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Abstract: This study aims to compare the happiness at work levels of employees in three different sectors: health,
education and security, to determine the effect of perceived organizational support on happiness in all three sectors,
and to investigate whether the happiness level of employees differs according to professional and demographic
variables. The research was designed as a cross-sectional study. The Shortened Happiness at Work Scale and
Perceived Organizational Support Scale were used as data collection tools. Ethical approval was obtained from
the Batman University Ethics Committee (date: 04.01.2023; decision no: 2023/01-38). A total of 1114 employees
participated in the study. In the study, the level of happiness at work was found to be significantly lower in the
health sector than in the education and security sector. It was observed that perceived organizational support was
a significant predictor of happiness in the workplace. In the study, it was also determined that employees with
higher income, those working in the public sector and employees with less work experience had higher happiness
levels. These results are important to understand the effects of sectoral differences and could contribute to the
development of appropriate strategies in this context.

Keywords: Happiness at Work, Organizational Support, Health Employees, Education Employees, Security
Employees

Oz: Bu calismanin amaci, ii¢ farkl sektordeki calisanlarin i yerindeki mutluluk diizeylerini karsilastirmak,
algilanan kurumsal destegin bu mutluluk iizerindeki etkisini belirlemek ve ¢alisanlarin mutluluk diizeyinin mesleki
ve demografik degiskenlere gore farklilik gdsterip gostermedigini arastirmaktir. Bu ¢alismada kesitsel bir tasarim
kullanmistir. Veri toplama araglari olarak Kisaltilmis Iste Mutluluk Olgegi ve Algilanan Orgiitsel Destek Olgegi
kullanilmigtir. Batman Universitesi Etik Kurulu’ndan etik onay1 alind1 (tarih: 04.01.2023; karar no: 2023/01-38).
Calismaya saglik sektoriinden 507 (%45,5), egitim sektoriinden 384 (%35,5) ve gilivenlik sektdriinden 223 (%20)
olmak iizere toplam 1114 galisan katilim gdstermistir. Arastirmada t test, one way ANOVA, pearson korelasyon
ve ¢oklu hiyerarsik regresyon analizleri yapilmistir. Calismada iste mutluluk diizeyinin, saglik sektoriinde egitim
ve giivenlik sektorlerine gore anlamli derecede diisiik oldugu bulunmustur. Algilanan kurumsal destegin isyerinde
mutlulugun anlaml bir yordayicist oldugu belirlenmistir. Ayrica, daha yiiksek gelire sahip olan, kamu sektoriinde
calisan ve daha az i deneyimine sahip olan ¢alisanlarin daha yiiksek mutluluk diizeyine sahip oldugu
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belirlenmistir. Bu sonuglar, sektorel farkliliklarin etkilerini anlamak agisindan 6nemli olup, bu baglamda uygun
stratejilerin geligtirilmesine katkida bulunabilir.

Anahtar Kelimeler: Iste Mutluluk, Algilanan Orgiitsesl Destek, Saglik Calisanlar1, Egitim Calisanlari, Giivenlik
Caliganlar1

Introduction

One of the primary issues of employees who spend a significant part of their lives at work is to
be happy at work (Fitriana et al., 2022; Hungerbuehler et al., 2021). Considering that most people spend
a significant amount of time working, the role of the workplace is extremely important (Bataineh, 2019).
Happiness has many benefits and therefore, happiness at work has been the focus of attention of
researchers (Salas-Vallina & Alegre, 2021). Evidence has shown that happiness at work is associated
with employee health (Benevene et al., 2019), employee performance (Jalali & Heidari, 2016), job
satisfaction (De Guzman et al., 2014) and customer satisfaction (Wolter et al., 2019). It has been stated
that happy employees are twice as productive, six times more energetic, take less sick leave, and are
willing to work longer in the organization compared to unhappy employees (Pryce-Jones & Lindsay,
2014). Happy employees can effectively complete their tasks and generate innovative ideas for their
organizations (El-Sharkawy et al., 2023). Investing in happiness in organizations has positive results at
both the individual and corporate levels. On an individual level, employees' energy levels increase and
positive effects such as happiness, self-confidence, occupational performance and health are seen.
Productivity increases at the corporate level and employee turnover rate and general organizational costs
decrease (Feitor et al., 2023). Happy employees appear social, and friendly and can contribute more to
contextual performance. With happy employees, business results are expected to grow positively, and it
is also believed that happy employees will take fewer actions that jeopardize the success of the
organization (Singh et al., 2023). In contradistinction, unhappiness may engender an absence of
favourable repercussions in workplace conduct and organizational ramifications, exemplified by
diminished productivity and substandard work quality. Furthermore, unhappiness has the potential to
precipitate individual ramifications, notably mental illnesses or disorders, representing consequences
that imperil mental health. This discontentment can further manifest in behavioural patterns such as
voluntary job termination (Sender et al., 2021). Therefore, it can be said that maintaining happiness in
the workplace is necessary to maintain success in the organization.

Perceived organizational support is considered as one of the factors that provide happiness at
work (Novliadi & Anggraini, 2020; Singh et al., 2023). Perceived organizational support, which is
defined as employee perceptions of how much an organization values employees' contributions and
cares about their well-being, leads to positive attitudes and behaviors such as affective commitment, job
satisfaction and engagement (Hamid et al., 2024). Perceived organizational support is strongly tied to
employees' attributions of the organization's intentions behind their positive or negative treatment of the
organization. Perceived organizational support initiates a process of social change in which employees
feel an obligation to help the organization achieve its goals and expect greater rewards for their efforts.
Furthermore, perceived organizational support satisfies socio-emotional needs, resulting in greater
identification with and commitment to the organization, willingness to help the organization succeed,
and higher psychological well-being (Kurtessis et al., 2017). Perceived organizational support leads
employees to perform the tasks specified in their job descriptions (in-role performance) and to go beyond
standard performance and engage in activities that contribute to the welfare of the organization (extra-
role behavior). Perceived organizational support also reduces behaviors that harm the organization
(Eisenberger et al., 2020). Organizations that can create a positive work environment will produce
employees who are motivated and enjoy their work, which in turn can affect employee happiness levels
(Kosasih & Basit, 2019).

Conceptual Framework

The concepts of perceived organizational support and the concept of happiness at work, which
were the main variables of the research, were explained below.
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Happiness at Work

Happiness is generally defined by how individuals experience and evaluate their lives (Bataineh,
2019). Often synonymous with subjective well-being, happiness is characterized by elevated levels of
life satisfaction and a combination of heightened positive emotions alongside reduced negative emotions
(Singh & Aggarwal, 2018). The conceptualization of happiness typically follows two fundamental
perspectives: hedonic and eudaimonic. The hedonic perspective revolves around pleasant feelings and
emotional equilibrium. In contrast, the eudaimonic perspective views happiness as engaging in activities
aligned with one's inner goals for a fulfilling life, irrespective of emotional state (Salas-Vallina &
Alegre, 2021).

