
 Journal of Current Researches on Social Sciences 

 (JoCReSS) 
www.stracademy.org/jocress  

ISSN: 2547-9644 

Year: 2022 

Volume: 12     

Issue: 2 

 

   doi: 10.26579/jocress.12.2.1 

Investigation of Factors Affecting Labor Productivity in 
Manufacturing Industry by Structural Equation Modelling:  

Kocaeli Example 

Vasfi Nadir TEKİN1, Pınar YILDIZ KUMRU2 & Gülşen AKMAN3 

Keywords 
Labor Productivity, 

Job Satisfaction, 
Quality of Work 

Life, Life 
Satisfaction, 

Organizational 
Commitment, 

Structural Equation 
Modelling. 

Abstract 

In this study, the relationships between job satisfaction, quality of working 
life, life satisfaction, organizational commitment and labor productivity of 
employees were tried to be determined by Structural Equation Model (SEM) 
in manufacturing enterprises operating in Kocaeli Region. The usability of this 
model in determining the variables affecting the labor productivity of 
employees and the factors determining these variables has been tested. 
According to the results, affective commitment affects the quality of work life, 
job satisfaction, and life satisfaction in a significant and positive way. Life 
satisfaction affects job satisfaction significantly and positively. Normative 
commitment significantly and negatively affects the quality of work life and 
life satisfaction. The quality of working life and job satisfaction affect labor 
productivity in a significant and positive way. 
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İmalat Sektöründe Emek Verimliliğini Etkileyen Faktörlerin 
Yapısal Eşitlik Modeli ile İncelenmesi: Kocaeli Örneği 

Anahtar Kelimeler 
Emek Verimliliği, İş 

Doyumu, Çalışma 
Yaşamının Kalitesi, 

Yaşam Doyumu, 
Örgütsel Bağlılık, 

Yapısal Eşitlik 
Modellemesi. 

Özet 

Bu araştırmada Kocaeli Bölgesinde imalat sektöründe faaliyet gösteren 
işletmelerde çalışanların iş doyumu, çalışma yaşamının kalitesi, yaşam doyumu, 
örgütsel bağlılık ve emek verimliliği arasındaki ilişkiler Yapısal Eşitlik Modeli 
(YEM) ile belirlenmeye çalışılmıştır. Bu modelin çalışanların emek verimliliğini 
etkileyen değişkenlerin ve bu değişkenleri belirleyen faktörlerin 
belirlenmesinde kullanılabilirliği test edilmiştir Elde edilen sonuçlara göre, 
duygusal bağlılık çalışma yaşamının kalitesini, iş doyumunu, yaşam doyumunu 
anlamlı ve pozitif bir şekilde etkilemektedir. Yaşam doyumu, iş doyumunu 
anlamlı ve pozitif olarak etkilemektedir. Normatif bağlılık, çalışma yaşamının 
kalitesini, yaşam doyumunu anlamlı ve negatif bir şekilde etkilemektedir. 
Çalışma yaşamının kalitesi ve iş doyumu, emek verimliliğini anlamlı ve pozitif 
bir şekilde etkilemektedir. 
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1. Introduction 

Efficiency is determined by labor, capital, raw materials, energy and technology 
factors. The most important of these is labor productivity. Even if a system is at the 
highest technological level, it is human beings who make it work and control it. For 
this reason, while designing a system, the necessary value and importance should 
be given to the people who make the effort. 

When the performance of the change in labor productivity among 24 OECD 
countries in the 2005-2014 period is compared, it is observed that Turkey is not in 
a bright spot. Turkey ranks 17th among 24 countries in productivity change. This 
line creates an undesirable level according to the potential of our country (Balkan 
& Suiçmez, 2017). Labor productivity in Turkey is one quarter of the labor 
productivity of the USA and Germany. The reason for this is the differences in the 
economic development and technological levels, education levels, business 
processes, management quality and working conditions of these countries (Kenar, 
2016). There is a productivity gap in Turkey. Current growth is not based on 
productivity and technological development. As a result, sufficient jobs and 
employment cannot be provided, income cannot be created, the imbalance in 
income distribution cannot be eliminated, and there is a great loss of welfare. 
There are constant negativities in economy and social life (Suiçmez, 2016). 

The fact that labor productivity in Turkey is very low when compared to developed 
countries necessitates research on this subject. With this study, many benefits will 
be provided by determining the factors affecting labor productivity. Businesses 
that learn these factors will be able to make healthier labor productivity plans, 
increase their profits and contribute to the country's economy. 

 Among the factors of production (labor, capital, raw materials, energy, etc.) used 
by an enterprise to achieve its goals and objectives, labor is the most important. 
For this reason, it is necessary to maximize labor productivity in the enterprise. 
Labor productivity is associated with job satisfaction, quality of working life, life 
satisfaction, and organizational commitment. The positive effect of many factors in 
the workplace on these basic variables causes labor productivity to increase, 
otherwise it will decrease. Therefore, with this study, it is aimed to reveal the 
relationship between the commitment of human resources, which are among the 
factors of production, to their organizations, the quality of working life, job 
satisfaction, life satisfaction and labor productivity factors and to develop solution 
proposals. For this purpose, within the scope of this study, first of all, literature 
research was conducted, then labor productivity and the basic concepts affecting it 
were explained and hypotheses were developed that reveal the relationships 
between these concepts. In the method part, the sample of the research and the 
scales used are given. In the next section, the findings are explained and the 
findings are discussed in the conclusion and recommendations section. 

2. Literature Review 

Numerous studies have been conducted in the literature on job satisfaction, 
organizational commitment, quality of work life, life satisfaction and labor 
productivity. 
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Pandey & Khare (2012) examined the effect of job satisfaction on employee 
engagement on employees in the service and manufacturing sectors in Gwalior, 
India, and found that job satisfaction and organizational commitment had a 
significant impact on employee engagement in both the manufacturing sector and 
the service sector. Topcu et al. (2014), in his research to determine the factors 
affecting labor productivity in textile enterprises, determined that the factors 
affecting affective commitment have a positive effect on job satisfaction. Chang et 
al. (2010) conducted a study on the effect of Total Quality Management (TQM) on 
employee satisfaction and affective commitment and determined that employee 
satisfaction and commitment are critical for the survival and success of a service-
oriented organization. 

