYCé&redir esc=y

Byrne, B. M. (2010). Structural equation modeling with AMOS: Basic concepts, applications,
and programming. New York: Routledge. https://doi.org/10.4324/9781315757421

Cameron, K. S., & Quinn, R. E. (2011). Diagnosing and changing organizational culture: Based
on the competing wvalues framework. John Wiley & Sons. Retrieved from
https://books.google.ro/books/about/Diagnosing and Changing Organizational

C.html?id=D6gWTf02RloCé&redir esc=y

Celik, M. (2011). A theoretical approach to the job satisfaction. Polish journal of management
studies, 4(2), 7-14. Retrieved from
https://www.researchgate.net/publication/227470683 A theoretical approach to
the job satisfaction

Deci, E. L., & Ryan, R. M. (2000). The "what" and "why" of goal pursuits: Human needs
and the self-determination of behavior. Psychological Inquiry, 11(4), 227-268.
https://doi.org/10.1207/5S15327965PLI1104 01

Diener, E., Oishi, S., & Tay, L. (2017). Advances in subjective well-being research. Nature
Human Behaviour, 1(5), 1-8. https://doi.org/10.1038/s41562-018-0307-6

Eisenberger, R., Fasolo, P., & Davis-LaMastro, V. (1990). Perceived organizational
support and employee diligence, commitment, and innovation. Journal of Applied
Psychology, 75(1), 51-59. https://doi.org/10.1037/0021-9010.75.1.51

Eisenberger, R., Huntington, R. Hutchison, S. & Sowa, D. (1986). Perceived
organizational support. Journal of Applied Psychology, 71(3), 500-507.
https://doi.org/10.1037/0021-9010.71.3.500

George, D. & Mallery, M. (2010). SPSS for Windows Step by Step: A Simple Guide and
Reference, 17.0 update (10th ed.) Boston: Pearson. Retrieved from
https://books.google.ro/books/about/SPSS for Windows Step by Step.html?id=
AghHAAAAMAA]&redir esc=y

Gerhart, B., & Milkovich, G. T. (1992). Employee compensation: Research and practice.
Handbook of Industrial and Organizational Psychology, 2, 481-569. Retrieved
from https://psycnet.apa.org/record/1993-97201-009

European Journal of Human Resource Management Studies - Volume 9 | Issue 2 | 2025 206


https://oapub.org/soc/index.php/EJHRMS/index
https://www.researchgate.net/publication/280057136_Relationship_between_Job_Satisfaction_Job_Performance_Attitude_towards_Work_and_Organizational_Commitment
https://www.researchgate.net/publication/280057136_Relationship_between_Job_Satisfaction_Job_Performance_Attitude_towards_Work_and_Organizational_Commitment
https://www.researchgate.net/publication/280057136_Relationship_between_Job_Satisfaction_Job_Performance_Attitude_towards_Work_and_Organizational_Commitment
https://us.sagepub.com/en-us/nam/improving-organizational-effectiveness-through-transformational-leadership/book4228
https://us.sagepub.com/en-us/nam/improving-organizational-effectiveness-through-transformational-leadership/book4228
https://books.google.ro/books/about/Exchange_and_Power_in_Social_Life.html?id=qhOMLscX-ZYC&redir_esc=y
https://books.google.ro/books/about/Exchange_and_Power_in_Social_Life.html?id=qhOMLscX-ZYC&redir_esc=y
https://doi.org/10.4324/9781315757421
https://books.google.ro/books/about/Diagnosing_and_Changing_Organizational_C.html?id=D6gWTf02RloC&redir_esc=y
https://books.google.ro/books/about/Diagnosing_and_Changing_Organizational_C.html?id=D6gWTf02RloC&redir_esc=y
https://www.researchgate.net/publication/227470683_A_theoretical_approach_to_the_job_satisfaction
https://www.researchgate.net/publication/227470683_A_theoretical_approach_to_the_job_satisfaction
https://doi.org/10.1207/S15327965PLI1104_01
https://doi.org/10.1038/s41562-018-0307-6
https://doi.org/10.1037/0021-9010.75.1.51
https://doi.org/10.1037/0021-9010.71.3.500
https://books.google.ro/books/about/SPSS_for_Windows_Step_by_Step.html?id=AghHAAAAMAAJ&redir_esc=y
https://books.google.ro/books/about/SPSS_for_Windows_Step_by_Step.html?id=AghHAAAAMAAJ&redir_esc=y
https://psycnet.apa.org/record/1993-97201-009

