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ABSTRACT

The purpose of this research is to demonstrate and assess the impact of salary, working environment, and
relationship with co-workers on job satisfaction among female employees in small and medium companies in
Istanbul, Turkey. Furthermore, to determine whether salary, working environment, and relationship with co-
workers affect female employees’ job satisfaction.

This study employed a quantitative technique to investigate the demographic profile of small and medium
companies in Istanbul, with salary, co-worker relationships, working environment, and job satisfaction items
used to test the hypothesis. A total of 270 female respondents in Istanbul were surveyed, as well as a sample of
Turkish small and medium enterprises. For data collection, a five-point Likert scale questionnaire was used.
Using the Statistical Package for the Social Sciences (SPSS) software, data from the research model were
examined using bar charts, correlation analysis, R-Square, ANOVA, and Regression Analysis for the
questionnaire. The reliability statistics for all items were 0.909, which is excellent.

The findings reveal that in small and medium enterprises, there is a positive correlation between salary, co-
worker relationships, and job satisfaction. The findings, on the other hand, demonstrate that there is a negative
correlation between working environment and job satisfaction.

KEYWORDS
Salary, Relationship with Co-workers, Working Environment, Job Satisfaction, SMEs, Turkey.

1. INTRODUCTION
In Istanbul, Turkey, several female workers are working in small and medium-sized businesses, of separate
marital status. Some of the employees are single, some are married, some are divorced, and some are widows.
The aim of this research is not only salary but trying to find some other dimensions which directly affect job
satisfaction. Job satisfaction represents a person's estimate of a job. Job satisfaction is the result of a mix of
psychological, physiological, and environmental elements that impact a person's ability to be content with their
work [1]. Job satisfaction has been a crucial problem today. Employees prefer to do work in those organizations
and workplaces, where they feel more relaxed and satisfied. Job satisfaction is not a trivial problem, it is a
significant issue not just for the management of the company, but also for the reliability of the workers. Job
satisfaction, extra duties, high feelings, and work in the preferred area can create satisfaction [2]. Researchers
have focused on the job satisfaction of workers of various organizations employed in different working
conditions, as well as the job satisfaction of employees in small, medium, and large companies in a variety of
publications and foreign study papers. However, here mainly job satisfaction among female employees is to be
focused, small and medium companies are selected for the research area. This study focuses on female
employees' job satisfaction, explaining the background of employees and their working conditions in a varied
setting. The employees are known to be the keystone of any nation and the development of nations relies upon
their better environment systems. Job satisfaction in the field of work plays a very important role in the career
development of the employees because it depends on the employees’ feelings and efficiency, which influence the
goals of employees regarding their careers. Many women see the management profession as a suitable profession
for themselves, in which they can work comfortably. As a result, the researcher has a particular interest in
examining job satisfaction among female workers in this study. In Turkey, there is a wider history of companies.
In these businesses, a higher proportion of female workers also contributes a great deal to the growth of the
career of employees in their services. The purpose of this study was to determine the characteristics that
influence work satisfaction among female employees in small and medium-sized businesses in Istanbul, Turkey.
It is to be investigated in the study if female workers are pleased or unhappy with their work. If they are
dissatisfied, then what are the factors that are influencing their satisfaction regarding their job. However, several
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other causes have contributed to a higher degree of discontent among workers with their jobs [3]. In this study,
small and medium-sized businesses have been chosen as samples.

2. REVIEW OF THE LITERATURE

Organizations in the current period face several difficulties, including compensation, working conditions, and
relationships with co-workers. One of the many issues that a company faces is ensuring that its employees are
satisfied to manage with an ever-changing and dynamic environment, achieve success, and remain competitive.
The organization must satisfy the demands of its employees by providing a nice working environment,
incentives, rewards, and high remuneration, as well as building relationships with co-workers, to promote
efficiency, effectiveness, productivity, and job satisfaction. Employee job satisfaction is negatively impacted by
many firms' failure to realize the value of salary, working environment, and colleague relationships, and as a
result, employees face a variety of issues at work. Such firms are unable to put new items on the market and
hence surpass their competitors because of their internal deficiencies [4]. Employees are essential to achieving a
company's aim and vision. Employees must meet the organization's performance standards to ensure the quality
of their work. To meet organizational goals, employees need fair compensation, a pleasant working environment,
and good relationships with their co-workers. They must also be allowed to work freely and without hindrances
that might hinder them from performing at their best.

