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ABSTRACT

As an important part of working life, job satisfaction is studied in this research
in relation to “happiness” and “success”. The aim of the research is to determine if
individuals’ job satisfaction differs significantly according to happiness and success,

and to compare the effect of these two variables on job satisfaction.

Research questionnaire consists of demographic variables, job satisfaction,
happiness and success scales. Job Descriptive Index (JDI) for the measurement of job
satisfaction variable, Oxford Happiness Inventory (OHI) for the measurement of
happiness and “Goals of Success Scale” are used. Subjects consist of 282 people who

work in private and public sector having different duties.

The subjects had been asked via demographic questions to give information
about gender, marital status, seniority, total seniority, educational background, and title
and income level variables. It is found in related analysis results that job satisfaction
differs with title and income level, success differs with income level, and happiness
differs with total seniority. Two hypotheses and a research question had been analyzed
in terms of the research target. At the end of the research, our first hypothesis is
supported as “There is a positive relationship between happiness and job satisfaction”
and our second hypothesis is supported as “There is a positive relationship between
success and job satisfaction”. The question “Is Happiness or success more influential

on job satisfaction? ” had been answered as “success”.

Key Words: Happiness, Success, Job Satisfaction, Oxford Happiness Inventory
(OHI), Job Descriptive Index (JDI)
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OZET

Bu arastirmada calisma hayatinda 6nemli bir yere sahip olan “is tatmini’nin
mutluluk ve basari ile iliskisi incelenmistir. Arastirmanin amaci, ¢alisan bireylerin is
tatmininin mutluluk ve basariya gore manidar diizeyde farklilasip farklilasmadigini

belirlemek ve is tatminine hangisinin daha fazla katkis1 oldugunu ortaya koymaktir.

Arastirma anketi, demografik degiskenler, is tatmini, mutluluk ve basari
olgeklerinden olugmaktadir. Is tatmini degiskeni Is Tanimlama Endeksi (JDI), mutluluk
Oxford Mutluluk Envanteri (OHI), basar1 ise Basar1 Hedefleri Olgegi ile dlgiilmiistiir.
Arastirmaya katilan denekler 6zel ve kamu sektoriinde farkli gorevlerde calisan 282

kisiden olusmaktadir.

Demeografik sorularda deneklere cinsiyet, medeni durum, kidem, toplam kidem,
egitim diizeyi, iinvan ve gelir diizeyi hususunda bilgi vermeleri istenmistir. 1lgili analiz
sonuclarinda is tatminin tinvan ve gelir diizeyi’ne gore degistigi, basarmin sadece gelir
diizeyi’'ne gore degistigi, mutlulugun ise sadece toplam kidem’e gore degistigi
edilmistir. Arastrmanm amaci dogrultusunda iki hipotez ve bir arastrima sorusu
incelenmistir. Arastirma sonucunda, birinci hipotezimiz olan “Mutluluk ile is tatmini
arasinda pozitif bir iligki vardir” ve ikinci hipotezimiz olan “Basar1 ile is tatmini
arasinda pozitif bir iliski vardir” desteklenmistir. “Is tatmini {izerinde mutluluk mu
basar1 m1 daha etkilidir?” seklindeki arastirma sorumuz ise ‘“basar1” olarak cevap

bulmustur.

Anahtar Kelimeler: Mutluluk, Basari, Is Tatmini, Oxford Mutluluk Envanteri (OHI),
Is Tanimlama Endeksi (JDI)
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1. INTRODUCTION

Working is a necessity for the individuals and an important part of their lives. As
Gavin and Mason pointed out in their research in 2004, the writer Studs Terkel stated in
his book “Working” in 1972 that; “Working, as its basic meaning, is like a daily bread,
has a daily meaning.” He defined “working” as the meaning of life and the resource of
pride. The individuals work by many reasons of earning money, holding a status, being
honored, to be a part of the society, to discover the talents and share them with others
etc. Thereby, it is apparent that working is very very important and an indispensable
part of life. The working individuals spend the most important part of their life in
working places in today’s world. They spend most of their time not for the private life
but for the working life. As USA Business Management stated that an average
American spends more time for his work than his daily activities (Scott, 2008).
Therefore, the terms of “working” and “business” have been a research subject to the
disciplines like economics, psychology, philosophy, math, ethics, politics, religion, and

they still are.

The organizations are aware of the fact that the most precious and important
capital is human resources to survive and to rival in this intens competitive world. The
value of the employee and the human resources applications applied to the employee
has a new determination with this awareness. We confront the companies orienting
themselves through more employee focused approaches. In this respect, one of the most

important term is “job satisfaction”.

Bowling indicated by the Health Computation in 1993, which was also indicated
in the research implemented in Turkey in 2005, “Job satisfaction” (Cam et al., 2005) as
the most important condition for the individuals to be successful, happy and productive,
is an emotional reaction developed by an evaluation of the work and the working
environment (Kurcer, 2005, p10). The variables like job satisfaction, success and life
satisfaction are the facts affecting the individuals’ quality of life. (Avsaroglu et.al.,

2005)



The basic aim of this research is to analyze, define and measure the terms of
happiness and success which is very important for the employee directly and for the
organizations indirectly, to investigate the relationship which is supposed to exist
between the happiness/success terms and job satisfaction and to determine which term

has a stronger relationship with job satisfaction.

Summary of this study is the following: The variables will be primarily defined
and the studies about relationship, expected to occur in-between, will be refered. Then,
the aim, hypothesis and measurement methods of our study will be handled. The
measurement methods, analyses and results of the gathered data and the evidences of
the study will be refered and the results of the study, the suggestions and limitations

confronted during the research period will be indicated to illuminate the next studies.



2. BASIC TERMS

2.1. JOB SATISFACTION

2.1.1. Definition of Job Satisfaction

Although the term of job satisfaction had been brought up in 1920s, the importance
of it could have been comprehended in 1930-1940s and had been used as a research
subject in many social science fields. The relationship between job satisfaction and
various organizational factors have been explored with development of the human
relations trend since 1930s (Eronat, 2004). Job satisfaction has been a subject to the
researchs as a both dependent and independent variable in especially Organizational
Behaviour (OB) and industrial psychology sciences since years (Yavuzyilmaz et al.
2007). Although it has been a subject to the studies since many years, job satisfaction
still takes place as an important factor in contemporary management understanding

(Sevimli and Iscan, 2005).

Working is definitely a necessity for people and the employees are satisfied as long
as their needs are fulfilled in their working places (Cam et al., 2005, p214) Therefore, if
the individual wants to work, if he spends most of his time in his workplace, managers
and the management have to turn the workplace to a rewarding and comfortable place at
least (Sevimli and Iscan, 2005). All employees want the working conditions to be
improved and economic, psychologic, social needs, longings and wishes attached to
working life to be provided. Each employee has experiences and observations belonging
to his work, management and working environement owing to what they experienced
during their lives and the happinesses, sadnesses they gained. As a result of this
information and emotional savings, the employees develop an attitude for their work
and management and job satisfaction is the general structure of this attitude (Eronat,

2004; Sanli, 2006).