Happiness at work is a broad concept that measures the work itself, work characteristics, and
sense of belonging to the organization (Salas-Vallina et al., 2020). Happiness at work can be defined as
a positive psychological state (Sender et al., 2021). Happiness at work arises from positive experiences
at work and can be expressed as subjective good feelings about work experiences (Sudibjo &
Manihuruk, 2022).

According to Fisher (2010), happiness at work has three dimensions. These are job satisfaction,
affective organizational commitment and engagement.

Job satisfaction is a form of positive or pleasant mood that develops through the assessment of
an individual's work experience (Zhu, 2012). It emerges as individuals reference their beliefs, values,
and goals concerning their job, guiding their behavioural inclinations. This concept encompasses the
evaluation of various work-related factors, such as salary and associated entitlements, relationships with
colleagues, management and leadership styles, working conditions, the nature of the work, opportunities
for career development, job security, and personal growth (Satuf et al., 2018).

Affective organizational commitment can be defined as the belief in the goals set by the
organization and working as a part of the organization to achieve these goals. This concept includes the
following three characteristics: a firm belief and acceptance of the goals and values of the organization;
a willingness to make significant efforts on behalf of the organization; and the desire to want to remain
part of the organization (Bataineh, 2019). Commitment to the goals and values of the organization based
on personal identity formation and emotional attachment to the organization is recognized as part of
happiness in the workplace and is highly correlated with other positive attitudes in the workplace (Fisher,
2010).

Work engagement is characterized as a positive and fulfilling mental state associated with one's
work, encompassing dimensions of vigour, dedication, and absorption. Vigour involves a high level of
energy, mental flexibility, and the willingness to exert effort in one's tasks. Dedication is characterized
by a profound sense of care for one's work, coupled with enthusiasm, inspiration, pride, and a willingness
to take on challenges. The final dimension, absorption, entails a complete focus on and joyful dedication
to one's work (Schaufeli et al., 2002). Engaged employees typically exhibit positive emotions like
happiness and enthusiasm, contributing to enhanced well-being in the workplace and the dissemination
of positive energy to colleagues. It is anticipated that individuals demonstrating higher levels of work
engagement are likely to exhibit superior performance as well (Cesario & Chambel, 2017).

Perceived Organizational Support

Perceived organizational support refers to employees' belief that the organization is genuinely
concerned about their well-being and values their contributions (Sudibjo & Manihuruk, 2022). This
perception is shaped by employees' encounters with the organization's policies and procedures, the
provision of resources, interactions with organizational representatives (e.g., managers), and their
overall sense of the organization's commitment to employee well-being (Novliadi & Anggraini, 2020).
Employees, who are the most important resource of the organization, always seek the support of their
organizations for their social and emotional needs (Ahmed & Nawaz, 2015). Employees develop
positive beliefs towards the organization in response to supportive policies (Akgunduz et al., 2023). The
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results of previous studies have shown that perceived organizational support could be associated with
happiness in the workplace (Novliadi & Anggraini, 2020), engagement (Meyers et al., 2019; Yongxing
etal., 2017) and job satisfaction (Sudibjo & Manihuruk, 2022).

Employers often value employee commitment and loyalty. Employees who show emotional
commitment to the organization provide advantages such as increased performance, decreased
absenteeism, and decreased likelihood of quitting their jobs. In turn, employees are often concerned with
the organization's commitment to them. Being valued by the organization can bring advantages such as
approval and respect, wages and promotion, access to information and other types of assistance needed
to do their job better (Rhoades & Eisenberger, 2002). Employees with a strong perception of
organizational support exhibit behaviours that benefit the organization (Akgunduz et al., 2023).

Present Study

This study has three objectives. The first was to measure and compare the level of happiness of
employees in the health, education and security sectors at work. Within the scope of this purpose, the
level of job satisfaction, affective organizational commitment and engagement of the employees, which
are the sub-dimensions of happiness in the workplace, were also compared. The second objective of the
study was to investigate the effect of perceived organizational support levels of employees in three
different sectors (health, education and security) on happiness at work. The third objective of the study
was to investigate whether the happiness levels of employees at work differ according to occupational
and demographic variables (age, gender, education, seniority (experience), sector (public-private), and
income). In this context, answers to the following questions were sought in the research.

1- Is there a significant difference between the happiness levels of health, education and security sector
employees at work?

To increase and maintain the happiness level of the employees, it is necessary to measure and
evaluate the happiness level of the employees. This study measured and compared the happiness levels
of health, education and security sector employees. Happy and satisfied employees in these sectors can
have a positive impact on the general health, education and safety of society. Therefore, it can be said
that evaluating and improving the happiness levels of employees in these sectors is of great importance
for the welfare and progress of society. There are different studies assessing the level of happiness of
employees in the workplace in the health sector (Feitor et al., 2023; Ozer et al., 2023), education sector
(Benevene et al., 2019; Jalali & Heidari, 2016) and security sector (Chung et al., 2022). However, no
study has been found in which the happiness levels of health, education and security sector employees
are discussed and compared. It is thought that this study will contribute to fill this gap in the literature.

2- Does perceived organizational support affect happiness at work?

One of the most well-known concepts in workplace behavior is the “social exchange theory”,
which states that interactions between two parties should involve interdependence. Consistent with
social exchange theory, social exchange begins with perceived organizational support, where employees
feel an obligation to help the organization achieve its goals and expect that their efforts to advance the
organization's interests will be reciprocated with greater rewards, creating a norm of reciprocity
(Ozdemir, 2022). Social exchange theory involves the exchange of social and psychological resources,
tangible or intangible, between individuals or groups (Goktas Kulualp & Sari, 2019). According to the
reciprocity norms of social exchange theory, when employees perceive that the organization provides
them with support and cares about their well-being, this may increase their liking for the organization
and increase their workplace happiness (Hamid et al., 2024). Another theory associated with perceived
organizational support is the “organizational support theory” (Eisenberger et al., 2020). The theory of
perceived organizational support addresses the relationship between organization and employee from
the perspective of employees. According to organizational support theory, employees develop a general
perception of the extent to which the organization values their contributions and cares about their well-
being. A positive perception is associated with affective organizational commitment, job satisfaction
and job performance (Kurtessis et al., 2017). There is evidence that perceived organizational support
by employees increases happiness at work (Novliadi & Anggraini, 2020; Singh et al., 2023). However,
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it can be said that the studies on this subject are limited. In addition, among the existing studies, no
research examines the research subject by considering the employees of the health, education and
security sectors together. It is believed that the findings of this study will serve to address and bridge
the existing gap in the literature. In addition, the results of the study could contribute to the establishment
of better management strategies and policies to develop improvements and support programs in related
sectors.