Hasan Skai
RELATIONSHIP BETWEEN HAPPINESS AT THE WORKPLACE AND ORGANIZATIONAL LOYALTY

Grant, A. M., & Parker, S. K. (2009). Redesigning work design theories: The rise of
relational and proactive perspectives. The Academy of Management Annals, 3(1), 317-
375. https://doi.org/10.1080/19416520903047327

Greenhaus, J. H., Callanan, G. A., & Godshalk, V. M. (2009). Career management. SAGE
Publications. Retrieved from
https://books.google.ro/books/about/Career Management.html?id=FQoPkp7 Pzl
C&redir esc=y

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test of
a theory. Organizational Behavior and Human Performance, 16(2), 250-279. Retrieved
from
https://web.mit.edu/curhan/www/docs/Articles/15341 Readings/Group Perform
ance/Hackman et al 1976 Motivation thru the design of work.pdf

Hair, J., Black, W. C., Babin, B. J. & Anderson, R. E. (2010). Multivariate data analysis (7th
ed.). Upper Saddle River, New Jersey: Pearson Educational International.
Retrieved from
https://books.google.ro/books/about/Multivariate Data Analysis.html?id=SLRPL
gAACAA]&redir esc=y

Judge, T. A., & Bono, J. E. (2001). Relationship of core self-evaluations traits--self-esteem,
generalised self-efficacy, locus of control, and emotional stability--with job
satisfaction and job performance: A meta-analysis. Journal of Applied Psychology,
86(1), 80-92. https://doi.org/10.1037/0021-9010.86.1.80

Judge, T. A., & Church, A. H. (2000). Job satisfaction: Research and practice. Handbook of
Industrial, Work & Organizational Psychology, 2, 271-304.

Judge, T. A, Bono, J. E., & Locke, E. A. (2000). Personality and job satisfaction: The
mediating role of job characteristics. Journal of Applied Psychology, 85(2), 237-249.
https://doi.org/10.1037/0021-9010.85.2.237

Judge, T. A., Thoresen, C. ]J., Bono, J. E., & Patton, G. K. (2001). The job satisfaction-job
performance relationship: A qualitative and quantitative review. Psychological
Bulletin, 127(3), 376-407. https://doi.org/10.1037/0033-2909.127.3.376

Kalleberg, A. L. (1977). Work values and job rewards: A theory of job satisfaction.
American Sociological Review, 124-143. https://doi.org/10.2307/2117735

Lester, S. W., Meglino, B. M., & Korsgaard, M. A. (2002). The antecedents and
consequences of group potency: A longitudinal investigation of newly formed
work  groups. Academy of Management  Journal,  45(2),  352-368.
https://doi.org/10.2307/3069351

Liou, S. R. (2008, July). An analysis of the concept of organizational commitment.
In Nursing forum (Vol. 43, No. 3, pp. 116-125). Malden, USA: Blackwell Publishing
Inc. https://doi.org/10.1111/1.1744-6198.2008.00103.x

Locke, E. A. (1976). The nature and causes of job satisfaction. In M. D. Dunnette (Ed.),
Handbook of industrial and organizational psychology (pp. 1297-1343). Chicago,
IL: Rand McNally. Retrieved from
https://www.researchgate.net/publication/238742406 The Nature and Causes o
f Job Satisfaction