Chinomona & Mofokeng (2014) conducted a research in Vandebijlpark in North 
Africa to determine the effect of workplace conditions on employee satisfaction, 
employee satisfaction on employee engagement, and workplace conditions on 
employee engagement on low-level employees. According to the results obtained 
by applying the SEM technique, it has been revealed that workplace conditions 
positively affect job satisfaction, job satisfaction affects employee engagement, and 
workplace conditions positively affect employee engagement. Nurullah (2010) 
conducted a research to determine the direction of job satisfaction and career 
satisfaction of adults in the Canadian province of Alberta and the factors affecting 
job satisfaction. In the research, it was concluded that self-esteem, valuable job 
characteristics, happiness and income factors affect job satisfaction positively. 
Iqbal (2010), in order to determine the relationship between demographic factors 
(age, tenure, education level) and organizational commitment, according to the 
results obtained from the workers working in knitwear businesses in Lahore and 
Faisalabad, India, the relationship between affective commitment and age and 
education level. The relationship between affective commitment is negative, while 
the relationship between length of service and affective commitment is positive. 
Organizational commitment of managers and supervisors is higher than that of 
workers. 

Waqas et al. (2014), to determine the level of job satisfaction and the effects of job 
satisfaction on organizational commitment, there is a strong relationship between 
job satisfaction and organizational commitment. The most important factors 
affecting job satisfaction are reward and recognition, work environment, 
empowerment. The effect of participation in decisions on job satisfaction is not 
significant. Hong & Hamid (2013) conducted a research on non-management 
employees in a business operating in Seremban, Malaysia, and they concluded that 
working conditions, payment and wages, and promotion criteria significantly affect 
the level of job satisfaction. Besides, business justice does not have any direct effect 
on the job satisfaction of the employees. Sheikhy & Rezaei (2014), using the SEM 
technique, conducted a study to determine the factors that increase labor 
productivity on the employees of Aghajari Oil and Gas Plant in Iran. According to 
the results of the research, management factors, socio-psychological factors, 
cultural factors, environmental factors, individual factors affect the workforce 
productivity of the employees at a significant level. Tarigan & Ariani (2015), using 
SEM technique, to examine the relationship between job satisfaction, 
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organizational commitment and turnover intention, in a study conducted in 
manufacturing companies in the cities of Yogyakarta and Surakarta in Indonesia, 
when employees are satisfied and committed to their jobs, they do not tend to 
leave their jobs and they do not have a tendency to leave their job. They stated that 
there is a relationship between organizational commitment and satisfaction with 
the intention to leave. 

Nazeer et al. (2014) conducted a study on the faculty members of three 
universities in Islamabad and Rawalpindi, Pakistan, including the components of 
job performance, job satisfaction and internal service quality. . Yücel (2012) sent a 
questionnaire to 250 people in manufacturing enterprises in Turkey to determine 
the relationships between employees' job satisfaction, organizational commitment, 
and turnover intention, and found that job satisfaction was one of the antecedents 
of organizational commitment and turnover intention, and a high level of 
organizational commitment and low turnover intention. They have seen that it 
provides the intention to leave a job. Nekouei et al. (2014), in his research to 
determine the effect of the quality of working life on job satisfaction of employees 
in the Iranian public sector, it was revealed that the quality of working life 
significantly affects job satisfaction, and managerial variables are more 
determinant on job satisfaction. Wang et al. (2012) conducted a research by 
creating a SEM model to determine the effect of job satisfaction and organizational 
commitment on organizational performance, and it was determined that job 
satisfaction and organizational commitment had a positive effect on organizational 
performance. Perera et al (2014) conducted a research on the relationship 
between job satisfaction and labor productivity of employees in different sectors 
and concluded that job satisfaction has a positive effect on labor productivity. They 
found that employees who are highly satisfied with their jobs do their jobs 
optimally than those who are less satisfied.  

Rostami (2014), in a study to determine the relationship between job satisfaction 
and personality traits, and labor productivity, determined that there is a significant 
relationship between these variables. Based on the research results, organizations 
should coordinate the personality traits of their employees and meet their needs in 
order to increase their productivity. Sehgal (2012), in a study to determine the 
effect of the working environment on the performance of the employee, 
determined that the internal and external working environment of the workplace 
is effective in increasing the productivity of the workers. Accordingly, a working 
environment suitable for the wishes of the employees of the organization should 
be created and they should be proud of their work. Rizal & Idrus (2014) 
investigated the effect of compensation on motivation and organizational 
commitment and the effect of organizational commitment on employee 
performance in a study on employees in the Indonesian Kendari Local Revenue 
Administration. According to the results obtained, compensation, salary and 
incentives play an important role in increasing the motivation of the employees. 
Motivation plays an important role in improving employee performance. 
Organizational commitment improves employee performance. The direct impact of 
compensation on employee performance is positive but not significant. There is an 
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important relationship between motivation and employee performance through 
organizational commitment. 

Radja et al. (2013) conducted a study on employees at the Spatial Planning and 
Building Licensing management office in Makassar, Indonesia, to determine the 
impact of the quality of working life and organizational commitment of public 
service providers on job satisfaction and job performance. According to the results 
obtained, organizational commitment has a significant and positive effect on job 
satisfaction. Job satisfaction has a significant and positive effect on the 
performance of public service providers. Purnama (2013), according to the results 
of the study in which they investigated the effects of organizational culture, job 
satisfaction, organizational commitment, organizational citizenship behavior on 
organizational performance, organizational citizenship behavior can improve 
organizational performance by playing an important role on organizational 
members. Organizational culture plays an işportanı role on job satisfaction, 
organizational commitment and organizational citizenship. Organizational 
commitment and organizational citizenship behavior have a positive effect on 
employees in small and medium-sized shoe factories, and the performance of these 
businesses is increasing. Organizational culture has a significant impact on 
organizational performance in the long run. Tahere et al (2012), using the SEM 
technique, conducted a study on 50 nurses at Chaem University in Mashhad, Iran 
to determine the effect of work experience, job satisfaction, motivation on 
organizational commitment variable. They concluded that job satisfaction affects 
employees' organizational commitment. 