3- Do the levels of happiness at work of health, education and security sector employees differ according
to their occupational and demographic characteristics?

Employees' levels of happiness at work may differ according to occupational and demographic
variables. When the studies on this subject are examined, different results are found. For example, in a
study conducted by Khosrojerdi et al. (2018) on nurses, a significant relationship was found between
age and happiness level. In a study conducted by Uzun et al. (2020) on teachers, it was determined that
the happiness level of employees did not differ significantly according to age. Accordingly, it can be
said that more studies are needed on this subject. In addition, in this study, employees from three
different sectors (health, education and security sector employees) were evaluated together. In this
context, it is thought that the research findings will make a significant contribution to the literature.

Methods
Procedure

This study is a cross-sectional study. The study was carried out online between 5 May 2023 and
5 June 2023. The research questions were delivered to the target participants through different social
media platforms (WhatsApp, Instagram, Facebook) through questionnaires prepared using Google
Forms. Employees working in the relevant sectors were reached through social media and a survey link
was sent to the participants. Employees who could be reached were asked to send the same link to their
friends and acquaintances. The participants were recruited using the snowball method. Ethical approval
was obtained from the Batman University Ethics Committee (date: 04.01.2023; decision no: 2023/01-
38).

Participants

The study was conducted on health, education and security sector employees working in a
province in the Southeastern Anatolia Region of Turkey. The reason for conducting this study in only
one province of Turkey is the significant regional variations in working conditions, salaries, and urban
living standards across different regions. Health, education and security sector employees play a critical
role in the functioning and security of society. While the health sector responds to the health needs of
individuals, the education sector educates future generations and the security sector ensures the general
safety of the society. Therefore, evaluating the happiness levels of employees in these sectors is
important both to increase the well-being of employees and to make the functioning of these critical
sectors more effective. A total of 1114 employees, 507 (45.5%) from the health sector, 384 (34.5%)
from the education sector and 223 (20%) from the security sector, voluntarily participated in this study.

Data Collection Tools

Shortened Happiness at Work Scale (SHAW): The SHAW scale, developed by Salas-Vallina and
Alegre (2021) and validated in Turkish by Bilginoglu (2020), comprises 3 dimensions and 9 items: job
satisfaction (3 items), affective organizational commitment (3 items), and engagement (3 items).
Alternatively, SHAW can be employed as a single-dimensional measure. Utilizing a 7-point Likert-type
scale, higher scores on the SHAW indicate greater workplace happiness. In the present study, the overall
Cronbach's alpha for the scale was 0.91, with dimensions yielding values of 0.91 for job satisfaction,
0.90 for affective organizational commitment, and 0.84 for engagement. Exploratory and confirmatory
factor analyses were conducted to evaluate the structural validity of the scale. The analyses revealed
that the scale consisted of three factors (job satisfaction, affective organizational commitment, and
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engagement) with eigenvalues greater than 1 and factor loadings between 0.77-0.86. The 3 factors
together explain 81.7% of the total variance. As a result of confirmatory factor analysis, ¥2/df =2.509;
GF1=0.983; AGFI=0.970; RMSA=0.037; CFI=0.970 were found. Accordingly, it can be said that
SHAW has good fit indices (Meydan & Sesen, 2009).

Perceived Organizational Support Scale (POSS): Originally developed by Eisenberger et al.
(1986) and later shortened to 10 items by Armstrong-Stassen & Ursel (2009), the Turkish validation and
reliability study for the abbreviated version was conducted by Tiire Yilmaz & Yildirim (2018). Two
items in the scale were reverse-coded. Employing a 5-point Likert-type scale, the POSS encompasses a
single dimension, with higher scores indicating increased perceived organizational support. In this study,
Cronbach's alpha for the scale was calculated as 0.90, reflecting a high level of internal consistency.
According to the results of the exploratory factor analysis, it was determined that the POSS scale
consisted of a single dimension with an eigenvalue greater than 1 and the factor loadings of the scale
items were between 0.63-0.81. A single factor explains 55.1% of the total variance. In addition,
¥2/df=1.662; RMSA=0.023; CFI=0.999; GFI=0.997; AGFI=0.991 were found in confirmatory factor
analysis. Accordingly, it can be said that POSS has good fit indices and its one-factor structure is
confirmed (Meydan & Sesen, 2009).

Data Analysis

The study data were analyzed using the SPSS-21 software. The occupational and demographic
characteristics of the participants and their responses to the scale questions were examined with mean,
standard deviation, frequency and percentage values. To test whether the participants' happiness at work,
job satisfaction, affective organizational commitment, engagement and perceived organizational support
scores differ according to occupational and demographic variables, the significance test of the difference
between the two averages and one-way ANOVA tests were performed. Tukey test was performed as a
Post Hoc test. In the study, perceived happiness at work, job satisfaction, affective organizational
commitment and engagement were considered as dependent variables, while perceived organizational
support was considered as an independent variable. Pearson correlation analysis was performed to test
the relationship between the independent variable and the dependent variables, and hierarchical multiple
regression analysis was performed to test the effect of dependent variables on dependent variables. The
suitability of the variables to the normal distribution was evaluated by looking at the kurtosis and
skewness values, and it was determined that these values were between -0.75 and 0.80 and the normality
assumption was met.

Results

Approximately half of the participants (45.5%) were healthcare professionals. The mean age of
the participants was 31.4 years and more than half (55.3%) were male. Considering the educational
status, it was seen that associate and undergraduate graduates (69%) were predominant. A significant
part of the participants (72.69%) work in public institutions. Slightly more than half of the participants
(51.4%) receive salaries between 15.000-25.000 Turkish Lira (TL). The mean duration of work
experience was 7.44 years (Table 1).



Yildiz A. / Anemon Mus Alparslan Universitesi Sosyal Bilimler Dergisi, 2024 12(2) 433-452 439

Table 1. Occupational and Demographic Characteristics of the Participants (N=1114)

n %
Health employee 507 45,5
Occupation Education employee 384 34,5
Security employee 223 20,0
Age (Mean£SD - 31,44+7,90) <30 628 56,4
>30 486 43,6
Gender Female 498 44,7
Male 616 55,3
High school 108 9,7
Education Associate degree-Undergraduate 769 69,0
Postgraduate 237 213
Sector Pu.blic 809 72,6
Private 305 274
Work experience (Mean+SD - <5 584 52,4
7,4446,73) >5 530 47,6
<15000 336 30,2
Income (Turkish Lira)* 15000 - 25000 573 51,4
>25000 205 18,4

* |t reflects the income status at the time of conducting the study. Salaries differ in the current period depending on inflation
and salary increases.