The attitude is a tendency which is attributed to the individual and which forms his
ideas, emotions and behaviors regularly (Smith, 1968, p.453). In other words, attitude is
a positive or negative evaluation of the judgements on persons, objects and happenings.
The attitudes varying from person to person have the variability for the same person as
well. When the attitudes in working life are observed, the importance of it would
obviously be seen because the attitudes are the terms influencing the working behaviors
(Robins, 2003). For this reason, (Kiely, 1986) it is indicated that job satisfaction is a
multidirectional attitude-dimension which is affected by many different variables in
working environment and fluctuating rapidly in short time periods (Tiirkéz, 2000). The
attitudes have fictive, emotional and behavioral aspects. These are the constituents of
“attitude” term. As it is mentioned above, the attitudes can be positive or negative but in
the center of each attitude has a negative or positive leading emotion. For example, “to
love the job” is an attitude and the emotion in the center of this attitude yearns for work.
Cognitive constituents standing by the emotions’ side include information, beliefs and
value judgements about work. For example, an individual has following thoughts about
his job; “This job is the one I can manage best”, “my job is respected in the society”,
and "I believe, I earn respect thanks to my job” and all these thoughts proceed to a
behavior-dimension at end. Thus, “loving the job” behavior is shown by actual
behaviors like going to work punctually, working hard to be productive etc.
(Kagitgibasi, 1979). As the emotion-information-behavior aspects of attitudes are seen
above, it is possible to apply these aspects to job satisfaction. Because job satisfaction
borns from the attitudes the employees develop for their jobs (Avsaroglu et al., 2005,
pl17). As a summary, job satisfaction is also an attitude, or rather, job satisfaction is a
general attitude the employee develops for his own job (Greenberg ve Baron, 2000,

pl70).

Work has both social and economic results (Acar, 2007). Therefore, job satisfaction
term is defined in different ways in litterateur. There are many facts providing the
employee to be satisfied with his job and the definitions have been made as a part of
these facts (Bozkurt and Bozkurt, 2008). Within this framework, job satisfaction term
will be studied in two dimensions as intrinsic job satisfaction and extrinsic job

satisfaction. When intrinsic job satisfaction dimension is studied, it is seen that job



satisfaction is defined according to the emotions or positive/negative feelings of the job
the employee implements (Oriicii et al, 2006). Namely the contentment or
discontentment the employee feels for his job (Bakan and Biiyiikmese, 2004). We are
confronted with the psychological outcomes of job satisfaction term of the intrinsic job
satisfaction dimension and the personal judgements of the working individuals. The
working individual comes to an end with his mental and psychological manners he
develops for his job in the intrinsic job satisfaction dimension. For example, when
individual likes his job or the sense his job adds to himself has a positive impact on
intrinsic job satisfaction (Eronat, 2004). According to Adams, while the perception of
the satisfaction out of job conception which is defined as the balance of input-output
provides intrinsic job satisfaction through the perception of the balance by the
individual, the emerging “concrete” conclusion of this balance provides the extrinsic job
satisfaction. Based on this point, when extrinsic job satisfaction dimension is analyzed,
we come across to conclusions attached to the basic needs, catering degree and outputs
related to socio-economic results (Acar, 2007). We can see that the material profits the
individual makes from his job or the positive/negative interactions in the working
environment is defined as the satisfaction “itself” experienced through the dimensions
in working environment (Eronat, 2004; Bakan and Biiyiikmese, 2004; Oriicii et al.,
20006).

As Adams indicated before, job satisfaction is not a different term than the general
satisfaction and it is related to fulfillment of needs. According to Bakan and Biiyiikmese
(2004), whose starting point is different job satisfaction terms defined by
intrinsic/extrinsic based job satisfaction dimensions, individual characteristics, needs
and experiences constitutes job satisfaction or unsatisfaction by interacting with
working environement. Consequently, job satisfaction would exist completely by
providing extrinsic job satisfaction (eg economical satisfaction) and intrinsic job
satisfaction (eg psychological satisfaction). Because work not only affects economical
but also affects psychological condition closely. The person who meets his expectations
from the work could be happier. Bilge and her friends, who define job satisfaction as the
harmony of individual’s characteristics, support this view (Bilge et al., 2007). Shortly,

job satisfaction is a reaction or personal evaluation the individual develops by



evaluating the job (the job itself, etc.) and working environment (Cam et al., 2005;
Cekmecelioglu, 2005). Avsaroglu and his friends indicated this evaluation as “job
satisfaction is an emotional reaction the employees develop for their lives” (Avsaroglu

et al., 2005).

2.1.2. Importance of Job Satisfaction

Since it is a subject inclined towards studying on necessities of employee, in
organizational terms and individual terms in which the employee feels good due to his
job and determines the importance degree of it, job satisfaction term has been an

important subject for the researhers (Uckun et al., 2004).

Job satisfaction is important individually since it externalizes the general condition
of both working and private life of the employee as well as health externalizes the
physical condition of a person. Just like health, job satisfaction requires importance and
also diagnosis and treatment if necessary. If the individual, who spends most of his life
by working, would not be satisfied with his job, he would be under the influence of this
situation in the other parts of his life (Eronat, 2004, p13). The focus of life for a
working individual is his job. When the individual could get his favourite job and the
information/skills necessary for it, when he could provide the permanency thereafter
Tiitlinct, 2000, p108), he could be both more productive and would fulfil material and
moral needs of himself. These individuals have a much higher job satisfaction (Eronat,

2004, pl4).

The performance and productiveness of employee are the leading factors that affect
managements mostly but high performence, high quality and productiveness of
employee depend on the adequate job satisfaction (Toker, 2007, p92). For this reason,
one of the important duties of the organizations is to determine factors which provide
job satisfaction of employee in a general meaning and make arrangements necessary
(Bozkurt and Bozkurt, 2008,p3). The organizations should consider that the employee

has psychologically, economically and socially different expectations from his job



because each person has different needs, wishes and hence different expectations.
Because of this fact, job satisfaction differs from person to person. At this point,
although it is evaluated as an individual fact in litterateur, the importance of job
satisfaction term as an organizational fact emerges (Toker, 2007, p93). As Kaynak
(1990) stated in his book “Organizational Behavior” that the organizations should be
managed in the direction of providing the satisfaction of most of the employees. As
Kaynak (1990) indicated in his “Organizational Behavior” Book, the organizations are
directed with an aspect that most of the employees’ satisfaction should be provided.
This is a subject that should not be conceded, especially from health organization point

(Uckun et al., quoted from 2004, p3).

Job satisfaction has been an important topic being interested by organizational
behavior and human resources management applications because it brings along the
subjects like dependence to the connected organization, absenteeism, working stress,
turnover intention, disappointments, working performence etc (Cekmecelioglu, 2005;
Judge and Hulin, 1991; Metle, 2003; Tiitiincii, 2000; Karaman and Altunoglu, 2007,
p110; Uckun et al., 2004; Eronat, 2004). Especially, because the job dissatisfaction term
increases absenteeism and labor turnover, the importance of this term increased owing
to the costly results in terms of organizations (Ucgkun et al., 2004). Taking a glance at
some researches concerning these subjects in litterateur, it is remarkable that there is a
close relationship between lowness of job satisfaction and personnel turnover rate,
decrease of performence, dependence to organization and absenteeism (Keily, 1986; et
al., 2004; Eronat, 2004). A negatively oriented relationship emerged between the
turnover intention and job satisfaction (Tiitiincii, 2000; Porter et al., 1974; Koch and
Steers, 1978; Carsten and Spector, 1987). It is mentioned that to provide job satisfaction
of employee is important in terms of increasing the performance of work and
organization (Cekmecelioglu, 2005). It is determined that as job satisfaction of
employee is increasing, their performance and dependence to work would accordingly
increase. Thus, the individuals would be integrated in the organization and their
dependence would be higher as well (Ucgkun et al., 2004). For instance, the employee
experiencing job dissatisfaction escapes from work and tries to find possible ways to

quit the job (Eronat, 2004) or, when job satisfaction is high, it has a positive impact on



labor force circuit and nonattendance and it decreases personnel turnover rate and
nonattendance correspondingly. Related to this fact, doubled costs of organizations
decrease as well (Sevimli and Iscan, 2005). As it is seen by the results of the examples,
since job satisfaction has an impact on many factors, it became one of the most

important terms of organizational behavior (Murat and Cevik, 2008).