Parvar et al. (2013) conducted a study to determine the effect of quality of work 
life on organizational commitment on workers in a business by using the SEM 
technique. According to the results obtained, the quality of work life of the 
employees is effective on their organizational commitment. A safe and healthy 
environment, legitimacy and social interest have an impact on employees' 
organizational commitment. According to the results of a study conducted by Leite 
et al. (2014) on 10,052 people working in the Brazilian Military Police to 
determine whether the relationship between job satisfaction and organizational 
commitment is directly or through an intermediary, job satisfaction is the 
precursor of organizational commitment and interpersonal relations are 
determinant in job satisfaction. Job satisfaction with rewards does not provide 
organizational commitment. 

3. Conceptual Framework 

3.1. Labor Productivity 

Labor productivity, one of the productivity types, is a widely used measure that 
increases production performance. Since the labor factor is more open to short-
term changes than other production factors, labor productivity is a type of 
productivity that is studied more. Especially in developing countries, due to the 
shortage of capital, labor becomes the most important tool to minimize this in the 
short run. Education, reducing wage inequality, management and organizational 
effectiveness, rewarding success, ensuring job security and other social policies 
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can be listed as factors that lead to an increase in labor productivity (Albayrak & 
Ağazade, 2017) 

Labor productivity is the ratio of the value of production in an enterprise to the 
labor expended. In order to get the optimum output from the available resources, 
the factors that affect the labor productivity the most should be determined and 
the production plans and programs should be made accordingly. 

Factors affecting labor productivity can be listed as follows: lack of materials, delay 
in materials, unclear instructions, financial difficulties of the employer, lack of 
employees, lack of control methods, equipment and regulation change, schedule 
uncertainty, inadequate management, wasted time, incompetence, delay in 
supervision, equipment-equipment inadequacy, insufficient education, health and 
safety factors, working time factor, accidents, organizational factor etc. (Attar, 
2012).  

Manufacturing industry has higher labor productivity compared to agriculture and 
service sectors. Therefore, when employment in the manufacturing industry 
increases, average labor productivity also increases. However, in addition to this 
effect of the manufacturing industry in the economic development process, only 
the manufacturing industry has a key role in the development of new technologies 
and their spread to other sectors (Balkan & Suiçmez, 2017). The increase in labor 
productivity depends on the increase in the share of the industry sector among all 
sectors (Taymaz & Suiçmez, 2005). 

3.2. Job Satisfaction 

Job satisfaction is a person's total feelings and attitudes about their job. Job 
satisfaction is the affective state of a person resulting from his evaluation of his job 
and work experiences. These feelings can be positive, negative or neither positive 
nor negative (Perara et al. 2014). Job satisfaction is the judgment that employees 
reach as a result of evaluations of their job satisfaction, which consists of affective 
and cognitive components (Edwards, 2008). Job satisfaction is the level of job 
satisfaction that improves the skills and opportunities of employees (Moiser & 
Galais, (2007) Job satisfaction is the positive state of the employee resulting from 
work and work experiences (Chinomona, 2014) Job satisfaction is the satisfaction 
and satisfaction of employees while doing their job. is the affective state of not 
being (Purnama, 2013). 

3.3. Organizational Commitment  

Organizational commitment is the desire of the employee to stay in the organization. 
This desire increases the labor productivity of the employee. Organizational 

commitment is a very important variable that is effective on labor. Employees in 

different disciplines define organizational commitment from their own perspectives.  
Organizational commitment is defined as a measure of employee involvement in the 

organization. Organizational commitment is also a good indicator of the employee's 

desire to stay or leave the job (Noe et al., 1997; Purnama, 2013). Organizational 

commitment is a psychological state. It determines the relations between the 

organization and the employee. It has the effect of making a decision to continue 

membership in the organization (Pandey, 2012). Organizational commitment can be 
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examined in three dimensions. Affective commitment, compulsory commitment and 

normative commitment (Meyer & Allen, 1991; Ceylan, 2005).  

Affective commitment is the desire of employees to stay in the organization. 
Employees who have an affective commitment to their organizations are 
determined for the success of their organizations and believe that staying in their 
organization is the best option. Accordingly, he not only plans to stay in the 
organization; does not search for another organization, does not become sensitive 
to job offers of other organizations. He is happy to be a member of the 
organization. It strives for the interests of its organizations. For this reason, 
affective commitment is a type of commitment desired by businesses (Pandey, 
2012). 

Compulsory commitment (Continuance commitment) is the commitment that arises 
from the fact that employees see it as compulsory to stay in the job because they 
perceive that the cost they will bear will be high if they become unemployed. 
Mandatory commitment depends on two factors. The first factor is the large 
investment employees make in them, the second factor is the scarcity of other 
options. The time and energy that employees invest in their jobs may not be easily 
transferred to other organizations. In a research on the reasons for employees to 
leave their jobs, the identified reasons are high wages, status, freedom in creativity, 
and opportunity for promotion (Pandey, 2012). 

Normative commitment is a component of commitment that employees feel for 
moral reasons such as loyalty, duty, and responsibility. According to studies 
conducted in Turkey, the variables that affect normative commitment the most are 
loyalty norms, family influence, collectivist organizational culture, and being 
recruited by request of a partner (Göksel & Aydıntan, 2012). 

3.4. Life Satisfaction 

Life satisfaction is the state of meeting a person's wishes, needs and expectations 
throughout his life, not at a certain moment. Life satisfaction, as a whole, can be 
defined as a state of well-being (Martikainen, 2008). The life satisfaction model can 
be used as a meaningful indicator that people who are highly consistent with social 
realism are healthy (Jung et al., 2010). Life satisfaction includes people's lives and 
all aspects of their lives. It does not include the satisfaction of people about a 
certain situation or a certain process, but the satisfaction of all their lives in 
general (Avşaroğlu et al., 2005). Life satisfaction is also expressed as a subjective 
and clear assessment of one's happiness and well-being. (Yiğit et al., 2011). Being 
happy in daily life, feeling good psychologically and physically, being socially and 
economically secure are the factors affecting life satisfaction (Demirel, 2014: 
4926). 