In the study, the happiness level of healthcare professionals at work (4.17+1.17) was lower than
the happiness level of the employees in the education (4.80+1.17) and security (4.724+0.98) sectors (p
<0.01). Similarly, it was observed that healthcare professionals had lower scores in all sub-dimensions
of happiness at work (p<0.001). The job satisfaction level of the healthcare professionals was 4.34+1.57,
the affective organizational commitment level was 4.56+£1.37, and the level of engagement was
4.72+1.23. These averages were as follows respectively: 5.12+1.58, 4.56+1.37, and 4.72+1.23 in the
education sector employees, they were 4.61£1.21, 4.60£1.13, and 4.72+0.98 in the security sector
employees. The perceived organizational support level of healthcare professionals (2.87+0.92) was
lower than the perceived organizational support level of education (3.20+0.90) and security (3.12+0.91)
sector employees (p <0.01; Table 2).

Table 2. Comparison of Happiness at Work, Job Satisfaction, Organizational Commitment,
Engagement and Perceived Organizational Support Scores of Participants by Occupation

B. .
A. Health Education C. Security All
Sector Sector
Employees Sector Employees Employees
(n=507) Employees (n=223) (N=1114)
(n=384)
Mean+SD? Mean+SD? Mean+SD? Mean+SD? Fb/p [?llf?“
Happiness at F=37,85; A-B,
Work 4,17+1,17 4,80+1,17 4,72+0,98 4,50+1,17 p<0,01 A-C
. . F=30,06; A-B,
Job Satisfaction 4,34+1,57 5,12+1,58 4,96+1,41 4,73+1,59 p<0,01 A-C
Affective _ .
Organizational 4,01+1,35 4,56=x1,37 4,61+1,21 4,31£1,36 F—<26’>§12 ﬁ%
Commitment <L,
F=25,13; A-B,
Engagement 4,17+1,23 4,72+1,23 4,60+1,13 4,45+1,24 0<001  AC
Perceived _ .
Organizational 2,87+0,92 3,200,90 3,12+0,91 3,03+0,92 F=1491;  A-B,
p<0,01 A-C
Support

aStandard Deviation, ® F: One Way ANOVA, ¢ Significant Difference
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The findings indicating that whether employees' happiness at work, job satisfaction,
organizational commitment, engagement and perceived organizational scores differ according to
occupational and demographic variables are presented in Table 3. When all the employees in the study
were considered together, the perceived organizational support level scores of the participants aged 30
and under, public sector employees, associate degree-undergraduate graduates, those with 5 years or
less of work experience and those with high income were found to be high with happiness at work, job
satisfaction, affective organizational commitment and engagement (p<0.05). When examined by gender,
the level of happiness at work, job satisfaction and engagement of women were found to be higher than
that of men (p<0.05). Considering the sectors, while there was a significant difference (p<0.05) in all
variables (happiness at work, job satisfaction, affective organizational commitment, engagement and
perceived organizational support) according to age in the education sector, no significant difference was
found in the health and security sectors (p>0.05). While there was a significant difference in all variables
according to income in the health and education sectors (p<0.05), there was no significant difference in
security sector employees (p>0.05). Those who worked in all three sectors (health, education and
security) for 5 years or less had higher scores of happiness at work, job satisfaction, affective
organizational commitment, engagement and perceived organizational support than those who worked
in the public sector for 5 years or more (p<0.05).
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Table 3. Comparison of Happiness at Work, Job Satisfaction, Affective Organizational Commitment, Engagement and Perceived Organizational Support

Scores of Participants According to Occupational and Demographic Variables

Affective Organizational

Perceived Organizational

Happiness at Work Job Satisfaction : Engagement
Commitment Support

Age (Year) n Mean+SD?  FY/t; p; Sig. DiffY  Mean+SD?  FYtS; p; Sig. Diff.Y  MeantSD*  FYtS; p; Sig. DiffY  MeantSD*  FY/t; p; Sig. Diff.Y Mean+SD? FP/t¢; p; Sig. Diff.¢
Health Sector <30 306 4,23+1,21 t=1,39 4,39£1,53 t=0,86 4,07£1,35 t=1,17 4,24+1,28 t=1,60 2,93+0,92 t=1,53
Employees >30 201 4,08+1,11 p=0,16 4,27+1,50 p=0,39 3,92+1,36 p=0,24 4,06£1,13 p=0,11 2,80+0,93 p=0,13
Education Sector <30 177 5,07£1,12 t=4,33 5,41+1,46 t=3,35 4,80+1,29 1=3,27 5,01£1,17 t=4,34 3,32+0,91 t=2,56
Employees >30 207 457£1,17 p<0,01 4,87+1,65 p=0,01* 4,35+1,40 p=0,01* 4,48+1,23 p<0,01 3,09+0,88 p=0,01*
Security Sector <30 145 4,79+0,87 t=1,35 5,09+1,29 t=1,82 4,61+1,13 t=0,16 4,66+1,05 t=1,18 3,14+0,85 t=0,35
Employees >30 78 4,60£1,17 p=0,18 4,73£1,58 p=0,07 4,60£1,34 p=0,95 4,48+1,27 p=0,24 3,09+1,01 p=0,72
All Employees <30 628 4,60+1,17 t=3,18 4,84+1,57 t=2,49 4,40+1,32 t=2,28 4,56+1,24 t=3,36 3,09+0,91 t=2,12

>30 486 437+1,17 p<0,01 4,60+1,60 p=0,01* 4.21+1,40 p=0,02* 431+1,21 p=0,01* 2,97+0,93 p=0,03*

Gender
Health Sector Female 202 4,33+1,11 t=2,46 4,56+1,50 t=2,56 4,14+1,32 t=1,78 4,29+1,19 t=1,79 2,96+0,91 t=1,63
Employees Male 305 4,07£1,20 p=0,01* 4,19+1,61 p=0,01* 3,92+1,37 p=0,07 4,09+1,25 p=0,07 2,82+0,93 p=0,10
Education Sector Female 191 4,90+1,16 t=1,73 5,32+1,54 t=2,48 4,53+1,38 t=-0,46 4,87+1,24 t=2,29 3,22+0,95 t=0,41
Employees Male 193 4,70+1,18 p=0,08 4,92+1,60 p=0,01* 4,59+1,36 p=0,65 4,58+1,20 p=0,02* 3,18+0,85 p=0,68
Security Sector ~ Female 105 4,78+1,03 t=0,80 5,05+1,40 t=0,94 4,70+1,24 t=1,09 4,58+1,26 t=-0,25 3,13+0,94 t=0,02
Employees Male 118 4,67+0,94 p=0,42 4,88+1,41 p=0,35 4,52+1,17 p=0,27 4,62+1,01 p=0,80 3,12+0,88 p=0,98
All Employees Female 498 4,64+1,14 t=3,73 4,95+1,53 t=4,23 4,41+1,34 t=1,95 4,57+1,25 t=3,06 3,09+94 t=1,82