2.1.3. Factors Affecting Job Satisfaction

The organizations have to make some regulations to reach their purposes and targets
in today’s rivalry conditions. What is confronted at this point is job satisfaction, because
if the individuals have high job satisfaction, they work effectively and productively in
the corporation. Furthermore, as mentioned above, to arrive at positive results in
organizational behavior subjects, we are confronted with implemention of job

satisfaction.

Because of this, it is an important fact that the corporations endeavors to determine
and improve the factors influencing job satisfaction of employees. In other words, in
order to define job satisfaction and implement it in professional life, it is necessary to
know the factors influencing it first. Because it is possible that if these factors would not
be cared, the expected performance from corporation and employee could get difficult
(Bozkurt and Bozkurt, 2008). The researches about job satisfaction indicate that many
factors like the clarity of employee tasks, attendance to job, financial rewards, nature of
the job, productive usage of individuals have an influence on it. The individual has
many expectations attached to his job in working life. The fulfillment rate of these
expectations is varying as payment, promotion, social assurance, job security and

quality of connections influence job satisfaction (Acar, 2007).

Considering this point, job satisfaction constituents can be divided into two parts
as “individual” and “job&working” related factors (Toker, 2007). The factors related to
“job&working” are different dimensions of job satisfaction or dissatisfaction tendency

of employees. And the personal factors are the total/average of manners against



different dimensions of job, the results of attitudes the individual feels for his job
(Eronat, 2004; Oriicii et al., 2006). Taking a glance at personal factors influencing job
satisfaction, we will be confronted with terms like personal characteristics, employee
needs, expectations of employee from workplace, personality of employee, experiences
of working individual in working life, educational degree, success, acceptance,
appreciation, independent working, self-actualization, duty assignment associated with
promotion, fair rewarding system, attendance rate of employee making decisions in the
organization, responsibility/job  responsibility, gaining recognition, personal
improvement and the job itself that leads directly to job satisfaction and constitute
content of the job implemented (Murat and Cevik, 2008; Acar, 2007; Cam et al., 2005;
Bakan and Biiylikmese, 2004; Eronat, 2004; Kurcer, 2005; Bozkurt and Bozkurt, 2008;
Metle, 2003; Oriicii et al., 2006; Toker, 2007; Sevimli and Iscan, 2005).

In general, the factors influencing job&working take place in litterateur as
payment, job security, social possibilities, status, working conditions, organizational
climate, organization policy, organizational environment and conditions, colleagues,
general appearance of job and difficulty grade etc. (Oriicii et al., 2006; Eronat, 2004;
Sevimli and Iscan, 2005; Toker, 2007; Bakan and Biiyiikmese, 2004).

While the factors about “job&working” are being associated with social-physical
environment and the success in the perception of this environment, personal factors
have been associated with psychological development achieved by success. There are
situations people would like to experience or would not like to experience in working
life. Considering this point, it is determined that job satisfaction/dissatisfaction emerges
from different situations and can be defined as opposites to each other (Robins, 2003,
pl59). At this point, motivation hypothesis has been suggested so that the
determinations develop but Herzberg’s “Two Factor Theory” should be refered who

also analyzed job satisfaction term.

Two Factor Theory argues the existence of occasions people want to own or do
not want to own in their working life and configuration of working impetus as a result

of their position. In this hyphotesis, Herzberg divided working impetus into two parts



as motivators and hygiene factors. He associated the hygiene factors with
social/physical environment job are being implemented in. The factors like technical
surveillance, audit, individual relations and/or relations with colleagues, payment,
working conditions, company policy, management applications, social aids, job safety
are some of the hygiene factors and these factors can not be motivating alone. If the
expectations of employee about these factors would not meet, it leads to job
dissatisfaction. In addition to this, Herzberg also mentioned the motivators. These are
also factors like success, independent working, self-actualization, promotion,
responsibility, recognition, personal improvement and job itself which leads to job
satisfaction and constitutes the content of the work. Employees would have job
satisfaction in case of the fulfillment of expectations related to these farctors (Murat and
Cevik, 2008; Acar, 2007). Otherwise, an employee can carry on his work without any
job satisfaction when the hygiene factors are met, but motivators are not met (Toker,
2007, p95). As a result, according to Herzberg, fulfillment of the needs in two groups
satisfies the employee. For instance, according to Herzberg, although payment increase
does not lead directly to job satisfaction, it prevents job dissatisfaction because hygiene
factors influence job satisfaction (Acar, 2007). However, in addition to payment
increase, if the individual thinks that he self-actualizes himself in his job, because his
needs are fulfilled by the motivators, he is seen as a satisfied employee. Considering
this point, according to Herzberg, who determined that job satisfaction/dissatisfaction
emerge in different occasions and they are defined as opposites of each other, hygiene
factors rely on the success of main human needs and motivators rely on psychological
development obtained at the end of this success. But generally, if the fulfillment of main
human needs, in other words hygienic needs would be under the level of employees’
acceptance, job dissatisfaction would come up (Karaman and Altunoglu, 2007). Briefly,
Herzberg stated in his “Two Factor Theory” that the motivators are connected with job
satisfaction and hygiene factors are connected with job dissatifaction (Robins, 2003,

pl159).
As a result, the factors influencing job satisfaction are important because, if job

satisfaction and its influencing factors would not become important properly,

satisfaction could turn into dissatisfaction (Eronat, 2004; Sevimli and Iscan, 2005;

10



Bozkurt and Bozkurt, 2008). On this account, the measurement of job satisfaction term
is, especially for organizations, an important occasion. Today the most used scales are
the ones which handle job satisfaction in two dimensions as extrinsic and intrinsic, as
mentioned above. Scales mostly try to measure these two categories. The leading job
satisfaction questionnaires in litterateur appear in this wise: The scale Porter developed,
Porter Need and Satisfaction Questionnaire-NSQ which relies on Maslow’s need
hierarchy establishes a relationship between the existing conditions worker perceives
and the ideal conditions. Minnesota Satisfaction Questionnaire developed by Weiss,
Davis and England in 1967 associates the working conditions (management, human
relations, working conditions etc.) and job satisfaction. Job Descriptive Index (JDI),
which was set forth by Smith, Kendal and Hulin (1969) and developed by JDI Research
Group in 1985 computation job characteristics, payment, promotion possibilities,
persons, communication and surveillance. The researchers developed Job Descriptive
Index developed the Job In General- JIG and Face Table (Tarlan and Tiitiincii, 2001).
Job Descriptive Index had been used in this research as one of the scales described
above. The detailed information about this topic will be indicated in the method part.
However, in spite of many models developed oriented towards satisfaction computation,
I would like to indicate that according to some arguments, there is not a certain method

measures job satisfaction precisely (Ugkun et al., 2004).
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2.2. HAPPINESS

2.2.1. Definition of Happiness

From the beginning of human history, happiness has always been something
desirable. Individuals individually, societies socially have been trying to achieve
happiness and in a pursuit directed to this aim. Because of this, there have been always
questions about the definition of happiness and how to obtain it. The meaning and
purpose of human being in life is happiness, who is longing for it all his life long. Due
to this fact, we are always in an attempt to find the thing that will keep the happiness
alive (Acaboga, 2007). Well then, what is happiness? Is there happiness? Is there a

definition of it?