2.1. SALARY (S)

Pay satisfaction predicted job satisfaction. While this seems like good news for workers hoping to maintain their
morale and stay at one company forever, there's more than meets the eye here the data also uncovered some
other interesting insights about what might drive employees away from their jobs in today’s market. In another
words, money doesn't always buy happiness [5]. A study of 635 workers showed satisfaction was more related to
an individual’s current slotting on salary relative to where they feel he should be rather than just absolute
earnings levels [6]. Pay is crucial, but so is how people perceive their pay [7]. A survey was carried out on 500
people to determine how they felt about their pay and jobs. One of the most interesting findings is that while
some may quit prematurely due to dissatisfaction with what's being offered financially, others wait until it
becomes clear there isn't any potential for upward movement within either area before leaving office space
behind them. Pay level influence on organization-based self-esteem would moderate the impact of pay level on
performance [8]. In many recent studies, the link between pay and work satisfaction appears to be dynamic; yet,
as previously stated, the results have been inconsistent. Previously, satisfaction levels were thought to be
positively correlated with pay. However, other studies found no link between pay and job satisfaction [9] [10].

2.2. WORKING ENVIRONMENT (WE)

When it comes to the workplace, most of us neglect how we're feeling. As [11] found out through research on
employee performance and attitudes about their jobs the better working environment an individual has in which
they can thrive without fear for themselves, or others will result in improved productivity from staff members
who feel safe at work. According to [12], most employees have issues with their superiors who do not treat them
with the respect they deserve, and this leads to supervisors acting harshly, making it difficult for employees to be
viewed as innovative or share ideas. He also claims that top managers confine people to their jobs rather than
instilling a feeling of responsibility in them by requiring them to work in teams and achieve great performance.
One of the most critical aspects of running a business is communication. Employees must be able to share
information and collaborate effectively for day-to-day operations to run smoothly. Interaction between
employees within an organization can influence goal achievement, specifically by ensuring that communication
occurs at just the right time when needed across different departments or teams within the said company [13].

2.3. RELATIONSHIP WITH CO-WORKERS (RC)

Supervision is a term that has been used for many years in the workplace. It can be defined as an oversight by
supervisors to monitor their employees' productivity and progress towards goals set forth by management. The
power dynamic between a worker and a supervisor is described as a relationship with a supervisor. This
connection, like all others, may be beneficial or bad depending on how both sides handle it for things to proceed
smoothly down the road. Also, when people need aid, social support is best characterized as a social network
they can depend on. This kind of relationship with others has been linked to both expectation and reciprocity
[14]. The organizational personality attribute of trust is critical. It allows people to take risks when they are
confident or prepared to rely on the actions of others [15]. Trust also relates towards interpersonal relationships;
especially between co-workers who work closely together on tasks like projects. In a world where we are all
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connected, no one can escape the strength of their connections. Dashed lines represent ties between two people
who have a weak relationship while solid ones connect you to someone close and trusted in your life family
members or friends with whom there is an obvious level of comfort present [16]. It doesn't matter if you're
talking about friendships or romantic partners; all types can be broken down into three categories: personal,
professional workplace/relational, and casual acquaintance. Social and working transactions on the job can be
used to characterize relationships between co-workers.

2.4. JOB SATISFACTION (JS)

Job satisfaction is a broad word those experts have examined and has been a hot issue for decades. A few
different people have come up with their definition of it, but there’s been some agreement on what makes
someone happy in the workplace. It's an affective reaction from feeling proud or fulfilled at one's job [17]. The
same definition offered by [18] stresses this point about being happy with what you do each day at work, which
will make for great employee retention rates. Locke offers a similar definition, defining job satisfaction as a
happy or emotional condition coming from an evaluation of one's labour. Job satisfaction is an attitude towards
your work that can be defined as the feeling you get when something interesting or challenging happens. Job
attitudes include evaluation, approach motivation, and withdrawal [19].

2.5. SMEs IN TURKEY

Turkey's strategic location at the crossroads of Europe and Asia has led to its reputation as a regional force.
Turkey's rising economy [20] and diplomatic activities have also contributed to its recognition as a regional
power. SMEs are important for economic growth of the economies [21] [22] . According to the [23] European
Union's (EU) definitions, SMEs are divided into four categories: small businesses with ten to fifty employees,
medium businesses with fifty to 250 employees, and large businesses with more than 250 employees are
classified as very small or micro-businesses with fewer than ten employees, small businesses with ten to fifty
employees, medium businesses with fifty to 250 employees, and large businesses with more than 250 employees.
Turkey, as an Upper-Middle Income Country (UMC) [24] with a GDP per capita of $10,444 in 2011, faces
constraints that make it difficult to expand its SMEs for a variety of reasons, including the country's historically
unstable economic situation and misguided government policies. These factors will not deter Turkey from
developing its SMEs, since the Turkish government has always supported the development of small businesses
through initiatives.