Male 616 4,38+1,19 p<0,01 4,55£1,61 p<0,01 4,25+1,37 p=0,05 4,35+1,21 p<0,01 2,99+0,91 p=0,07

Education

A. High school 55 4,09+1,20 _ 4.31+1,69 _ 3,87+1,42 _ 4,09+1,15 2,75+0,90 F=4,18
Health Sector B. Associate degree- ';;g gf ';;1026713 ';;ggf F=2,30 p=0,02*
Employees Undergraduate 316 4,33£1,17 AF- é-c 4,58+1,56 AF: E-C 4,15+1,36 AF: E-C 4,26+1,23 p=0,10 2,97+0,94 AF: B-C

C. Postgraduate 136 3,84+1,11 ) 3,78+1,43 ) 3,74+1,28 ) 4,00+1,23 2,71+0,85

A. High school - - - - - -
Education Sector B. Associate degree- _ _ _ _ t=-077
Employees Undergraduate 288 483+1,17 t;%'isg 511161 t‘:'g’ég 4624136 t‘:%'sllg 476£121 t_:%,g(; 3,18£0,91 p=0,44

C. Postgraduate 96 4712118 P=0, 5.13£1,50 P=0, 438+1,38 P=0, 4,63+1,29 P=0, 3.26£0.87

_ A. High school 53 4,5840,96 =112 4,66+1,33 =174 4,50+1,34 =-0,63 4,58+1,08 0,08 3,02+0.82 t=-0,94

Security Sector  B. Associate degree- 0=026 p=0,08 p=053 p=002 p=0,35
Employees Undergraduate 165 4,75+0,99 ' 5,04+1,42 ! 4,62+1,16 ' 4,85+1,38 ' 3,15+0,92

C. Postgraduate 5 - - - - -

A. High sphool 108 4,33+1,11 F=11.20 4,48+1,53 F=11.22 4,18+1,41 F=8.39 4,33+1,14 F=4,19 2,88+0,87 F_—3,6fi
All Employees B. Associate degree- p<0,01 p<0,01 p<0,01 p=0,01* p=0,03

Undergraduate 769 4,61£1,16 AF- E-C 4,88+1,57 AF: A-é B-C 4,43+1,34 AF: é-C 4,52+1,23 AF: ’B-C 3,08+0,93 AF: A-B

C. Postgraduate 237 4,22+1,22 ) 4,37+1,61 ) ' 4,03+1,37 ) 4,27+1,29 ) 2,95+0,91

Sector
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Health Employees PUIC 349 434%1,15 t=4,83 4,56x1,55 t=4,69 4,17£1,36 t=4,13 4,29+1,21 t=3,20 3,00+0,93 t=4,50
Private 158 3.81=1,14 p<0,01 3,86:1,53 p<0,01 3,64=1,28 p<0,01 3,91=1,24 p<0,01 2,61:0,84 p<0,01
Education Public 334 4,94+1,07 t=6,56 5,20+1,47 t=5,79 4,71%1,28 t=6,01 4,83x1,17 t=4,32 3,28+0,88 t=4,65
Employees Private 50  3.84+135 p<0,01 3,96:1,83 p<0,01 3,50+1,47 p<0,01 4,04+1,40 p<0,01 2,66+0,89 p<0,01
Security Public 126 5,02:0,88 t=5,40 5,31=1,27 t=4,42 4,87+1,17 t=3,86 4,86:1,05 t=4,12 3,30+0,89 t=3,40
Employees Private 97 4,34+0,99 p<0,01 4,50+1,45 p<0,01 4,26+1,18 p<0,01 4,25%1,15 p<0,01 2,89+0,88 p=0,01*
All Employees  PaDIiC 809  4,69+1,12 t=9,38 4,98+1,52 t=8,68 4,51£1,33 t=7,69 4,60+1,20 t=6,85 3,16+0,91 t=7,49
Private 305 3,98%1,16 p<0,01 4,08+1,58 p<0,01 3824131 p<0,01 4,04+1,24 p<0,01 2.71+0,87 p<0,01
Work experience
(Year)
Health Sector <5 268 434+1,19 t=3,48 4,56:1,60 t=3,030 4,15+1,32 t=2,56 4,32+1,31 t=2,89 3,02+0,90 t=3,75
Employees >5 239 398+1,12 p<0,01 4,10£1,51 p<0,01 3,85£1,37 p=0,01* 4,001,11 p<0,01 2,7120,92 p<0,01
Education Sector <5 232 5,08+1,05 t=4,49 5,49+1,37 t=4,31 4,83£1,25 t=3,63 4,94x1,16 t=3,15 3,36:0,87 t=3,27
Employees >5 152 4,56+1,21 p<0,01 4,80+1,68 p<0,01 4,33+1,42 p<0,01 4,54+1,26 p<0,01 3,06:0,91 p=0,01*
Security Sector <5 139 4,940,82 t=4,40 5,20+1,25 t=3,31 4,78+1,07 t=2,85 4,83£1,02 t=4,16 3,24:0,89 t=2,49
Employees >5 84 436112 p<0,01 4,57£1,57 p=0,01* 4,32+1,36 p<0,01* 421£1,.21 p<0,01 2,930,91 p=0,01*
All Employees = 584 471x1,12 t=6,37 4,99+1,51 t=5,78 4,51£1,29 t=4,95 4,631,23 t=5,20 3,17+0,90 t=5,30
>5 530  4,27+1,19 p<0,01 4,45£1,62 p<0,01 4,11%1,41 p<0,01 4,25:1,21 p<0,01 2,88+0,93 p<0,01
Income (TL)
Health Sector | A-=15000 180 3,88+1,08 F=1949 _ 398+1,55 F=1307 _ 3,3+121 F=1609 _ 394,09  F=1225 _2,77+0,83 o016
Employees B.15000-25000 218  4,131,21 p<0,01 433£1,59 p<0,01 3.94:1.36 p<0,01 4,13£1,30 p<0,01 2,96:0,94 0=0.12
C. >25000 109 4,74=1,07 A-C,B-C 4941143 AF:A-C,B-C ~ 4,62+1,39 A-C,B-C 4,65:1,16 A-C,B-C  2389%1,02 '