The word “felicity” reproduced from Arabic “saide” radical means to be happy,
strong and lucky, to be a good omen, blessedly and fortunate, to be greatly pleased and
this word’s English equivalent “happiness” term, which means the fortune of rise to
wealth, is used. “Happiness” word in Turkish means fulfillment of all the wishes and
the term “blessedly” is synonym of “happiness” (TDK, 1983, p155). The term which is
used as “happiness” in contemporary language is defined as “eudaimonia” in Greek and
is used to define a good life. It should not be forgotten that there is not any other
goodness a person can gain beyond happiness. Because of this, the purpose of today’s

people is surely “happiness”.
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2.2.1.1. The Definition of Happiness in Philosophy

Many philisophers, foremostly Aristotle and Sokrates, explored the reason of
unsuccessfulness about happiness; owing to seldom people could manage to be happy
(Alain, 1992). According to Aristotle, the main purpose of mankind is to have a good
life (Gavin ve Mason, 2004). According to Farabi, happiness is an aim that is reached
by virtuous actions. Therefore, happiness is a purpose everyone can miss (Ozgen, 1997,
p59). According to Democritus, (Ozgen, 1997, p16) who is defined as hedonistic
philosopher, happiness is tranquility of the soul and the unique way of happiness is to
know, what is good. According to Sokrates, to be virtuous means to be happy.
According to Plato, the highest good is happiness and the way through happiness is
virtue which makes the soul of human happy (Gokberk, 1996, p60-61). According to

Descartes, happiness is a complete spiritual satisfaction and and inner pleasure.

2.2.1.2. The Definition of Happiness in Psychology

Since the 1% century, although psychological science focused on negative emotions
like depression and despair instead of positive emotions like happiness, satisfaction,
gratification and to be pleased, it regards the positive aspect more today (Myers and
Diener, 1995). For this reason, organizational studies also began to focus on subjects
like positive attitudes, emotions and thoughts of employees. It is expected that
psychology, which is connected with human, should contribute to happiness pursuit
scientifically (Giiler and Emeg, 2006). At this point, if the definitions of happiness are
inspected in psychology generally (Acaboga, 2007), according to Fromm, happiness and
unhappiness is the expression of the occasion the whole organism and personality are
in. Liveliness and creativity increase and emotions and thoughts sharpen in happiness.
The human should be in peace with himself and others around to be happy. Russel’s
opinion also supports this idea. Thus, the way to achieve happiness would be possible
by enlarging our interests and to having positive emotions. According to Freud, to have
a healthy and happy soul, all instinctive wishes should be satistied without any

hindrance.
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In daily life, there are many words and terms covering the human’s wellbeing.
These come forward as happiness, satisfaction, prosperity, social wellbeing, subjective
wellbeing and life quality (Acar, 2007). Happiness in psychology is analyzed under
“subjective well being: SWB” term and used as a twinning in many researches (Argyle,
Martin and Crossland, 1989; Diener, 1984; Eysenck, 1990; Lu and Shih, 1997; Lou,
Gilmour and Kao, 2001;Hills and Argyle, 2001a; Hills and Argyle, 2001b; Brebner,
1998; Cheng and Furnham; 2003; Myers and Diener, 1995; Lu, 1995). However,
“happiness” term is more popular in litterateur. This subject was also discussed by
many disciplines like ethics, politics and psychological sciences and the usage of

“happiness” was prefered (Diener, 1984; Lu and Shih, 1997).

In psychological researches happiness appears generally as a personal
characteristic. Most of the researches are also about the relationship between personality
and happiness. These researches briefly duscuss that happy people do not have any
explicitly defined characteristics. On the other hand, the happy ones, who are strong in
any relationship (social, family, work, school, etc) and successful in communicational
relationships, have high self-confidence and a extroverted personality (Myers and
Diener, 1995). In other words, happiness is correlated with extroversion positively and
inwardness negatively (Francis, 1999; Hayes and Joseph, 2003; Francis et al., 1998;
Hills and Argyle, 2001a; Hills and Argyle, 2001b; Brebner, 1998; Lewis et al., 2002).
For instance, the extroverted person who has strong relationships socially and has
friends feels happier and healthier, because he would not feel alone which leads to stress
and unhappiness (Suhail ve Chaudhry, 2004). Because of this, we can see that there is a
strong relationship between extroversion and happiness. Additionaly, it is also argued
that emotional stability and happiness are also connected to each other and this

connection is stronger than extroversion (Hills and Argyle, 2001b).

Although in organizational dimension it is not possible to be confronted with
detailed studies, happiness is defined as an inner experience in mind’s positive affect in
existing studies and when the life is evaluated in terms of individual’s point of view, it
is defined as the superiority of positive affect to negative affect and a general

satisfaction of life (Lu and Shih, 1997; Argyle, Martin and Crossland, 1989; Myers and
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Diener, 1995; Acar, 2007; Francis et al., 1998; Hills and Argyle, 2001a; Hills and
Argyle, 2001b; Francis, 1999;Cheng and Furnham, 2003; Diener et al., 1985; Lu, 1995;
Lewis et al., 2002). Subjective well being-SWB, which is defined as the synonym of
happiness, consists of the term combination of life satisfaction and being distant from
stress (Diener et al., 1985; Hills and Argyle, 2001a; Hills and Argyle, 2001b; Brebner,
1998; Cheng and Furnham, 2003; Myers and Diener, 1995).

2.2.2. Constituents of Happiness Term

Happiness term, which was defined as the superiority of positive affect to
negative affect and general satisfaction of life by Andrews and Whitney in 1976 in its
most general meaning, still keeps its validity today. To examine the term, it is necessary
to take a glance at the constituents appear in the definition. As life satisfaction is the
judgemental and cognitive dimension of happiness term, the dimension regarding
positive/negative affect comes up as emotional dimension of happiness term (Myers and

Diener, 1995; Diener et al., 1985).