2.6. CONCEPTUAL FRAMEWORK

v DV
Salary -—-______\______l 11
Working Environment — Job Satisfaction
H3 _—
Relationships with Co-workers |— )

Figure 1. Conceptual Framework

2.7.HYPOTHESES

H1= There is a positive effect between salary and job satisfaction in the business organization.

H2= There is a positive effect between the working environment and job satisfaction in the business
organization.

H3= There is a positive effect between the relationship with co-workers and job satisfaction in the business
organization.
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3. RESEARCH METHODOLOGY
3.1. RESEARCH METHODOLOGY
Quantitative research offers some advantages over qualitative research, it has been favoured. Quantitative
research, according to [25], may produce findings that can be reduced to numbers and measure the degree of
event, behaviour, and patterns. He further reasoned that a proper test design and the variables obtained would
promote a quantitative analysis not just to see what was going on, but also to figure out why it was happening.
[26] reasoned that by utilizing quantitative research, researchers would be able to examine variances and find
commonalities between variables. [27] adopted a quantitative approach. She distributed questionnaires evenly
and then chose 40 people at random. She followed up with questionnaires and surveys. The researcher used a
quantitative approach for this investigation, and inferential statistics were employed to test the hypothesis.
Salary, working environment, and relationships with co-workers were utilized as independent variables in this
study, while job satisfaction was used as a dependent variable. Qualitative, quantitative, and mixed techniques
are the three types of research methodology [28]. According to [29], the quantitative approach is commonly used
when the purpose of the research is to find a relationship between variables. The purpose of this study is to use a
quantitative way to examine the job satisfaction of dependent and independent factors such as pay, working
environment, and colleague relationships. The data were analysed using the Statistical Package for Social
Sciences (SPSS), version 22.0.0.

3.2. SAMPLE SIZE

According to the [30] Istanbul Chamber of Commerce (URL1), the commercial registration has 696817
enterprises and 455471 organizations registered. We selected a sample of small and medium-sized businesses in
Istanbul for this study.

Z2xp x(1-p) 1.6452x0.5 X(1—0.5)
Sample size, n = N x e? = 455471 x 0052 =270 [27]
[N—1+L;(1_P) [455471_14.%

Where N (Population Size) = 455471, Z (Confidence level) =1.645, e (Margin of Error) =0.05, and P (Sample
Proportion - uncertain) =0.5.
By using the above equation, the sample size required for this study is 270 responses.

3.3. SAMPLING

Small and medium-sized businesses in Istanbul, Turkey will be sampled. Those firms have female employees,
female workers, and female staff. The data will be collected using simple and random sampling. The information
will be gathered from 270 respondents from such businesses.

4. ANALYSIS
4.1. DEMOGRAPHIC DISCUSSION
Table 1. Age
Age Frequency Percent
16 -24 109 40.4%
25-34 120 44.4%
35-44 29 10.7%
45 -54 9 3.3%
55 and above 3 1.1%
Total 270 100%

Based on the table above, three of the participants were over the age of 55. The 25-34 age group had a clear
majority of 44.4 percent (n=120), while the 16-24 age group had 40.4 percent (n=109), and the 35-44 and 45-54
age groups were fairly evenly divided at 10.7% (n=29) and 3.3 percent (n=9), respectively.

Table 2. Highest Level of Formal Education

Highest level of formal education Frequency Percent
Secondary school 22 8.1%
Diploma 36 13.3%

Bachelor’s degree 122 45.2%

Higher education 90 33.3%

Total 270 100%

Based on the table above, over 33.3 percent of respondents (n=90) have a post-secondary education. With 45.2
percent (n=122) of respondents holding a bachelor's degree, almost as many (n=36) held a diploma degree. 8.1
percent (n=22) of the population have a secondary school diploma.
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Table 3. Occupation

Occupation Frequency Percent
Government employee 38 14.1%
Private Job 178 65.9%
Proprietor 43 15.9%
Other 11 4.1%

Total 270 100.0%

Based on the table above, to begin with, 65.9% (n=178) of all respondents worked in a private job. Nearly 14.1
percent (n=38) of all respondents worked for the government, and 15.9 percent (n=34) were self-employed.
Others made up nearly 4.1 percent (n=11) of all respondents.