3.5. Working Life Quality  

The working life quality, the physical and psychological characteristics of the 
workplace, and the suitable environment for employees to do their jobs. Different 
researchers emphasize different aspects of the concept of quality of work life. For 
example, some researchers focus on the idea that the work environment enhances 
work performance, while others are concerned with maintaining physical and 
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psychological well-being. Others consider it as a concept that reduces the quality of 
working life, work life and alienation in the society and ensures the development 
of workers (Erdem & Kaya, 2013). 

3.6. Theoretical Model of the Research and Formation of Hypotheses 

According to Tarigan & Ariani (2015), organizational commitment directly affects 
job satisfaction. Accordingly, those with organizational commitment do not think 
of leaving the job. Uyguç & Çımrın (2004) showed that affective commitment is 
positively related to job satisfaction and normative commitment is positively 
related to commitment and job satisfaction. In the study conducted by Top (2012), 
a significant and positive relationship was found between organizational 
commitment and job satisfaction, but no significant relationship was found 
between normative commitment and job satisfaction. The following hypotheses 
have been developed according to research on the effect of affective commitment 
on job satisfaction. 

H1a. There is a significant and positive relationship between affective commitment 
and job satisfaction. 

H1b. There is a significant and positive relationship between continuance 
commitment and job satisfaction. 

H1c. There is a significant and positive relationship between normative commitment 
and job satisfaction. 

Türkay (2015), in his research on the dimensions of the working life quality of 
travel agency employees, found very few factors that determine job satisfaction, 
commitment to the business and the job field. These are factors such as providing 
the highest contribution to the business, thinking that the job is a chance for 
oneself, thinking that the job is interesting, thinking that the job is important for 
the company (it can also be called affective commitment), as well as purely 
financial expectations such as being satisfied with the salary, and the fairness of 
the managers, the efficiency of the processes. are the practical factors that 
determine the working environment, such as Demirbilek & Türkan (2008), in their 
study on the quality of working life, revealed that employee motivation and 
employee empowerment increase job satisfaction, the level of commitment to the 
business and, accordingly, the quality of working life. With the improvement of the 
working environment, less absenteeism, more organizational commitment and 
ultimately higher job performance emerge (Akar & Üstüner, 2017). The following 
hypotheses have been developed based on research on the effect of affective 
commitment, continuance commitment and compulsive commitment on the 
quality of work life: 

H2a. Affective commitment significantly and positively affects the quality of work life. 

H2b. Continuance commitment significantly and positively affects the quality of work 
life. 

H2c. Normative commitment significantly and positively affects the quality of work 
life. 
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According to the results of the study conducted by Özdevecioğlu & Aktaş (2007) to 
determine the effects of commitment types on life satisfaction through work-
family conflict, professional commitment, organizational commitment and career 
commitment affect life satisfaction in a significant and positive way. It has been 
determined that there is a "significant, positive, directly proportional and 
moderate relationship" at the level of significance between teachers' life 
satisfaction and organizational happiness levels (Öztürk, 2020). The following 
hypotheses have been developed regarding the effect of organizational 
commitment on life satisfaction: 

H3a. Affective commitment significantly and positively affects life satisfaction. 

H3b. Continuance commitment significantly and positively affects life satisfaction. 

H3c. Normative commitment significantly and positively affects my life satisfaction. 

Many theories about job satisfaction and labor productivity have been created and 
these theories have been used in many researches. According to the "Behavioral 
Decision Theory", one of these theories, employees with job satisfaction are more 
productive and take more part in organizational activities (Chinomana, 2014). 
Rostami (2014), in a study to determine the effect of job satisfaction on labor 
productivity, determined that the productivity of employees with job satisfaction 
increased. According to the results of the research that includes the components of 
job performance, job satisfaction and internal service quality on the faculty 
members of three universities in Islamabad and Rawalpindi, Pakistan, it has been 
determined that there is a significant and positive relationship between job 
satisfaction and job performance (Nazeer et al., 2014). Based on these studies, the 
following hypothesis was developed: 

H4: Job satisfaction affects labor productivity in a significant and positive way. 

In accordance with the "Quality of Work Life Theory", if an organization has an 
understanding of safety, justice, pride, family democracy, ownership, autonomy, 
responsibility, flexibility, this understanding has a positive impact on employees. 
Employees are motivated, own the organization and are satisfied with their jobs 
(Radja et al., 2013). Chinomona (2014) revealed that workplace conditions affect 
job satisfaction and job satisfaction affects employee engagement. Sheikly & Rezaei 
(2014) determined that environmental factors significantly affect the labor 
productivity of employees. Parvar et al. (2013), a safe and healthy environment has 
a positive effect on employees' organizational commitment. Topcu et al. (2014), in 
his study carried out in textile enterprises, determined that "physical conditions" 
and "economic conditions" affect productivity by integrating with each other. 
Sehgal (2012) determined that the internal and external working environment of 
the workplace is effective in increasing the performance of the employee. Based on 
the studies conducted to determine the relationship between the quality of 
working life, labor productivity and job satisfaction, the following hypotheses have 
been developed: 

H5a: The quality of working life significantly and positively affects labor productivity. 

H5b: The quality of work life affects job satisfaction in a significant and positive way. 
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According to Li and Wang (2012), it is not possible to consider the concept of life 
satisfaction independently of work life. Because at the beginning of the factors that 
affect life satisfaction, work life, which has a very important place in the general 
life of the individual, comes first. In this context, it is a well-established opinion 
that there is an interaction between job satisfaction and life satisfaction. According 
to Çevik & Korkmaz (2014), job satisfaction increases life satisfaction. Being 
unmarried, working in the public sector, satisfaction with income, health and 
household income are variables that increase both job and life satisfaction. Along 
with these, it is possible to say that as age increases, life satisfaction decreases and 
job satisfaction increases. There are some consequences for the individual to have 
self-confidence, quality of life and a positive perspective towards life, to live more 
calmly, and even to enjoy life due to his job satisfaction. These results increase 
motivation, and an increase in performance occurs depending on motivation. The 
increase in performance provides productivity, which explains the relationship 
between the terms job satisfaction, life satisfaction and employee performance 
(Öktem & Öztoprak, 2020). Many studies have been conducted to determine 
whether job satisfaction affects life satisfaction or job satisfaction. The hypotheses 
determined based on past research to determine the effect of life satisfaction and 
job satisfaction on labor productivity are as follows: 

H6a: Life satisfaction affects labor productivity in a significant and positive way. 