_ A. <15000 118 4,33=1,12 F=2390 4,571,59 F=13,82 4,05:1,22 F=1552 437£1,13 F=2552 _ 3.01=0,75 F=4 620
Education Sector B.15000 - 25000 224 __ 4.89<113 p<0,01 527+1,53 p<0,01 4,70+1,38 p<OOL 4704119 ~ p<00l 3254092 p=0,01*
Employees C. >25000 2 seex092 AT AB'% AC sgeizg AP AB'FC’ AC s AR Al‘fc' AC sgerios A Ag?c' AC 346e111 AF: A-C

. A. <15000 38 457+1,08 _ 4.86£1,57 _ 435:135 _ 449+1.22 _ 3,1420,96 _
Emloess ' B.IS000-25000 131 4722098 PO a9 ods  _462LIo PTogs  _ASTELII i Ve oos
C.>25000 54 4,83+0,93 ’ 5.01£1,37 ’ 4755115 ’ 474+ : 3,14+0,86 '
A. <15000 336 4.12+1,12 F=35,73 4.29+1,60 F=22,44 391125 F=29,17 4155114 F=2557 _ 2,89+0,83 F=6.53
All Employees  B-15000-25000 573 4.56<L.18 P<00L 4.84+1,57 P<00L 439+1,37 P<00L 445:1,4 P<00L 3,1120,93 0<0.01
C. >25000 205 495:1,07 AT AB'_Bé AC S issias  AF AB'FC' AC yagazp AR "E’i’ AC 4ominy AF 'Ag?c' AC 3074102 AR AB AC

2 Standard Deviation, P F: One Way ANOVA, °t: independent sample t test, 9Sig. Dif.: Significant Difference, ¢ Turkish Lira

*p<0,05
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In the study, a moderate, positive and statistically significant relationship was found between the
perceived level of organizational support and the levels of happiness, job satisfaction, affective
organizational commitment and engagement in health, education and security sector employees
(p<0.01). It was observed that the correlation coefficient in health sector employees was r=0.53 between
perceived organizational support and happiness at work; it was r=0.41 between perceived organizational
support and job satisfaction; it was r=0.38 between perceived organizational support and affective
organizational commitment; and it was r=0.53 between perceived organizational support and
engagement. It was determined that the correlation coefficients between perceived organizational
support and happiness at work, job satisfaction, affective organizational commitment and engagement
in the education sector employees were -0.56; 0.40; 0.40 and 0.55, respectively. In security sector
employees, these coefficients were 0.055; 0.38; 0.40 and 0.53, respectively (Table 4).

The results of multiple hierarchical regression analysis conducted to determine the effect of
perceived organizational support on happiness, job satisfaction, affective organizational commitment
and engagement in the workplace were provided in Table 5. Age, gender, education, experience, sector
(public-private) and income variables were added to step 1 as control variables. The perceived
organizational support variable was added to step 2 as the main predictor.

In the study, it was observed that perceived organizational support in health, education, and
security sectors was a significant predictor of happiness at work, job satisfaction, affective
organizational commitment, and engagement (p<0.01). Adding perceived organizational support to the
model significantly increases the total variance in happiness at work, job satisfaction, affective
organizational commitment, and engagement. In the presence of control variables, perceived
organizational support in health sector employees accounted for 40% of the total variance of happiness
at work (R%=0.40; AR?=0.19; p<0.01), 38% of the total variance of job satisfaction (R?>=0.38; AR?=0.20;
p<0.01), 27% of the total variance of affective organizational commitment (R?=0.27; AR?=0.11;
p<0.01), and 22% of the total variance of engagement (R?>=0.22; AR?=0.10; p<0.01). Perceived
organizational support in the presence of control variables in education sector employees explained 43%
of the total variance of happiness at work (R=0.43; AR?=0.17; p<0.01), 40% of the total variance of job
satisfaction (R%=0.40; AR?=0.20; p<0.01), 26% of the total variance of affective organizational
commitment (R?>=0.26; AR?=0.08; p<0.01), and 31% of the total variance of engagement (R?=0.31;
AR?=0.08; p<0.01). Perceived organizational support in the presence of control variables in security
sector employees explained 42% of the total variance of happiness at work (R%>=0.42; AR?=0.16; p
<0.01), 37% of the total variance of job satisfaction (R>=0.37; AR?=0.20; p<0.01), 20% of the total
variance of affective organizational commitment (R%=0.20; AR?=0.03; p<0.01), and 26% of the total
variance of engagement (R?=0.26; AR?=0.09; p<0.01). In the study, it was also determined that income,
sector (public-private) and work experience variables were significant predictors of happiness at work
in health, education and security sector employees (p<0.05; Table 5).
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Table 4. Correlation Coefficients with Kurtosis, Skewness and Cronbach Alpha Values Regarding
Happiness at Work, Job Satisfaction, Affective Organizational Commitment, Engagement and
Perceived Organizational Support Variables

Descriptive statistics Correlation coefficients
Variables Skewness  Kurtosis o 1 2 3 4 5
Health Sector
Employees
1. Happiness at Work -0,15 -0,49 0,91 1
2. Job Satisfaction -0,09 -0,75 090 0,87* 1
3. Affective Organizational
Commitment 0,03 -0,18 091 0,84* 0,59* 1
4. Engagement -0,09 -0,21 0,85 0,82* 0,57 0,55* 1
5. Perceived Organizational
Support -0,02 -0,56 0,90 0,53* 0,53 041* 0,38* 1
Education Sector
Employees
1. Happiness at Work -0,48 -0,561 0,91 1
2. Job Satisfaction -0,59 -0,54 0,90 0,86* 1
3. Affective Organizational
Commitment -0,11 -0,40 0,92 0,83* 0,55* 1
4. Engagement -0,12 -0,45 0,81 0,82* 0,56* 0,56* 1
5. Perceived Organizational
Support -0,08 -0,36 0,89 0)55* 0,56* 0,40* 0,40* 1
Security Sector
Employees
1. Happiness at Work -0,59 0,80 0,86 1
2. Job Satisfaction -0,48 -0,13 0,89 0,79* 1
3. Affective Organizational
Commitment -0,18 0,06 0,90 0,80 0,35* 1
4. Engagement -0,32 0,57 0,80 0,81* 0,46* 0,50* 1
5. Perceived Organizational -0,08 -0,36 091 053* 055* 0,38* 0.40% 1

Support

*p<0,01
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Table 5. Hierarchical Multiple Linear Regression Analysis Results to Determine the Effect of Perceived Organizational Support on Happiness at Work, Job