Table 4. Number of Employees

Number of Employees Frequency Percent
Less than 20 120 44.4%
20-99 101 37.4%
100 - 199 27 10%
200 — 1000 14 5.2%
More than 1000 8 3%
Total 270 100%

Based on the table above, with 44.4 percent (n=120), employees with a frequency of fewer than 20 are the
majority. Employees aged 20 to 99 make up 37.4% (n=101), while those aged 200 to 1000 make up 10% (n=27).
More than 1000 people (n=8) have 3%.

Table 5. Years in Operation

Years in Operation Frequency Percent
5 years or less 194 71.9%
6-10 years 38 14.1%
11-15 years 19 7%
16-20 years 12 4.4%
More than 21 years 7 2.6%
Total 270 100%

Based on the table above, 71.9 percent (n=194) of the employees have only worked for the firm for five years or
less. With 14.1 percent (n=38), those with 6-10 years of experience came in second. Only 4.4 percent (n=12) had
worked in the firm for 16-20 years, and 2.6 percent (n=7) had worked in the company for more than 21 years.
4.2. RELIABILITY TEST

Table 6. Reliability analysis values Explanation based on [28]

Cronbach Alpha reliability coefficient Comment
0.9-1.0 Excellent
0.7-0.9 Good
0.6-0.7 Acceptable
0.5-0.6 Weak
0.0-0.5 Unacceptable

Table 7. Reliability Test
Variable Cronbach's Alpha N of Items
Job Satisfaction 779 5
Salary 715 4
Relationship with Coworkers 748 5
Working Environment 773 5
Overall Items .909 19

Table 7 shows that:

= Cronbach's alpha was used to verify the reliability of all items, and the result was 90.9 percent, which is
great. It implies we can confidently state that the items we utilized in this study are both valid and
acceptable.

= Cronbach's alpha was used to examine the reliability of job satisfaction (JS) items, and it was found to be
77.9%, which is good.

= Cronbach's alpha was used to examine the dependability of salary (S) items, and the result was 71.5 percent,
which is satisfactory.
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= Cronbach's alpha was used to examine the reliability of the relationship with colleagues (RC) items, and it
was found to be 74.8 percent, which is good.

= Cronbach's alpha was used to examine the dependability of working environment (WE) components, and the
result was 77.3 percent, which is good.
4.3. FACTOR ANALYSIS

Table 8. Factor Analysis - KMO Test Results

Value Status - Result
Between 0.00 to 0.49 Unacceptable
Between 0.50 to 0.59 Miserable
Between 0.60 to 0.69 Mediocre
Between 0.70 t0 0.79 Middling
Between 0.80 to 0.89 Meritorious
Between 0.90 to 1.00 Marvelous

4.3.1. Factor Analysis for Job Satisfaction (Independent Variable)
Table 9. KMO and Bartlett's Test for JS

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 797
Approx. Chi-Square 352.271
Bartlett's Test of Sphericity Df 10
Sig. .000

Based on the above table, the KMO for the independent variable (JS) in this study is 0.797. That means our
values of the sample are Middling and acceptable.

Table 10. Total Variance Explained for JS

nitial Ei Extraction Sums of Squared
nitial Eigenvalues :
Component Loadings
Total % of Variance Cumulative % Total % of Variance

1 2.666 53.321 53.321 2.666 53.321

2 .845 16.904 70.224

3 .588 11.768 81.992

4 490 9.794 91.786

5 411 8.214 100.000

Extraction Method: Principal Component Analysis.

Based on the above table, the cumulative percentage of one component is 53.321%. That means the independent
variable will be in one component because the items used in this study explain more than 50% of the job
satisfaction and that is acceptable.

4.3.2. Factor Analysis for Salary (Dependent Variable)
Table 11. KMO and Bartlett's Test for S

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 729
Approx. Chi-Square 210.321
Bartlett's Test of Sphericity Df 6
Sig. .000

The KMO for the dependent variable (S) in this study is 0.729, as seen in the table above. As a result, our sample
results are Middling and Acceptable.

Table 12. Total Variance Explained for S

.. . Extraction Sums of Squared
Initial Eigenvalues :
Component Loadings
Total % of Variance Cumulative % Total % of Variance
1 2.190 54,751 54.751 2.190 54,751
2 .749 18.717 73.467
3 .596 14.905 88.372
4 465 11.628 100.000

Extraction Method: Principal Component Analysis.
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Based on the above table, the cumulative percentage of one component is 54.751%. That means the independent
variable will be in one component because the items used in this study explain more than 50% of the job
satisfaction and that is acceptable.