H6b: Life satisfaction has a significant and positive effect on job satisfaction.  

More about this source textSource text required for additional translation 
information 

Based on the hypotheses defined above, the theoretical model of the study was 
created as shown in Figure 1. Among the variables in the theoretical model, 
multidimensional organizational commitment [affective commitment (EC), 
continuance commitment (DEB), normative commitment (NC)] are external 
variables that are affected by the variables excluded from the model. Job 
satisfaction (ID), quality of work life (QL), life satisfaction (OS) and labor 
productivity (LP) are endogenous variables (Figure 1). 
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Figure 1. Theoretical Model of the Study

   

According to the theoretical model, multidimensional organizational commitment 
[affective commitment (EC), continuance commitment (DEB), normative 
commitment (NC)] affects job satisfaction (ID), quality of work life (STA), and life 
satisfaction (OS). Quality of work life (QL) affects job satisfaction (ID) and labor 
productivity (LP), life satisfaction (OS), job satisfaction (ID) and labor productivity 
(LP). Job satisfaction (ID) affects labor productivity (LP). 

4. Method 

In this study, which was carried out to determine the effect of the factors affecting 
Labor Efficiency, firstly, information about the sample and the scales used in data 
collection was given, and then the analyzes made about the established model 
were given. In this context, after the confirmatory factor analysis was performed to 
test the measurement model, the correlation between the variables and the 
goodness-of-fit indexes were examined for the validity of the measurement model. 
Then, the structural equation model was used to evaluate the structural model 
created to examine the relationships between the variables. LInear Structural 
RELations (LISREL) package program was used for Confirmatory factor analysis 
(DFA) and Structural equation model (SEM) analyses. 

4.1. Research Sample 

The main population of the research consists of 12 manufacturing enterprises 
operating in the private sector in Kocaeli, Turkey. The sample of the study was 
determined by the convenience sampling method as a total of 1000 people 
working in 12 manufacturing enterprises. 325 people filled the questionnaire. The 
survey response rate is 31%. 15 questionnaires were not included in the analysis 
because they were filled incompletely. Statistical analyzes were carried out on 310 
questionnaires. The introductory frequency and percentage distributions for the 
general structure of the manufacturing sector employees who participated in the 
research and constituted the sample group are shown in Table 1. In the 
distribution by marital status, the married-unmarried distribution is close to each 
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other; married people are 8% more than singles. According to the age distribution, 
20-30 years old in the first place and 31-40 years old in the second place shows 
that the majority is the young population. In the distribution by income level, 78% 
of those who receive 1000-4000 TL indicate that the majority of the employees 
have low income. In the distribution by education level, the fact that 52% of the 
employees had High School and 29% had an Associate Degree indicates that it is at 
a good level compared to the country in general. The fact that 62% of the 
employees work for 1-3 years and 17% of those who work between 4 and 8 years 
in the distribution of employees according to the year they worked indicates that 
the number of senior workers in the workplaces is very low. 

Table 1. Distribution of Survey Participants by Demographic Characteristics 
  Frequency % 

Marital Status 
Married 167 %54 
Single 143 %16 
Total 310 100 

Age 

20-30 124 %40 
31-40 110 %35 
41-50 57 %19 

51 ve çok 19 %6 
Total 310 100 

Montly earning 

3000 TL and less 127 %41 
3001-6000 TL 118 %37 

6001-10000 TL 36 %12 
10001-15000 TL 14 %5 
15001-20000 TL 9 %3 

20000 TL and more  6 %2 
Total 310 100 

Education level 

High school 160 %52 
Pre-BSc 89 %29 

BSc 53 %17 
MSc 4 %1 
PhD 4 %1 

Total 310 100 

Working duration 

Less than 1 year 66 %21 
1-3 years 128 %41 
3-8 years 53 %17 

8-12 years 45 %15 
12-20 years 14 %5 

More than 20 years 4 %1 
Total 310 100 

4.2. Conceptual Model and Scales 

First of all, a detailed literature review was carried out to determine the scales that 
would support the theoretical model, and the scales whose validity and reliability 
were tested were determined. In this context, a survey form was developed to 
determine the factors affecting the labor productivity of employees in 
manufacturing enterprises by scanning the literature. In the first part of the 
questionnaire, questions about general information about the employees 
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participating in the survey study, and in the second part, the scales related to the 
dependent and independent variables that constitute the theoretical model of the 
study. Afterwards, by interviewing a certain number of respondents from the 
sample, inappropriate questions were removed, new questions were added, and 
the questionnaire was finalized to be evaluated with a 7-point Likert scale. The 
resources and the number of questions used while creating the scales in the survey 
are shown in Table 2. 

Table 2. Scales Used in the Study 

Scale 
 

Rep. Reference Nember of items 
Labor producticity  LB Kien (2012) 5 

Life Satisfaction  LS Beuningen & Jange (2011) 6 
Affective commitment  AC Allen & Meyer, 1990, Çınar (2015)  5 

Nornative Commitment  NC Allen &Meyer, 1990; Çınar (2015)  3 
Continuance Commitment  CC Allen &Meyer, 1990; Çınar (2015) 3 

Job Satisfaction  JS Steger, Dik & Shim (2012) 6 
Working Life Quality  WLQ Aydın, Çelik & Uğurluoğlu (2011) 7 

5.Findings and Discussion 

5.1. Evaluation of the Measurement Model 

Confirmatory factor analysis (CFA) is called the measurement model, and the 
results of CFA give the idea that each observed variable is a good representation of 
the latent variable to which it belongs. In addition, CFA demonstrates the validity 
of the measurement model as a whole through goodness-of-fit statistics. It is 
important to use CFA before searching for the relationship between implicit 
variables, to keep the estimated values provided for the measurement model 
constant in the structural model to be tested and to be acceptable to substitute this 
measurement model (Kline, 2005). The theoretical model created by the 
relationships between the research variables EC, CC, NC, WLQ, LS, JS, LP was 
analyzed in two stages. In the first stage, the measurement model was tested. At 
this stage, whether the unobserved variables were supported by the observed 
variables was tested with confirmatory factor analysis (CFA). After the 
adjustments in the model were made, it was seen that there was no problem in the 
model obtained. Table 3 shows the results of the DFA analysis. At least 3 items 
were determined for each variable in the analysis. The standard values of these 
items are in the range of 0.5-1.00. R2 values are greater than 0.25, error variances 
are positive, and t-values are greater than 1.96 at the 0.05 significance level 
(Şimşek, 2007). Confirmatory factor analysis values are in the desired range. 
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Table 3. Confirmatory Factor Analysis Results 
 