2.2.2.1. Life Satisfaction

Life satisfaction involves individual’s whole life and all the dimensions of it.
Generally, it is not a satisfaction related to a definite situation but in general meaning, it
is the satisfaction of whole life. According to Vera (1999), life satisfaction, which
means positiveness grade resulted from the individual’s own evaluation of his life
quality, conveys wellbeing condition from different aspects like happiness and morale
(Avsaroglu et al., quoted from 2005, p118). Taking pleasure of life is possible by
having a meaningful life, having purposes and aims in life and struggling for them
(Gtiler and Emeg, 2006). Life satisfaction is the ascendency of positive emotion to

negative emotion in daily relations (Denizoglu et al., 2005).
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2.2.2.2. Positive and Negative Affects

According to Solmus (2005), “Emotionality (positive/negative affects) indicates
the reactions of the individual like anger, crying, joy and sadness against a definite
event, person or situation”. It is divided into two parts as positive and negative. The
individuals who are negatively affected behave negatively toward life, people and the
most important, to themselves because they generally focus on negative sides of people
and world they live in. For instance, people who are negatively affected do not trust
people and believe that they will never be loved, never be appreciated by anybody or
they can never change anything in life. This kind of people have the tendency to have
anger, dislike, scorn, guilt complex, fear, depression and they always claim that they
are never satisfied enough with life (Myers and Diener, 1995). Most importantly, they
know exactly that this happens because of life and job dissatisfaction. On the other
hand, people, who are positively affected, are energetic, excited, highly motivated, and
full of love, gracious, creative, helpful, kind, and social and satisfied with their lives
(Myers and Diener, 1995; Solmus, 2005). As introverted individuals who are negatively
affected have difficulty to make contacts and keep them, positively affected individuals
are extroverted characters. Because these characters have strong social relationships,
wide social environment, self-confidency, self-control and optimistic personality whose

life satisfaction is high accordingly (Myers and Diener, 1995).

Considering the influence of positive/negative affects to individuals in terms of
working life, it is seen that negative affected employees cannot establish a balance
between working and private life intensively, experience conflicts often and they have
lower job performances than positive affected employees, have a tendency to escape

from work and have a weak success motivator correspondingly (Solmus, 2005).

It 1s also possible to be confronted with aspects of happiness term in litterateur
whose constituents and definition are quoted. For instance, it is determined in a research
made in Germany about happiness that the experiences like having a social talent, being
self-confident, being competent and satisfactory in social relations, being collaborator,

being socially supportive, to be involved in free time activities efficiently, having a
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strong belief, locus of control, doing sport, having a life purpose, self-actualization, to
be interested in music and avoiding stress are all the positive identifiers of happiness
(Lewis et al, 2002). Myers and Diener indicated the positive aspect as self-
actualization, provide self improvement, have purposes of life in addition to not to have
a negative aspect and to be satisfied with life. They emphasized that endeavoring to
achieve the purposes of life is the most important determinant of happiness (1995). For
instance, if money is the purpose of individual’s life or if it is a necessary element to
achieve his purposes, earning too much money would be the determinant of his
happiness or else it will keep its insignificany. If the purposes of the individual are too
much or too high, it will be very difficult to reach them but the happiness at the end will
be too much and high accordingly (Myers and Diener, 1995). According to Ryft (1989),
in addition to life satisfaction and emotionality, self-actualization, a meaningful life and

self-improvement should be added to the definition of happiness.

On the other hand, as it can be understood from the examples above, the studies
on happiness term are based on western culture. Because the researches about happiness
are mostly made in western, the results and measurements reflect western culture (Lu
and Shih, 1997; Lu et al., 2001). As an example, many researches, made with Oxford
Happiness Inventory which is prefered often for the computation of happiness term and
used as a research tool are also from western countries (Francis, 1999; Myers & Diener,
1995; Francis et al., 1998; Warr, 1999; Lewis et al., 2002). By using this inventory,
Francis and his friends achieved their researches about happiness term comparatively in
USA, England, Austria and Canada (1998). But in the last years, the countries
especially like China, Taiwan and Japan began to give importance to the researches
about happiness. In this respect, it is evident that different constituents have also
influence on developing the conceptions by the researches about happiness in eastern,
especially in communitarian cultures. For example, according to Chinese researcher Lu,
happiness is a three constitutive term that involves welfare (sanity/mental health)
dimension in addition to emotionality (well-being/pleasure), cognitive (life satisfaction)
and without providing all these constituents, it is not possible to talk about happiness
(Lu, 1995). In an interview about happiness, 180 people defined happiness as being

respected, interpersonal relationship, financial prosperity, business success, self-control,
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simplifying life, self-actualization, satisfaction and health. Besides the wellbeing and
positiveness of life for the definition of happiness, the other occasions are material
wealth, physical health, a virtuous and peaceful life and overcoming the necrophobia in
China (Lu et al., 2001). Shortly, in eastern, unlikely to western, the conceptions peculiar
to communitarian societies like health, social relationships, respect and appreciation

occur in the definition of happiness (Lu and Shih, 1997; Suhail and Chaudhry, 2004).

2.2.3. Relationship between Happiness and Job Satisfaction

Emotions are intimate with working life and an inseparable part of it. Because
individuals spend most of their time by working in today’s world, emotional condition
of employee should be more important (Glirbliz and Yiiksel, 2008). In this respect,
when job satisfaction and happiness terms are taken into consideration, to be happy or
unhappy, individual is attached to his satisfaction as an employee in working life
(Solmus, 2005). For instance, an unhappy individual has a tendency to perceive and
interpret the events with a negative affect in working life. Since he would raise the
intensive emotional tension and his basicly existing beliefs about his own personality
(like “what could I manage in my life?” “I am useless for anything, it’s me!”),
unhappiness and job dissatisfaction becomes a vicious circle for the employee. As a
result of personality trait, needs and experiences, job satisfaction or dissatisfaction
occurs (Bakan and Biiyiikmese, 2004). Researches also show the influences of the
factors on experiencing job satisfaction. Personality trait is one of these factors. In other
words, there is a relationship between job satisfaction and personality trait (Sevimli and
Iscan, 2005; Ugkun et al., 2004). For example, persons who are nervous and misfits to
environment experience job dissatisfaction more. These people cannot contact others
easily and have a negative aspect of life (Sevimli and Iscan, 2005). Parallelly to this, we
can see the relation between happiness and personality traits in many researches
(Francis, 1999; Myers & Diener, 1995; Francis et al., 1998; Warr, 1999; Lewis et al.,
2002). Personality is refered in happiness evaluation in this research. For instance, it is
possible to evaluate the happiness of subjects by asking questions about their

personalities like “how friendly, optimistic and cheerful they are”. So it is evident that
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job satisfactions of people who are in tendency of happiness are higher than the others
who are not in such a tendency. Because, there is a causation between happiness and
daily activities (performance, turnover intention, absenteeism, organizational citizenship
behavior) (Warr, 1999, p19). Since job satisfaction emerges as the negative/positive
identifier of these activities, it is thought that when happiness increases, job satisfaction
increases accordingly. In this respect, if happiness is regarded in terms of working life,
it 1s assumed that happiness influences job satisfaction (Warr, 1999; Judge and Hulin,
1991; Sevimli and Iscan, 2005; Shaudil and Chaundry, 2004, p368; Weaver, 1978;
Weiss et al., 1999; Lyumbomirsky, King and Diener, 2005).