4.3.3. Factor Analysis for Relationship with Co-workers (Dependent Variable)
Table 13. KMO and Bartlett's Test for RC

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 716
Approx. Chi-Square 310.731
Bartlett's Test of Sphericity Df 10
Sig. .000

The KMO for the dependent variable (RC) in this study is 0.716, as seen in the table above. As a result, our
sample results are Middling and Acceptable.

Table 14. Total Variance Explained for RC

nitial Ei Extraction Sums of Squared
nitial Eigenvalues :
Component Loadings
Total % of Variance Cumulative % Total % of Variance

1 2.506 50.114 50.114 2.506 50.114

2 .860 17.197 67.310

3 726 14.525 81.835

4 .538 10.763 92.598

5 .370 7.402 100.000

Extraction Method: Principal Component Analysis.

Based on the above table, the cumulative percentage of one component is 50.114%. That means the independent
variable will be in one component because the items used in this study explain more than 50% of the job
satisfaction and that is acceptable.

4.3.4. Factor Analysis for Working Environment (Dependent Variable)
Table 15. KMO and Bartlett's Test for WE

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .809
Approx. Chi-Square 326.614
Bartlett's Test of Sphericity Df 10
Sig. .000

The KMO for the dependent variable (WE) in this study is 0.809, as seen in the table above. Our sample values

are both meritorious and acceptable.

Table 16. Total Variance Explained for WE

R Extraction Sums of Squared
Initial Eigenvalues .
Component Loadings
Total % of Variance Cumulative % Total % of Variance
1 2.653 53.068 53.068 2.653 53.068
2 .754 15.079 68.146
3 .596 11.925 80.072
4 .544 10.877 90.948
5 .453 9.052 100.000

Extraction Method: Principal Component Analysis.

Based on the above table, the cumulative percentage of one component is 53.068%. That means the independent
variable will be in one component because the items used in this study explain more than 50% of the job
satisfaction and that is acceptable.
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4.4. CORRELATION ANALYSIS
Table 17: Correlation Interpretations

Value Status
In the range of 0.01 to 0.25 Weak but positive correlation
In the range of 0.25 to 0.50 Moderate correlation
In the range of 0.50 to 0.75 Strong positive correlation
The same as 1 Perfect positive correlation
The same as 0 No correlation
In the range of -0.01 to -0.25 Weak negative correlation
In the range of -0.25 to -0.50 Moderate negative correlation
In the range of -0.50 to -0.75 Strong negative correlation
In the range of -0.75 to -1.00 Perfect negative correlation

The correlation values range from -1.00 to +1.00.

Table 18. Correlation Analysis

Correlations

JS S RW WE

JS 1.000 512 544 491

Pearson Correlation S 512 1.000 659 974
RC 544 .659 1.000 .663
WE 491 974 .663 1.000

JS . .000 .000 .000

. . S .000 . .000 .000
Sig. (1-tailed) RC 000 000 . 000

WE .000 .000 .000 .

JS 270 270 270 270

N S 270 270 270 270

RC 270 270 270 270

WE 270 270 270 270

The correlation between variables is shown in the table above. The Pearson Institute for Advanced Study Job
satisfaction (JS) and salary (S) have a significant positive correlation, job satisfaction (JS) and co-worker
relationship (RC) have a strong positive correlation, and job satisfaction (JS) and work environment (WE) have a
moderate correlation.

4.5. REGRESSION ANALYSIS

4.5.1. R-Square for Job Satisfaction
Table 19. R-Square for Job Satisfaction

. Std. Error of the
Model R R Square Adjusted R Square Estimate
1 5852 .343 335 .55552

a. Predictors: (Constant), WE, RW, S

R- the square is 0.343 which means salary (S), relationship with co-workers (RC), and working environment
(WE) can affect by 34.3% in job satisfaction (JS) in the companies.