Variables 
 

Items 
 

Standard 
Value 

 
R2 Value 

 
Error 

Variance 

 
T values 

Life satisfaction 
(LS) 

LS1 0.66 0.434 0.57 8.88 
LS2 0.71 0.497 0.50 9.70 
LS3 0.84 0.711 0.29 12.43 
LS4 0.66 0.436 0.56 8.90 
LS6 0.59 0.346 0.65 7.70 

Continuance 
Commitment 

(CC) 

CC1 0.91 0.830 0.17 13.12 
CC2 0.75 0.569 0.43 10.36 
CC3 0.53 0.286 0.71 6.87 

Normative 
Commitment 

(NC) 

NC1 0.56 0.313 0.69 7.18 
NC2 0.70 0.483 0.52 9.36 
NC3 0.87 0.752 0.25 12.37 

Affective 
Commitment  

(AC)  

AC1 0.81 0.658 0.34 12.15 
AC2 0.80 0.633 0.37 11.80 
AC3 0.66 0.432 0.57 9.08 
AC4 0.71 0.502 0.50 10.02 
AC5 0.67 0.445 0.55 9.26 

Job satisfaction 
(JS) 

JS2 0.69 0.480 0.52 9.48 
JS3 0.72 0.515 0.48 9.96 
JS4 0.70 0.486 0.51 9.61 
JS5 0.71 0.505 0.50 10.25 
JS6 0.66 0.435 0.57 8.94 

Working life 
quality (WLQ) 

WLQ1 0.59 0.348 0.65 8.22 
WLQ2 0.74 0.549 0.45 10.67 
WLQ3 0.85 0.726 0.27 13.12 
WLQ4 0.85 0.729 0.27 13.16 
WLQ5 0.66 0.442 0.56 9.21 
WLQ6 0.64 0.414 0.59 8.82 
WLQ7 0.50 0.251 0.75 6.52 

Labor 
productivity 

(LP) 

LP1 0.67 0.445 0.56 9.21 
LP2 0.83 0.691 0.31 12.52 
LP3 0.90 0.808 0.19 14.12 
LP5 0.64 0.409 0.59 8.74 

Significance level is 0,05 

For a model to be accepted, the correlation coefficients obtained at the end of the 
confirmatory factor analysis should be high but not exceed 0.85 (Cokluk, 2010). 
The correlation analysis created as a result of confirmatory factor analysis is 
shown in Table 4. When Table 4 is examined, it is seen that the correlation 
coefficients are not excessively small and not excessively high. The smallest 
coefficient is 0.259, the largest coefficient is 0.835. 
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Table 4. Correlation Values Between Variables 

 
JS WLQ LS AC LP CC NC 

JS 1 
      

WLQ 0.601 1 
     

LS 0.699 0.572 1 
    

AC 0.835 0.632 0.593 1 
   

LP 0.605 0.703 0.39 0.664 1 
  

CC 0.474 0.273 0.259 0.565 0.473 1 
 

NC 0.535 0.291 0.294 0.727 0.495 0.639 1 

Corelation is significant at 0,05 level (Two tailed) 

The most important condition for testing a structural model is validation of the 
DFA model. No structural model can produce better results than a measurement 
model. According to the CFA analysis results, this model is an acceptable model 
since it produced sufficient goodness-of-fit values. Goodness-of-fit values of the 
measurement model are shown in Table 5. When Table 5 is examined, it was 
determined that χ2/(df) in line with the calculated measurement model-data fit 
values, showed an excellent fit in terms of CFI, and an acceptable level of fit in 
terms of RMSEA, NFI, SRMR and GFI (Byrne, 2013; Schermelleh-Engel, et al., 2003). 
The ID, LS, WLQ, AC, CC, NC, LP structures were confirmed. These constructs, 
consisting of a total of 32 items, are supported by goodness-of-fit values and are 
ready to be tested with SEM. 

    Table 5. Fit values of confirmatory factor analysis (Jöreskog, 2016). 
Goodness fit 

indexes 
Values after 
modification 

PerfACt Fit Acceptable Fit 

χ2/df 795.81/440=1.808 1-2 3-5 

RMSEA 0.071 0˂RMSEA˂0.05 0.05˂RMSEA˂0.10 
NFI 0.918 0.95≤NFI≤1.00 0.90≤NFI≤0.95 
CFI 0.961 0.95≤CFI≤1.00 0.90≤CFI≤0.95 

SRMR 0.0782 0.00≤SRMR≤0.05 0.05≤SRMR≤0.10 
GFI 0.925 0.95≤GFI≤1.00 0.90≤GFI≤0.95 

5.2. Analysis of the Structural Model 

In the second stage, the structural model was tested with structural equation 
modeling (SEM) to show the cause-effect relationships between the variables. 
Structural equation modeling was used in order to determine the relations 
between the labor productivity of the employees and the related factors in the 
manufacturing enterprises operating in Kocaeli province. calculation results are 
shown in Figure 2. Paths are shown with t-values. Dark-colored paths are paths 
with statistically significant t-values (p<0.05). 
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Figure 2. SEM Graph of the Theoretical Model 

 

Statistically significant paths; AC→WLQ, AC→ID, AC→LS, JS→LS, WLQ→LP, JS→LP 
paths. The meaningless paths are CC→WLQ, CC→JS, CC→LS, NC→JS, LS→LP, 
WLQ→JS pathways from CC and NC to WLQ, JS, LS. The hypotheses corresponding 
to the meaningful paths were accepted, while the others were rejected. 