European Journal of Human Resource Management Studies - Volume 9 | Issue 2 | 2025 207


https://oapub.org/soc/index.php/EJHRMS/index
https://doi.org/10.1080/19416520903047327
https://books.google.ro/books/about/Career_Management.html?id=FQoPkp7_PzIC&redir_esc=y
https://books.google.ro/books/about/Career_Management.html?id=FQoPkp7_PzIC&redir_esc=y
https://web.mit.edu/curhan/www/docs/Articles/15341_Readings/Group_Performance/Hackman_et_al_1976_Motivation_thru_the_design_of_work.pdf
https://web.mit.edu/curhan/www/docs/Articles/15341_Readings/Group_Performance/Hackman_et_al_1976_Motivation_thru_the_design_of_work.pdf
https://books.google.ro/books/about/Multivariate_Data_Analysis.html?id=SLRPLgAACAAJ&redir_esc=y
https://books.google.ro/books/about/Multivariate_Data_Analysis.html?id=SLRPLgAACAAJ&redir_esc=y
https://doi.org/10.1037/0021-9010.86.1.80
https://doi.org/10.1037/0021-9010.85.2.237
https://doi.org/10.1037/0033-2909.127.3.376
https://doi.org/10.2307/2117735
https://doi.org/10.2307/3069351
https://doi.org/10.1111/j.1744-6198.2008.00103.x
https://www.researchgate.net/publication/238742406_The_Nature_and_Causes_of_Job_Satisfaction
https://www.researchgate.net/publication/238742406_The_Nature_and_Causes_of_Job_Satisfaction

Hasan Skai
RELATIONSHIP BETWEEN HAPPINESS AT THE WORKPLACE AND ORGANIZATIONAL LOYALTY

Mathieu, J. E., & Zajac, D. M. (1990). A review and meta-analysis of the antecedents,
correlates, and consequences of organizational commitment. Psychological Bulletin,
108(2), 171-194. https://doi.org/10.1037//0033-2909.108.2.171

Meyer, ]J. P, & Allen, N. J. (1991). A three-component conceptualization of organizational
commitment.  Human  Resource =~ Management  Review, 1(1), 61-89.
https://doi.org/10.1016/1053-4822(91)90011-Z

Meyer, J. P., & Herscovitch, L. (2001). Commitment in the workplace: Toward a general
model. Human Resource Management Review, 11(3), 299-326.
https://doi.org/10.1016/51053-4822(00)00053-X

Meyer, ]J. P, Stanley, D. ], Herscovitch, L., & Topolnytsky, L. (2002). Affective,
continuance, and normative commitment to the organization: A meta-analysis of
antecedents, correlates, and consequences. Journal of Vocational Behavior, 61(1), 20-
52. https://doi.org/10.1006/jvbe.2001.1842

Milkovich, G. T., Newman, J. M., & Gerhart, B. (2014). Compensation. McGraw-Hill

Education. Retrieved from
https://books.google.ro/books/about/Compensation.html?id=XUcAAAAQBAJ&r
edir esc=y

Mishra, P. K. (2013). Job satisfaction. IOSR journal of humanities and social science, 14(5), 45-
54. https://doi.org/10.9790/1959-1454554

Mobley, W. H., Horner, S. O., & Hollingsworth, A. T. (1979). An evaluation of precursors
of hospital employee turnover. Journal of Applied Psychology, 64(5), 509-517.
Retrieved from https://psycnet.apa.org/doi/10.1037/0021-9010.63.4.408

Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The measurement of organizational
commitment. Journal of Vocational Behavior, 14(2), 224-247.
https://doi.org/10.1016/0001-8791(79)90072-1

Ng, T. W., & Feldman, D. C. (2008). The relationship of age to ten dimensions of job
performance. Journal of  Applied Psychology, 93(2), 392-423.
https://doi.org/10.1037/0021-9010.93.2.392

Porter, L. W., Steers, R. M., Mowday, R. T., & Boulian, P. V. (1974). Organizational
commitment, job satisfaction, and turnover among psychiatric technicians. Journal
of Applied Psychology, 59(5), 603-609. https://doi.org/10.1037/h0037335

Rose, R. C., Kumar, N., & Pak, O. G. (2009). The effect of organizational learning on
organizational commitment, job satisfaction and work performance. Journal of
Applied Business Research (JABR), 25(6). https://doi.org/10.19030/jabr.v25i6.995

Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of
Managerial Psychology, 21(7), 600-619. https://doi.org/10.1108/02683940610690169

Schein, E. H. (2010). Organizational culture and leadership (Vol. 2). John Wiley & Sons.
Retrieved from
https://books.google.ro/books/about/Organizational Culture and Leadership.ht
ml?id=Mnres2PIFLMCé&redir esc=y

Tajfel, H., & Turner, J. C. (1986). The social identity theory of intergroup behavior. In S.
Worchel & W. G. Austin (Eds.), Psychology of Intergroup Relations (pp. 7-24).
Nelson-Hall. https://doi.org/10.4324/9780203505984-16

European Journal of Human Resource Management Studies - Volume 9 | Issue 2 | 2025 208


https://oapub.org/soc/index.php/EJHRMS/index
https://doi.org/10.1037/0033-2909.108.2.171
https://doi.org/10.1016/1053-4822(91)90011-Z
https://doi.org/10.1016/S1053-4822(00)00053-X
https://doi.org/10.1006/jvbe.2001.1842
https://books.google.ro/books/about/Compensation.html?id=jXUcAAAAQBAJ&redir_esc=y
https://books.google.ro/books/about/Compensation.html?id=jXUcAAAAQBAJ&redir_esc=y
https://doi.org/10.9790/1959-1454554
https://psycnet.apa.org/doi/10.1037/0021-9010.63.4.408
https://doi.org/10.1016/0001-8791(79)90072-1
https://doi.org/10.1037/0021-9010.93.2.392
https://doi.org/10.1037/h0037335
https://doi.org/10.19030/jabr.v25i6.995
https://doi.org/10.1108/02683940610690169
https://books.google.ro/books/about/Organizational_Culture_and_Leadership.html?id=Mnres2PlFLMC&redir_esc=y
https://books.google.ro/books/about/Organizational_Culture_and_Leadership.html?id=Mnres2PlFLMC&redir_esc=y
https://doi.org/10.4324/9780203505984-16

Hasan Skai
RELATIONSHIP BETWEEN HAPPINESS AT THE WORKPLACE AND ORGANIZATIONAL LOYALTY

Tanriverdi, H. (2008). Workers' job satisfaction and organizational commitment:
Mediator variable relationships of organizational commitment factors. Journal of
American ~ Academy  of  Business, 14(1), = 152-163.  Retrieved  from
https://www.researchgate.net/publication/322917801 Workers' Job Satisfaction
and Organizational Commitment Mediator Variable Relationships of Organi
zational Commitment Factors

Wanous, J. P, & Lawler, E. E. (1972). Measurement and meaning of job
satisfaction. Journal of applied psychology, 56(2), 95.
https://doi.org/10.1037/h0032664

Yukl, G. (2013). Leadership in organizations (8th ed.). Pearson. Retrieved from
https://books.google.ro/books/about/Leadership in Organizations.html?id=XFK
FygAACAA]&redir esc=y

European Journal of Human Resource Management Studies - Volume 9 | Issue 2 | 2025 209


https://oapub.org/soc/index.php/EJHRMS/index
https://www.researchgate.net/publication/322917801_Workers'_Job_Satisfaction_and_Organizational_Commitment_Mediator_Variable_Relationships_of_Organizational_Commitment_Factors
https://www.researchgate.net/publication/322917801_Workers'_Job_Satisfaction_and_Organizational_Commitment_Mediator_Variable_Relationships_of_Organizational_Commitment_Factors
https://www.researchgate.net/publication/322917801_Workers'_Job_Satisfaction_and_Organizational_Commitment_Mediator_Variable_Relationships_of_Organizational_Commitment_Factors
https://doi.org/10.1037/h0032664
https://books.google.ro/books/about/Leadership_in_Organizations.html?id=XFKFygAACAAJ&redir_esc=y
https://books.google.ro/books/about/Leadership_in_Organizations.html?id=XFKFygAACAAJ&redir_esc=y