It is surely possible to mention about many factors creating job satisfaction or
dissatisfaction. But the basic approach that has to be emphasized is, “no matter how the
conditions of the world around the employee are, how the employee perceives these
conditions and how the basic aspect forms these perceptions”. Owing to the fact that
negatively affected unhappy employees have negative expectations and perceptions
concerning their life, no matter how the conditions are, they will never be satistied-
happy as much as happy employees who are positively affected. For a more
satisfactory-happy working life, not the environmental conditions but perceptions,
expectations and beliefs attached to conditions, namely the characteristics belong to the
person should change. Job satisfaction varies prominently according to the affected
employee experiences. For instance, positively affected unhappy employees experience
more job dissatisfaction in compare with happy employees who are positively affected.
Because they have a tendency to perceive the events or processes negatively, no matter
they reflect the reality or not (Solmus, 2005). Because of this reason, we believe that
happiness has a positive affect on job satisfaction and the analyzation of this relation is

the first hyphotesis of our research.
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2.3. SUCCESS

2.3.1. Definition of Success

Whole life focuses on being successful, to succeed both in organization and outside
of organization (Satun, 2006). Therefore, success is an important factor both for
individuals and organizations. What is success? Is it to be rich, position or earning
money? Although the answer of this question differs from person to person, success is
fulfillment of the wishes and achievement of the planned targets by the individual.
Because if the person can be peaceful and happy at the end when he arrives to his goals,
he is supposed to be arrived to happiness. But the important thing is “what to succeed?”
Every person has an aim and every person wants to be successful by means of fulfilling
these aims they adopted and struggled for. Success is a term indicates reaching to an
aim whose standards are determined formerly. There is a standard determining in which
grade the goal will be achieved and this standard varies from person to person. If an
individual reaches to this standard defined by him, he will be admitted as successful, if

not, he will be admitted as unsuccessful (Aydin, 2006).

Success term is analyzed in two fields as “success motivator” and “to succeed”. As
success motivator is based on implementing a job successfully, to succeed is to be
successful at the end of a job undertaken. The working individuals, who have success
motivator by reason of following their personal purposes, give importance to how good
they managed the job, not to the prize they will get at the end (Tevruz and Turgut,
2001). Success motivator consists of being ambitious, relying on success, superiority,
being different, undertaking personal responsibility and focusing on job (Kaya and
Selguk, 2007, p176). It can be specified that individuals devoted to professional and
personal aims are in a high tendency of challenging to difficulties by studying willingly
and eager, since they have this motivator. Owing to this fact, perfection, achievement
and inner success in the success motivator stands in the forefront (McClelland, 1961;

Epstein and Harackiewicz, 1992).
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To show success or achievement examine, which goal should be reached. It is
result-oriented. To show success is connected with cognitive (beliefs and opinions, e.g.
working hard) and emotional (emotions, e.g. excitement) dimensions of success need
(Kaya and Selguk, 2007, p177). Emotional dimension of success is pleasure, happiness
and delight at the moment of the goal is reached. For example, when an employee,
whose goal is to promote, promotes, pleasure and satisfaction he feels at that moment is
the emotional dimension of “success”. Considering the cognitive dimension, it is to be
successful in the condition of doing the job matching to own interests, aims, values,
attitudes, talents and proficiency (Acar, 2007). As it is known, when an individual
believes that he can succeed, his beliefs overbridge the talent and performance (Giiler

and Emec, 2006, p132).

Furthermore, “showing success” is also related to values because it consists of
aimed goals and desires. When values subject is examined in terms of organizational
behavior in litterateur, it is seen that the values are objective and rational terms effecting
attitudes of persons. As the people achieve a success by implementing an aim, they
struggle to achieve the values they wish to have for the sake of some definite goals as
well (Robins, 2003, p71). Therefore, success and values are related terms. Individuals
determine success criterions according to their own values. For instance, if a person has
an purpose/goal such as being in a high level of income or management level etc. and if
such a status is important for him, he would feel himself successful when he reaches to
this definite position (Chusmir and Parker, 1992). It is even possible to encounter a
theory which seperates employees to generations (Nexters, Xers, Boomers, Veterans) by
defining the working values in the field of organizational behavior according to
persons’ ages, seniority etc (Robins, 2003, p66). Because, every generation is effected
by the social, psychological, economical and political environment and it is effective for
the development of their values. People’s achievement of working values in their own
generation would bring success to them. For instance, because the generations defined
as Xers, who are born on 1980s, begin to work after 2000s, grown up in a flexible, free,
success and satisfaction based environment shaped by globalization, working parents
and computer, etc., their working values are friendship, contentment, satisfaction and

happiness. However, the working values of veterans are working hard, dependence and
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authority, who got involved in working life in 1950s. Success or unsuccess is mostly

seen as a signal of individual value (Aydin, 2006).

2.3.2. Success Factors

It is possible to find many researches made about being successful in litterateur.
Surveying the limited researches about success and its dimensions, working success and
life success were evaluated as equivalent terms and success, traditionally, was measured
with the level of income and prize according to Korn, Kotter and Luthan in 1980s
(Chusmir and Parker, quoted from 1992,p88). However, this kind of success
computation can be used in researches about career or academic success because
working success is only an inferior dimension of life success which is not an equivalent
to life success (Chusmir and Parker, 1992). Computation of terms like level of success,
prizes, promotions are generally not enough for individuals to define their lives as
successful. Owing to this fact, intrinsic success should be also measured with the
difference of traditional point of view (Chusmir and Parker, quoted from 1992, p88). In
this respect, Chusmir and Parker (1992) defined life success in six dimensions as
status/strength, social contribution, family relations, personal satisfaction, professional
satisfaction and confidence. In conclusion, the influence of success on working life is
measured and the dimensions of life success are defined in two main factors, which are
“job based” (power/prosperity, professional satisfaction, personal satisfaction,

confidence) and “offthejob based” (family relations and social contribution).

Sturges (1999) gathered success in three main factors, which are intrinsic,

extrinsic and social success. Intrinsic criterion based success is achieved by facts like

stabilization of work and life, implementing job correctly and decently, appreciation of
job etc. A young working woman gave a good example for success definiton in the
interview process which is based on intrinsic criterions by saying “I am doing the thing
I can manage best and will continue to do it” for the success conception Sturges tried to

define. Social success, which is not based on material criterions, is to be realized, to be

recognized, to be a model etc. and to have a status attracting others, to have a
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responsibility, authorization and impression. For example, realization and recognition of
an expert by the senior management, owing to his implemention of work. An employee
in his 30s ages, who participated to the interview process of Struges’s research, gave an
example to this situation and said, “I feel myself more successful because many people
ask my opinion even about easy matters and treat as if I were an expert.” Extrinsic

criterion based success dimension is examined finally. Extrinsic criterion based, success

based directly on physical/material criterions like payment, fringe benefits, promotion,
being rewarded etc. (Sturges, 1999). The same definition can be seen in the research of
Bozkurt and Bozkurt implemented in Turkey, which states that the leading extrinsic
factors to increase job success are supplying the payment satisfaction and promotion

(2008).

In the study of Tevruz and Turgut (2001), which is about the goals of success
and made with the attendance of 576 university student, success is gathered under three
dimensions. The factors in the content of these dimensions are as following: Intrinsic
success is the feature a person owns like creativity, happiness, being motivated, having
principles, exceeding capacity. Extrinsic success is about the circumstances like earning
money related to material situations, social life or status, being a good
student/employee, having a good position in the society. Normative success is to behave
like being reliable and suitable for social expectations, being respectful to the
environment and starting a good family etc. This research also shows that the Turkey

sample of success conception ends up parallelly to litterateur.

Considering the studies made in Turkey, it is seen that Sayarer (1999) used the life
success test of Chusmir&Parker and after increasing it to 48 statements with additional
items, he applied it on a group of directors in Turkey and achieved Chusmir and
Parker's six success target with a wvery little difference. They are
Status/power/prosperity, personal satisfaction, job safety, family relations, contribution
to society and ability/proficiency. In Toprak’s research, when the basic values were
asked to 212 employees, who work in different sectors from different institutions, 17%

of the answers were “success”. When the definition of success was asked to the same
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persons, the answer was “reaching the goals (32%)”, “high performance (18%)”,
“productiveness (18%)”, “happiness (17%)”, “quality (16%)” and “conceiving social
advantage (12%)” (Toprak, 2005, p81). Dimensions of success can also be seen at the

end of this research.