Table 6 shows the relationships between the variables in the path analysis and the 
results of the hypotheses. Accordingly, CC does not affect WLQ, JS and LS. Since 
t<1.96 on these paths, the relationships between these variables are not 
statistically significant. Hypotheses H1b, H2b and H3b are rejected. Since the β 
coefficient between normative commitment and job satisfaction is  equal to -0.12 
and t-value (-0.74˂1.96), there is no relationship between the two variables and 
H1c is rejected. Since normative commitment is formed by the employee's sense of 
moral responsibility, this does not ensure that the employee is happy with his job. 
The quality of working life does not affect job satisfaction. Since the t value 
corresponding to this relationship is less than 1.96, H5b is rejected. Since the β 
coefficient between life satisfaction and labor productivity is-0.19 and t = -1.86 is 
smaller than 1.96, there is no relationship between the two variables and H6a is 
rejected. Since life satisfaction occurs as a result of meeting the wishes and needs 
of the employee, in this case it does not have a positive effect on labor productivity. 

  



Journal of Current Researches on Social Sciences, 2022, 12 (2), 105-120.  121 

 

Table 6. Relationships between variables in path analysis of the theoretical model 

Hypotheses Path 
Standard 
Values () 

t-values p Results 

H2b CC→WLQ 0.01 0.13 p>0.05 Rejected 
H1b CC→JS 0.11 1.19 p>0.05 Rejected 
H3b CC→LS -0.02 -0.14 p>0.05 Rejected 
H1c NC→JS -0.02 -0.74 p>0.05 Rejected 
H6a LS→LP -0.19 -1.86 p>0.05 Rejected 
H5b WLQ→JS -0.05 -0.52 p>0.05 Rejected 
H2a AC→WLQ 0.90 5.85 P<0.05 Accepted 
H1a AC→JS 0.69 7.08 P<0.05 Accepted 
H3a AC→LS 0.90 5.60 P<0.05 Accepted 
H5a WLQ→LP 0.54 4.75 P<0.05 Accepted 
H6b LS→JS 0.28 3.20 P<0.05 Accepted 
H4 JS→LP 0.29 3.08 P<0.05 Accepted 
H3c NC→LS -0.48 -2.84 p>0.05 Rejected 
H2c NC→WLQ -0.37 -2.44 p>0.05 Rejected 

 

SEM Equations of Theoretical Model  
1. WLQ=0.846*AC−0.297*NC, Errorvar.=0.437, R2=0.502 

2. JS=0.254*LS+0.633*AC.,Errorvar.=0.193, R2=0.773 
3. LP=0.575*WLQ+0.314*JS+. Errorvar.0.437, R2=0.561 
4. LS=0.898*AC−0.419*NC, Errorvar.=0.561, R2=0.439 

There is a statistically significant positive relationship between quality of work life 
and affective commitment (β=0.90 and t=5.85>1.96, p<0.05) and H2a is accepted. 
There is a statistically significant and negative relationship between normative 
commitment and the work life quality (β=-0.37 and t=-2.44<1.96, p>0,05), but the 
H2c hypothesis suggests a positive relationship. Therefore, H2c is rejected. 50,2 % 
variance of WLQ is explained by AC-NC (R2=0.502). 

There is a statistically significant positive relationship between affective 
commitment and job satisfaction (β=0.69 and 7.08>1.96) and H1a is accepted. 
There is a statistically significant positive relationship between job satisfaction and 
life satisfaction (β=0.28 and 3.20>1.96) and H6a is accepted. 77.3 % variance of JS 
is explained by LS-AC (R2=0.773). 

There is a statistically significant positive relationship between Quality of Working 
Life and labor (β=0.54 and 4.75>1.96, p<0.05) and the H5a hypothesis is accepted. 
56.1 % variance of LP is explained by WLQ-ID (R2=0.561). 

It is statistically significant and positive between affective commitment and life 
satisfaction. (β=0.90 and 5.60>1.96). Affective commitment affects life satisfaction 
and hypothesis H3a is accepted. There is a statistically significant negative 
relationship between normative commitment and life satisfaction (β=-0.48 and -
2.84>1.96). The H3c hypothesis suggests a positive relationship and the H3c 
hypothesis is rejected. %43.9 variance of LS is explained by AC-NC (R2=0.439). 

Goodness of fit values calculated for the theoretical model are shown in Table 7. 
Looking at Table 6, it was determined that the goodness-of-fit values of the 
structural equation modeling created within the scope of the research, χ2/ (df) and 
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CFI values, showed an excellent fit, and RMSEA, NFI, SRMR and GFI values were 
found to be acceptable (Schermelleh-Engel et al., 2003). 

Table 7. Fit Values of SEM Analysis 
Goodness-fit 

index 
Values After 
Correction 

Perfect Fit Acceptable Fit 

Ki-Kare/SD  835.12/423=2.0 1-2 3-5 
RMSEA 0.078 0˂RMSEA˂0,05 0,05˂RMSEA˂0,10 

NFI 0.915 0,95≤NFI≤1,00 0,90≤NFI≤0,95 
CFI 0.961 0,95≤CFI≤1,00 0,90≤CFI≤0,95 

SRMR 0.0766 0,00≤SRMR≤0,05 0,05≤SRMR≤0,10 
GFI 0.934 0,95≤GFI≤1,00 0,90≤GFI≤0,95 

6. Results and Discussion 

This research was carried out in order to find the direction of the relations 
between labor productivity and labor productivity variables and to determine the 
factors affecting these variables. In the literature review of the background of the 
research, it was seen that there are studies on job satisfaction, quality of working 
life, life satisfaction, organizational commitment and labor productivity. The 
difference of this research from them is that all of the mentioned variables focus on 
labor productivity. The variables that were most emphasized in the previous 
studies on the subject, the factors affecting these variables, the hypotheses and the 
test results of the hypotheses were examined and a questionnaire with thirty-six 
questions was prepared, consisting of scales suitable for labor productivity and a 
total of seven variables related to it. The data collected by applying the 
questionnaire form to the workers in the manufacturing sector were analyzed with 
the structural equation modeling method. The theoretical model consisting of 
seven variables, whose construct validity was confirmed by confirmatory factor 
analysis, was subjected to SEM analysis. 

In the analysis of the theoretical model, the findings related to the relationships 
between the variables were compared with the research findings in the literature, 
and the following results were obtained. 