Satisfaction, Affective Organizational Commitment and Engagement

Happiness at Work

Job Satisfaction

Affective Organizational
Commitment

Engagement

B B t P

B B t P

B B t p

B t P

Health Sector
Employees

Step 1

F(8-506)=17,01, p<0,01, R=0,46,
R?=0,21

F(8-506)=13,64, p<0,01, R=0,42,
R?=0,18

F(8-506)=12,14, p<0,01, R=0,40,
R?=0,16

F(8-506)=8,87, p<0,01, R=0,35,
R?=0,12

Age
Gender (Male)*

Education (Associate

degree-
Undergraduate)?
Education
(Postgraduate)?
Sector (Private)®
Work Experience
Income (15k-25k)*
Income (>25k)*

002 015 208 004
0,03 -00l -034 074

0,19 0,08 1,14 0,25

-0,01 0,00 -0,06 0,96
-0,74 -0,29 -6,64 <001
-0,06 -0,35 -490 <001
0,17 0,07 1,58 0,11
0,93 0,33 6,76 <0,01

0,03 0,14 1,88 0,06
-0,08 -0,02 -0,55 0,58

0,17 0,05 0,76 0,45

-0,29 -0,08 -1,21 0,23
-0,88 -0,26 -5,75  <0,01
-0,08 -0,32 -4,34  <0,01
0,20 0,06 1,33 0,19
0,97 0,25 513 <0,01

0,03 0,14 1,92 0,06
0,01 0,00 0,10 0,92

0,25 0,09 1,30 0,20

0,13 0,04 0,63 0,53
-0,76 -0,26 -5,72 <0,01
-0,06 -0,30 -4,07 <0,01
0,15 0,06 1,17 0,24
1,01 0,31 6,18 <0,01

0,02 0,09 1,24 0,22
-0,04 -0,02 -0,33 0,74

0,14 0,05 0,76 0,45

0,13 0,05 0,67 0,51
-0,58 -0,22 -4,71  <0,01
-0,05 -0,27 -3,55 <001
0,17 0,07 1,39 0,17
0,81 0,27 5,33 <0,01

Step 2

F(9-506)=38,25, p<0,01, R=0,64,
R?=0,40, AR?=0,19

F(9-506)=33,92, p<0,01, R=0,62,
R?=0,38, AR?=0,20

F(9-506)=21,21, p<0,01, R=0,53,
R2=0,27, AR?=0,11

F(9-506)=16,08, p<0,01, R=0,47,
R?=0,22, AR?=0,10

Perceived
Organizational
Support

0,59 0,46 12,80  <0,01

0,80 0,47 12,69  <0,01

0,52 0,35 8,87 <0,01

0,44 0,33 8,04 <0,01

Education Sector
Employees

Step 1

F(7-383)=18,96, p<0,01, R=0,51,
R?=0,26

F(7-383)=13,327 p<0,01, R=0,45,
R?=0,20

F(7-383)=11,87, p<0,01, R=0,42,
R’=0,18

F(7-383)=15,64, p<0,01, R=0,47,
R?=0,23

Age

Gender (Male)*
Education
(Postgraduate)®
Sektor (Ozel)®
Sector (Private)®
Work Experience
Income (15k-25K)*

-0,01 -0,10 -1,08 0,28
-0,05 -0,02 -0,50 0,62

0,16 0,05 0,95 0,34
-0,87 -0,25 -5,39 <0,01
-0,02 -0,14 -1,56 0,02*
0,56 0,24 4,65 <0,01
1,39 0,37 7,29 <0,01

0,01 0,05 0,48 0,63
-0,22 -0,07 -1,51 0,13

0,22 0,04 0,89 0,37
-1,04 -0,22 -4,60 <0,01
-0,06 -0,26 -2,68 0,01*
0,75 0,23 4,39 <0,01
141 0,28 5,25 <0,01

-0,02 -0,10 -1,02 0,31
0,19 0,07 1,43 0,15

0,00 0,00 0,02 0,99
-1,03 -0,25 -5,19 <0,01
-0,01 -0,05 -0,52 0,60
0,62 0,22 4,12 <0,01
1,22 0,28 5,19 <0,01

-0,03 -0,23 -2,47 0,01*
-0,12 -0,05 -1,06 0,29

0,27 0,07 1,46 0,14
-0,53 -0,15 -3,07 <0,01
0,00 -0,02 -0,25 0,81
0,33 0,13 2,51 0,01*
1,54 0,39 7,53 <0,01

Step 2

F(8-383)=35,80, p<0,01, R=0,66,
R?=0.43, AR*=0,17

F(8-383)=31,45, p<0,01, R=0,63,
R?=0,40, AR?=0,20

F(8-383)=6,67, p<0,01, R=051,
R’=0,26, AR?=0,08

F(8-383)=20,91, p<0,01, R=0,55,
R?=0,31, AR?=0,08
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Perceived
Organizational
Support 0,57 0,44 10,67 <0,01 0,83 0,47 11,27 <0,01 0,45 0,30 6,42 <0,01 0,41 0,30 6,71 <0,01
Security Sector
Employees
Step 1 F(8-222)=9,48, p<0,01, R=0,51, F(8-222)=5,59, p<0,01, R=0,42, F(8-222)=5,68, p<0,01, R=0,42, F(8-222)=5,64, p<0,01, R=0,42,
R?=0,26 R?=0,17 R?=0,17 R?=0,17
Age 0,05 0,37 3,42 <0,01 0,03 0,15 1,26 0,21 0,07 0,40 3,46 <0,01 0,06 0,36 3,17 <0,01
Gender (Male)* -0,07 -0,03 -0,56 0,58 -0,10 -0,04 -0,59 0,56 -0,17 -0,07 -1,11 0,27 0,08 0,03 0,53 0,60
Education (Associate
degree-
Undergraduate)? 0,26 0,11 1,46 0,15 0,50 0,15 1,83 0,07 0,29 0,10 1,25 0,21 0,00 0,00 0,00 1,00
Education
(Postgraduate)? 0,20 0,07 0,84 0,40 0,22 0,05 0,59 0,56 0,44 0,12 1,39 0,17 -0,04 -0,01 -0,14 0,89
Sector (Private)® -0,69 -0,35 -5,68 <0,01 -0,82 -0,29 -4,48 <0,01 -0,65 -0,27 -4,15 <0,01 -0,59 -0,26 -4,02 <0,01
Work Experience -0,10 -0,58 5,39  <0,01 -0,09 -0,36 -3,15 <001 -0,11 -0,50 -4,42  <0,01 -0,10 -0,53 -465 <001
Income (15k-25Kk)* 0,35 0,17 2,03 0,04* 0,22 0,08 0,87 0,39 0,53 0,22 2,40 0,02* 0,28 0,12 1,36 0,17
Income (>25k)* 0,41 0,18 2,12 0,04* 0,20 0,06 0,68 0,50 0,63 0,23 2,53 0,01* 0,40 0,15 1,69 0,09
Age
Step 2 F(9-222)=17,06, p<0,01, R=0,65, F(9-222)=14,31, p<0,01, R=0,61, F(9-222)=6,03, p<0,01, R=0,45, F(9-222)=8,36, p<0,01, R=0,51,
R?=0,42, AR?=0,16 R?=0,37, AR?=0,20 R?=0,20, AR?=0,03 R?=0,26, AR?=0,09
Perceived
Organizational
Support 0,46 0,42 7,59 <0,01 0,74 0,48 8,35 <001 0,24 0,18 2,74  0,01* 0,39 0,31 5,00 <0,01

Referans Categories: * Female, 2 High School, 3 Public, <15k, ® Associate degree-Undergraduate

a Since there are no high school graduates among the education sector employees, associate degree-undergraduate graduates were taken as reference for postgraduate graduates.