As a summary, it is seen that success can be gathered in 3 main factors as intrinsic
success, extrinsic success and social success (Chusmir and Parker, 1992; Tevruz and

Turgut, 2001; Struges, 1999; Toprak, 2005).

2.3.3. Success Need and Importance of Success

Success is a need and the motivators step in to fulfill this need. They cause the
individuals to gain success by motivating them and satisfy them as a result of providing
success (Kog et al., 2004; Yilmaz, 1996). Aydin (2006), refering to Gottfried (1985)
who indicates that success motivates the next success, propounds that there is a circular,
motivating the relationship between success and desire for success. According to
Weiner, individuals develop happiness, confidence and satisfaction as a result of
success and unhappiness; disappointment, depression as a result of unsuccess. This
emotion varies according to the perception of success-unsuccess reasons (Kog et al.,

2004, quoted from p487).

2.3.4. Relationship between Success and Job Satisfaction

Success is achieved by the realization of the aim and work on it through using all
talents to achieve it accordingly. Regarding this topic in terms of working life, it is very
influential that an individual has a wellmatched job to his interests and talents to be able
to achieve success. Success at the end of job implementation and the prize gained
through it are the important factors that constitute job satisfaction. Considering that the
individual success means organizational success, it is a crucial fact for the organizations

that the working employees are satisfied happy workers (Acar, 2007).
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Because success is one of the satisfying factors in Herzberg’s Two Factor Theory, it
is part of the general situation related to job. Due to this fact, success is one of the
factors providing job satisfaction (Sun, 2002; Cam et al., 2005). For instance, if a
mentally difficult job can be managed by an employee and if it is realized by the
surrounders, the employee get satisfaction in senior level because employees have a
tendency to see and show their success (Sevimli and Iscan, 2005). Apart from this,
people want to succeed and to be rewarded accordingly in their work (Eronat, 2004).
For example, a successful employee wants to promote and if he achieves this goal, since
his success will be rewarded, his job satisfaction will increase. Job satisfaction of an
employee, who is appreciated in his workplace, would increase owing to working in a
proper place in proper time eather because being appreciated leads to success (Eronat,
2004; Bozkurt and Bozkurt, 2008). Due to this fact, it is supposed that there is a
relationship between success and job satisfaction. Computation of this relationship will

be second hypothesis of this research.
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3. RESEARCH MODEL AND HYPOTHESES

It is assumed that happiness and success terms are related to job satisfaction and
various studies support this fact. Because of this, the aim of this research is to
investigate 1) the effect of happiness on job satisfaction and 2) the effect of success on
job satisfaction. The research model arranged with reference to this is presented in
Figure 1. Our second aim is to find out whether happiness or success is more effective
on job satisfaction. The question, “which one is more effective on job satisfaction” is

evaluated in this study as a research question.

Happiness

Independent Variable

Job Satisfaction

/ Dependent Variable

Success

Independent Variable

Figure 1: Research Model — The relationship between Happiness/Job

Satisfaction and Success/Job Satisfaction

As it was indicated in the “Introduction” section; to be happy or unhappy eftects
the job satisfaction of employees in working life (Solmus, 2005), and this relation is in a
positive direction (Warr, 1999, Judge and Hulin, 1991; Sevimli and Iscan, 2005;
Shaudil and Chaundhry, 2004, p368; Weaver, 1978; Weiss et al., 1999; Lyumbomirsky,
King and Diener, 2005). This relation is the first hypothesis of this research.

Hi: There is a positive relationship between happiness and job satisfaction.

26



As was in the “Introduction” section, it is asserted that job satisfaction is strongly
related to success and information skills (Acar, 2007). Lack of these lead to
desensitization against job, decrease of personal success and a decline in
success/efficiency-emotions related to job, ending with job dissatisfaction (Kurger,
2005, pl1). Accordingly, the second hypothesis of this research is rested on the

assumption that, there is a positive relationship between success and job satisfaction.

H:: There is a positive relationship between success and job satisfaction.

Besides searching the relation of job satisfaction with happiness and success which
variable has a stronger influence on job satisfaction will also be inspected. Success and
hapinness are individual factors influencing job satisfaction. On the other hand, while
happiness is being a positive behavior fendency, success is a state which arises as a
result of achieving the desired and valued goals. So, which conception is more
influential on job satisfaction? Being happy or having achieved successes? It is
mentioned that achieving success makes people happy. Because of this, happiness and
success terms are interrelated. A study (Giiler and Emec, 2006) points out that there is a
correlation between them; but it is not known if happiness effects success positively or
success effects happiness positively. Although general opinions show that achieving
success by means of individual’s talents leads to happiness, the opposite of this opinion
is also assumed (Giiler and Emeg, 2006). Therefore, the question “which variable
(success or happiness) is more influential on job satisfaction” will be detected not as a

hypothesis but as a research question.
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4. METHOD

4.1. SAMPLE

Totally 282 employees, who work as staff (18,4%), specialist (36,9%) and manager
(44,7%), participated the research. Since the questionnaires were sent to the participants
by internet, totally delivered questionnaires and related return percentage was not
calculated. It was observed that 51,8% of the participants were male and 48,2% of them
were females. It was found out that average age of the participants was 37,45, average
job experience was 14,63 and last job experience in the last organization they worked
was 6,29 years. Observing the number of children, 50% of the participants have none,
23% only one, 25% only two and 2% of them have three children. According to
educational level of the participants, 0,4% have primary, 6,4% high school, 8,5%
associate, 61,7% university and 23% of them have postgraduate degree. The question of
income level was asked associated with a five point interval scale and 1,1% said that
they can spend money without thinking, 16,7% easily, 71,3% with caution, 9,6% spend
only for the basic needs and 1,4% spend hardly even for basic needs.

4.2. RESEARCH INSTRUMENTS

Questionnaire technique was used in this research. The questionnaire, including the
questions about demographic variables, consists of four parts and 149 questions totally.
Tests, used to measure each variable are explained below in detail. The questionnaire is

given in Appendix 1.

4.2.1. Happiness Scale

46-item happiness scale is made up of two different tests. The first one is 29-
item Oxford Happiness Inventory, and the second one is a 17 items scale obtained by a

preliminary study.

28



4.2.1.1. Oxford Happiness Inventory

29-item Oxford Happiness Inventory (OHI), formed by Martin and Crossland,
developed by Hills and Argyle in 2002 after Argyle, Martin and Crossland in 1989, was
used. Happiness was defined by Argyle and Crossland in 1987 as the existence of
positive affect, deprivation of negative affect and a general life satisfaction. Relying on
this definiton, 11 additional items, defining subjective well being, were added from 21-
item Back Depression Inventory. These items were converted to positive expressions
(Francis, 1999; et al., 2002). Reliabiliity analysis gave internal consistency as 0.90, test-
retest reability as 0.78 and concurrent validity as 0.43 (Lewis et al., 2002; Francis,
1999). OHI was used in many different studies between 1990-2000 to measure
happiness. Taking a glance at these studies, it is seen in 12 of all research results, that
Cronbach alpha coefficient reliability is 0.86 and above (Lewis et al., 2002). In
Marmara University Organizational Behavior Master Programme, OHI was translated
to Turkish by a Research Methods Class, and was applied to 101 people. Internal
consistency reliability of OHI was over 0.70. The Turkish translations of OHI
consisting of 29 expressions mentioned above have been used in this research (Francis,
1999). Suitability of the translation to the original text in terms of meaning was
examined; necessary corrections were made and became applicable. At this point,
Marmara University Organizational Behavior Science lecturers joined in the control and

correction of the translation.