According to the results of this research, only affective commitment, one of the 
dimensions of organizational commitment, positively affects job satisfaction. The 
fact that employees with affective commitment see themselves as a part of the 
organization enables them to strive for the interests of the workplace, to be 
satisfied with their work, and to have positive feelings about their work. This 
result fully coincides with the research results of Uyguç and Çımrın (2004). 
According to this research, only the affective commitment dimension of 
organizational commitment affects job satisfaction. 

According to the results of the research, there is no relationship between 
continuance commitment, one of the dimensions of organizational commitment, 
and the quality of working life. The continuance commitment of employees who 
have no other job options and are worried about being unemployed has no effect 
on the quality of their working life. Normative commitment significantly and 
negatively affects the quality of work life. The fact that this commitment of 
employees with normative commitment stems from moral responsibility and 
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obligation has a significant negative effect on the quality of working life. Affective 
commitment, on the other hand, affects the quality of work life significantly and 
positively. Employees with affective commitment see themselves as a part of the 
organization and strive for the interests of their workplaces. This leads to the 
development of the physical and psychological characteristics of the workplace. 
Similar results were obtained in previous studies on the effect of organizational 
commitment on the quality of working life. According to the results of a research 
conducted by Türkay (2015), being satisfied with the wage, job satisfaction, and 
thinking that the job is interesting have a positive effect on the quality of working 
life. According to Demirbilek & Türkan (2008), employee empowerment and 
motivation of employees strengthen the organizational commitment of employees 
and accordingly, the quality of working life increases. 

Another result is that continuance commitment has no positive or negative effect 
on life satisfaction. Since the source of continuance commitment is the absence of a 
job option or the fear of being unemployed, it cannot be expected that there will be 
any relationship between meeting the wishes, needs and expectations of the 
employee and the life satisfaction. Normative commitment significantly and 
negatively affects life satisfaction. The fact that this commitment of employees with 
normative commitment stems from moral responsibility and necessity causes 
them to be unhappy, and accordingly, it causes a decrease in life satisfaction, which 
is formed by meeting life-long demands and needs. Affective commitment 
significantly and positively affects life satisfaction. Affective commitment makes 
the employee want to do business with a strong commitment, arouses the desire to 
work for the interests of the organization and makes him feel that he is a part of 
the organization. Since a significant part of the wishes, needs and expectations of 
the employee in such a position are met in the workplace, their life satisfaction 
increases. This result coincides with the result of Özdevecioğlu's (2003) research. 
However, in his research, as in many studies, the analysis of organizational 
commitment without sub-dimensions, it is not understood which of these 
dimensions exactly affects life satisfaction. 

The quality of working life positively affects labor productivity. The fact that the 
physical and psychological characteristics of the workplace provide a suitable 
environment for the employees to do their jobs positively affects the labor 
productivity. The result obtained in the part of this research on the effect of the 
quality of working life on labor productivity is in line with the results of previous 
studies. According to a study by Sehgal (2012), the internal and external working 
environment of the workplace has a positive effect on the labor productivity of the 
employees. According to the research results of Parvar, Allameh & Ansari (2013), a 
safe and healthy environment has a positive effect on the organizational 
commitment of the employees. According to a study by Sheikly and Rezaei (2014), 
environmental factors significantly affect the labor productivity of employees. 
According to the results obtained by Topçu, Saraçlı & Gazioğlu (2014), physical 
conditions and economic conditions affect productivity by integrating with each 
other. 

Another result is that employees' total feelings and attitudes about their jobs are 
positive, providing job satisfaction and job satisfaction positively affects labor 
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productivity. This result is in line with the research results obtained by Dessler 
(2014), Rostami (2014), and Nazeer & Zahid (2014). According to the results of 
Dessler (2014), job satisfaction positively affects labor productivity. Employees 
with high job satisfaction do their jobs better than those with less satisfaction. 
Rostami (2014) determined that the productivity of employees with job 
satisfaction increased. Nazeer & Zahid (2014) concluded that there is a significant 
and positive relationship between job satisfaction and job performance. 

According to another result, life satisfaction does not directly affect labor 
productivity, but positively affects it through job satisfaction. In other words, life 
satisfaction affects the job satisfaction of employees positively, and job satisfaction 
affects labor productivity. In the theoretical model, the quality of working life 
affects labor productivity, life satisfaction affects job satisfaction, and job 
satisfaction affects labor productivity significantly and positively. 

One of the most important results of this research is that the affective commitment 
of employees has a great direct and indirect effect on labor productivity. While 
affective commitment positively affects the quality of work life, job satisfaction and 
life satisfaction, these variables also affect labor productivity positively. 

Employees with life satisfaction have good personal relationships and are satisfied 
with their lifelong experiences, as all their wishes, needs and expectations are met 
in the long term. Therefore, life satisfaction affects organizational commitment 
dimensions (affective commitment, continuance commitment, normative 
commitment) significantly and negatively. As the life satisfaction of the employees 
increases, their desire to stay in the company decreases. Although they have fears 
of being unemployed and stay in the workplace for moral reasons, their overall 
organizational commitment is declining. Here, the duty of the management is to 
evaluate whether their workplaces can meet the living standards of these people 
after learning about the living standards of the job applicants. If the results of these 
evaluations are positive, these people should be hired. Otherwise, these people will 
never feel organizational commitment and their productivity will be low. 

For labor productivity, it should be ensured that the work pace in the workplace is 
normal, that the resting areas and resting times are sufficient, and that the noise is 
not harmful to human health. As in previous studies, as it is understood from all 
the analyzes made, there is both a reciprocal and one-way positive and negative 
relationship between the variables related to labor productivity according to the 
research models. 

In the theoretical model, affective commitment positively affects the quality of 
work life, job satisfaction and life satisfaction. Life satisfaction, job satisfaction, job 
satisfaction and quality of working life positively affect labor productivity. 
Normative commitment negatively affects the quality of work life and life 
satisfaction. 

In these relations between the variables, the fact that the quality of working life, 
job satisfaction directly affect labor productivity, and affective commitment 
positively affect labor productivity through other variables show that these 
variables are very important in increasing labor productivity. It turns out that the 
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theoretical model used in this research can be used in future studies on labor 
productivity. 

The limitations of the research can be summarized as follows; The sample 
population does not include managers and supervisors in the workplace, but only 
workers. The sample population includes only the workers working in the 
manufacturing sector in the Kocaeli region. 
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