*p<0,05



Yildiz A. / Anemon Mus Alparslan Universitesi Sosyal Bilimler Dergisi, 2024 12(2) 433-452

Discussion

This study was conducted to compare the level of happiness at work in health, education and
security sector employees, to investigate the effect of perceived organizational support on happiness at
work, and to investigate whether happiness at work differs according to occupational and demographic
variables. In this study, the level of happiness at work in healthcare professionals was found to be
significantly lower than those in education and security sector employees. Similarly, the level of job
satisfaction, affective organizational commitment and engagement, which were the sub-dimensions of
happiness at work, was found to be lower in health sector employees than those in education and security
sector employees. These results indicate that the difficulties faced by employees in the health sector at
work and the working conditions in this sector may negatively affect their happiness levels. The health
sector has been associated with factors such as intense workload, time pressure, emotional and physical
burnout, workplace violence, stress and anxiety (De Hert, 2020; Ghahramani et al., 2021; Gray et al.,
2019; Shoja et al., 2020) and it was thought that these factors may affect the level of job satisfaction,
affective organizational commitment and engagement of employees. Studies revealed that mental
problems in healthcare professionals increased even more during the COVID-19 pandemic period (Al
Magbali et al., 2021; Salari et al., 2020). This may negatively affect the level of happiness at work in
healthcare professionals.

In the study, it was observed that perceived organizational support in all three sectors (health,
education, security) increased the level of happiness at work, job satisfaction, affective organizational
commitment and engagement in the workplace. This finding coincides with the results of previous
studies (Meyers et al., 2019; Novliadi & Anggraini, 2020; Sudibjo & Manihuruk, 2022; Yongxing et
al., 2017). For instance, in a meta-analysis study by Ahmed & Navaz (2015), it was stated that perceived
organizational support had a significant effect on job satisfaction, organizational commitment and
engagement. Accordingly, it can be said that the organization's valuing of employees' work-related
efforts and responsibility, acting in accordance with employees' personal goals and values, showing
interest in employees, being proud of employees' achievements, and making the job interesting for
employees have a significant impact on employees' job satisfaction, organizational commitment and
engagement, and thus increase happiness at work. Perceived organizational support can also contribute
positively to employee performance by increasing employee happiness at work. Results of existing
literature have shown that happiness at work increases employee productivity and performance (Jalali
& Heidari, 2016; Pryce-Jones & Lindsay, 2014). The fact that perceived organizational support is
effective in increasing the happiness of employees reveals the importance of perceived organizational
support in terms of providing better service in these sectors where a significant part of the society
receives services such as health, education and security.

In the study, those with higher income levels in health, education and security sectors had higher
levels of happiness at work than those with lower income levels and public sector employees had higher
levels of happiness at work than private sector employees. In addition, it was observed that these
variables were significant predictors of happiness at work. These results are consistent with the results
of existing studies (Angner et al., 2011; Knabe & Ritzel, 2010; Pacek et al., 2019). Employees with a
high level of income may often feel more financially secure. Also, those with higher income levels are
often found in higher positions, which could mean higher status and career satisfaction at work. This
can affect happiness. Those working in the public sector in Turkey generally have better working
conditions and job rights. Fewer working hours, time off benefits, job security, and social security can
increase happiness at work.

In the study, it was determined that the work experience variable was a significant predictor of
happiness. It was observed that those with less work experience had a higher level of happiness at work
than those with more work experience. When the literature was examined on this subject, it was
determined that different results were obtained. For instance, in a study conducted by Filipkowski &
Derbis (2023), a positive correlation was found between work experience and job satisfaction, which is
a dimension of happiness. In a study conducted by Romaio et al. (2022), no significant relationship was
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found between work experience and happiness. As the duration of working in an organization increases,
the level of burnout may increase. Experienced employees may face higher expectations, and with
increased work experience, stress and workload could also increase, which may reduce the level of
happiness of employees. In contrast, those who work in the organization for a long time can get a better
position in the organization they work for, and they can adapt better to their colleagues and work culture.
They can also have more say in the organization and participate more in the decisions taken. This can
positively affect the level of happiness at work. Therefore, it could be said that work experience has
different effects on happiness and more research is needed on this subject.

Limitations

This study was conducted on health, education and security employees working in a province in
the Southeastern Anatolia region of Turkey. Therefore, generalization for employees in other regions or
different sectors may be limited. This study is a cross-sectional study and cannot observe the changes
over time. Participants self-assessed their level of happiness at work. These assessments can be
subjective, and their immediate emotional state at the time of completing the questionnaire could
influence the results. These limitations should be taken into account during the interpretation of the
results of the study, and the limitations on these issues should be tried to be eliminated in future studies.

Conclusion

This study shows that employees in the health, education and security sectors have different levels
of happiness at work. The lower level of happiness at work in the health sector emphasizes the need to
develop strategies to increase the level of job satisfaction, affective organizational commitment and
engagement of employees in this sector.

The research shows that perceived organizational support in all three sectors increases levels of
happiness, job satisfaction, affective organizational commitment, and engagement in the workplace.
Therefore, efforts should be made to increase the perceived organizational support of employees.
Strategies such as open communication, encouraging participation, fair business practices,
personal/professional development support, work-life balance, appreciation and leadership roles can be
used to increase the perceived organizational support by employees. The study shows that those with
higher income levels have higher levels of happiness at work. This result emphasizes that income level
is an important factor in employees' happiness at work. Employers could increase happiness at work by
offering appropriate salaries and benefits to meet employees' financial needs and ensure their financial
security. In this study, it was determined that private-sector employees were more unhappy. Legal
regulations could be made on job security and working conditions of private sector employees.

These results could guide the determination of policies and practices to be taken to increase and
maintain happiness at work. In addition, these results could contribute to a more comprehensive and
effective understanding of happiness at work and provide the basis for future research.
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