4.2.1.2. Happiness Questions obtained by Preliminary Study

Since OHI is not a questionnaire developed in Turkey and in case of a possibility
that it cannot measure happiness according to the norms in Turkey, a preliminary study
was implemented in 2007 to find an answer to the open-ended questions explaining
happiness term. The questions of “what is happiness according to you?” and “What
makes you happy?” were directed to people via internet during this process and they

were asked to give the first five answers they remember (Lu and Shih, 1997).
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Two sample expressions obtained from open-ended questions are as following:

e [ spend my time with the people I love

e Thank God for what [ own

Because the questions were delivered through internet, the total number of
people who received the questions is not certain. Therefore, the return rate cannot be
calculated. Approximately 150 people were participated the research. The answers
given to each two questions were similar to each other, so all the answers were merged
in a single list. The number of expressions given as answers was 319. These expressions
were classified according to meaning similarities and 16 criteria were obtained. These
are family, friends, love&affection, success, belief&worship, altruism, money &
materialism, health, purpose & goal, job, appreciation, future, education, positive
feelings, tranquility and having novelty. According to the given name of a certain
criterium, the representative expressions were established under that criterium and 44
expressions defining happiness terms were formed in 16 criteria. These expressions
have been delivered to different persons through internet with the question, “How
important are following factors to feel yourself happy now?” with a 4-point response
scale ranging from “very important”, to “not important at all”. The total numbers of

respondents were 90.

The answers obtained were subjected to factor analysis, and 11 different
dimensions for “happiness” had been acquired. According to the results, individuals
entitled happiness as “family”, “positive thinking”, “social appreciation”, “social
status”, “belief’, “love”, “health”, “traveling”, “purpose/goal”, “attitude related to
future” and “independence”. Since the number of respondents was not sufficient enough
for factor analysis, this study could not go beyond a pilot study. It was thought that
some of the answers for happiness obtained in the pilot study could make a contribution
to the definition of ‘“happiness”, these answers were added to the happiness
questionnaire accordingly. To determine which factors should be added to the
questionnaire in addition to OHI, Marmara University Organizational Behavior Science

lecturers joined the study.
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In this manner, in addition to 29-item OHI, happiness variable had been
measured with 46-item questionnaire by means of adding 17 additional items, which
were obtained through preliminary study. Subjects were asked to evaluate the items in
terms of how often they experienced the happiness expressions in the questionnaire.

The answers were given on a 6-point scale ranging from “never” to “always”.

4.2.2. Success Scale

For the measurement of success, “Goals of Success” scale was used, which is
developed by by Tevruz (1995) and Tevruz & Turgut (2001) in a series of studies. The

stages of development of the scale are given below.

In the first study, university students answered the open-ended question “What is
being successful, what is the criterion to be regarded as successful?” The subjects
answered the questions both for themselves and for their parents. The answers obtained
were prepared as a 76 item test asking for the importance of success goals. A 6-point
response scale ranged from “not important” to “very important”. The data, gathered
from 143 students were subjected to factor analysis and eight success factors were
obtained. In the second study 576 subjects responded to the 76-item test. This time,
besides the 6-point response scale, one more point was added to the scale as “has no
relation with success”. After removing the items marked as “no relation” by 20% of the
subjects, the number of items decreased to sixty seven. The factor analysis gathered the
items in 12 factors. Internal consistency values were between 58 and 84. In our study,
67 item success-goals questionnaire is used. However, during the thesis proposal
meeting, it was decided that “being honest” could not be connected to success, and by
removing the related expression, the questionnaire was decreased to 66 items. In our

study, this 66-item scale was used.

The participants in this study evaluated these items in response to the question:
“how much do you feel your are successful in each goal of success? . Responses were

given on a 6-point scale ranging between “I almost always believe that I am not
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successful” and “I almost always believe that I am succesful”. Assuming, that some
items such as the ones related to marriage and having children would not be so
meaningful for some of the participants one other response choice was added which is,
“not evaluative”. To be instructive, the following explanation was made for the
participants: “It is possible that the statements in some items would not be suitable for
you in present”. For instance, if you are not married or do not have any children, do not
make any evaluation about the items concerning marriage and having children. For such

items use “not evaluative” (NE)” scoring.

4.2.3. Job Satisfaction Scale

Job Descriptive Index: JDI introduced by Smith, Kendall & Hulin (1969) had
been used as job satisfaction scale in the research (Cekmecelioglu, 2005). JDI was
formed in 1969 by Smith, Kendall and Hulin, developed by JDI Research Group in
1985 (Tarlan and Tiitlinci, 2001, quoted from pl148). JDI consists of five job
dimensions indicating important characteristics related to job. These are the job itself (to
be interesting, providing learning opportunities and the chance of undertaking
responsibility), payment (to be equal comparing with other organizations), promotion
opportunity (the opportunity to promote in the hierarchy), management (management,
having skills to provide technical and behavioral support) and colleagues (technical

proficiency level and the level of social support by them) (Cekmecelioglu, 2005).

First translation of the scale was made by Ergin (1997). Validity and reliability
studies were also implemented (Toker, 2007). After the translation and cultural
adaptation of JDI, it found a wide area of usage in Turkey (Bakan and Biiyiikmese,
2004; Tarlan and Titlincii, 2001; Cekmecelioglu, 2005; Toker, 2007). Bakan and
Biiyiikmese (2004), when investigating the relation between organizational
communication and job satisfaction, they used the Turkish translation of 28 item JDI
model to measure job satisfaction. In addition to JDI, they added two items to measure

satisfaction from institution image. Job satisfaction scale used in our research consists
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of 28 questions. The dimensions, the number of items in each dimension, and the

reliabilty results (alpha values) of the original scale are as follows:

Quality of work: 7 questions, 0=.81; Institution image: 2 questions, 0=.77; Manager:
7 questions, 0=.94; Managerial approach: 5 questions, 0=.87; Colleagues: 4 questions,
0=.81; Payment: 3 questions, 0=.81 (Bakan and Biiylikmese, 2004). The responses to
the items were given on a 4-point scale: “I definitely do not agree”, “I do not agree”, “I

agree”, “I definitely agree”.

4.3. APPLICATION

Convenient sampling method is used in data gathering process. In this respect, to
reach desired sample number, questionnaires had been sent through internet. Therefore,
the proper return rate could not be calculated. The participants were asked not to
provide their identity and it has been indicated that the individual information would

certainly be kept private. The total number of questionnaires gathered was 282.

4.4. STATISTICAL ANALYSES

Statistical analyses done for reliability, factor analysis and hypotheses testing, had

been done via “SPSS 11.5 for Windows” software package.

After reliability (Cronbach alpha) and factor analyses had been made, correlation
analysis among factors was implemented first. For hypothesis testing and for the
research question, linear regression (simple and multiple) was used. For difference tests,

t-test, ANOVA and Kruskal Walls were implemented.
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5. FINDINGS

The findings consist of four parts. In the first part, internal consistency (Cronbach
alpha) and factorial structure of the variables are given. In the second part, 