4.5.2. ANOVA for Job Satisfaction
Table 20. ANOVA for Job Satisfaction

ANOVA
Model Sum of Squares Df Mean Square F Sig.
Regression 42.804 3 14.268 46.233 .000°
1 Residual 82.090 266 .309
Total 124.893 269
a. Dependent Variable: JS
b. Predictors: (Constant), WE, RW, S

The significant value in the above table (ANOVA) is 0.000, which is less than 0.05, indicating that regression
analysis also supported the study hypotheses.
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4.5.3. Beta Interpretations for Job Satisfaction
Table 21. Coefficients for Job Satisfaction

Coefficients

Model Unstandardized Coefficients Ségg?fei"(;?;?g ¢ Sig.
B Std. Error Beta
(Constant) 1.364 228 5.986 .000
1 S 576 224 .568 2.572 011
RW 402 071 377 5.664 .000
WE -.321 228 -.313 -1.411 .159

a. Dependent Variable: JS

The researcher discovers the following based on the preceding table:

= Salary has a B= 0.576 coefficient, which suggests it has a 57.6 percent positive influence on job satisfaction.

= Relationship with co-workers has a B= 0.402 which suggests that the relationship with co-workers has a
40.2 percent positive influence on job satisfaction.

The working environment has a B= -0.321, which implies it has a 32.1 percent negative impact on job

satisfaction.

4.6. TESTING HYPOTHESES

H1= Salary has an impact on job satisfaction in the business organization.

The value of R is 0.576 and p = 0.000 < 0.05, according to table 21.

R? = 0.343, according to table 19.

p =10.000, p <0.05, according to table 20.

p=0.011, p<0.05, according to table 21.

The H1 hypothesis is confirmed by the preceding findings, which indicate that there is a strong relationship

between salary and job satisfaction.

H2= Working environment has an impact on job satisfaction in the business organization.

The value of R is 0.576 and p = 0.000 < 0.05, according to table 21.

R? = 0.343, according to table 19.

p=10.000, p <0.05, according to table 20.

p=0.159, p > 0.05, according to table 21.

The H2 hypothesis is not confirmed by the preceding findings, which indicate that there is a weak relationship

between working environment and job satisfaction

H3= Relationship with co-workers has an impact on job satisfaction in the business organization

The value of R is 0.576 and p = 0.000 < 0.05, according to table 21.

R2 =0.343, according to table 19.

p =10.000, p <0.05, according to table 20.

p=0.011, p<0.05, according to table 21.

The H3 hypothesis is confirmed by the preceding findings, which indicate that there is a strong relationship

between the relationship with co-workers and job satisfaction.

4.7. HYPOTHESES TEST SUMMARY
Table 6. Hypotheses Test Summary

H Hypothesis Result

H1 | Salary has an impact on job satisfaction in the business organization. supported
The working environment has an impact on job satisfaction in the business

H2 o not supported
organization.
Relationship with co-workers has an impact on job satisfaction in the business

H3 S supported
organization.

5. CONCLUSION AND RECOMMENDATION
5.1. CONCLUSION
This empirical study was conducted in Istanbul, Turkey, to see how salary, working environment, and
relationship with co-workers have an impact on job satisfaction. To begin, there were 270 (two hundred and
seventy) female responders from various Turkish small and medium businesses.
According to the findings, there is a substantial link between female workers' satisfaction and their salary and
relationships with co-workers. The above study also shows that as females, they experience no disruption or
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hesitation while working in the same environment with male workers; they found male workers to be
cooperative staff members, and both male and female workers respect one another by assisting one another in
their work and responsibilities, and the working environment has no significant impact on their satisfaction. The
researcher has also conducted reliability statistics for all the scales combined as well as for each scale separately,
demonstrating an excellent level of validity between the items of the variables and a strong positive correlation
between the variables according to Cronbach’s Alpha test.

In summary, according to the results of the research, there is a positive relationship between salary and
relationship with co-workers and job satisfaction in small and medium companies in Istanbul, Turkey.

5.2. RECOMMENDATION

The findings of this study show the impact of salary, working environment, and co-worker relationships on job
satisfaction among female employees in small-medium businesses in Istanbul, Turkey; the applicability of these
findings to other businesses; and the generalizability of these findings to other industries. Only female
employees in Istanbul were chosen as the study's target population. It is suggested that a larger study be
conducted, with data collected from other ladies who work in large corporations to establish their job
satisfaction, and samples taken from other places and districts around Turkey. It is also advised that a study be
conducted on the influence of compensation, working environment, and colleague relationships on job
satisfaction in both male and female workers. The researcher discovered in this study that one's wage and
connection with co-workers have a significant influence on job happiness, hence it is also advised that they be
used as the major variable to evaluate job satisfaction wherever research is conducted. The researcher noticed
that a few respondents could not comprehend the questionnaire when collecting data for the research, thus it is
advised that the questionnaire be made as straightforward and basic as possible for clear understanding.
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