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Abstract  
Globalization has an immense influence on business development and 
sustainability. Businesses need to develop strategies to capitalize on the 
opportunities they face in today’s agile environment. The most reasonable way 
to accomplish this is a well-planned innovation strategy and process 
implementation. The purpose of this study is to examine individual innovation, 
and whether it has a meaningful effect on individual-organization compatibility 
and job satisfaction. When we review the literature, we locate many studies on 
innovation management, individual-organization compatibility and job 
satisfaction separately, However, these three variables have not been reviewed in 
the same study before. The study was conducted with face-to-face surveys of 121 
full-time employees working in different capacities at the Bandırma 
Municipality. The results suggest that individual-organization compatibility 
has a positive and meaningful effect on job satisfaction. However, when we 
looked at the sub- dimensions of individual innovativeness and their effect on 
person-organization fit and job satisfaction, variable results emerged. 
 
Özet: 
Küreselleşme sürecinin etkisiyle işletmeler uzun dönemde varlıklarını devam 
ettirebilmek için; işletmelerin içinde bulunduğu değişken çevrenin sağlayacağı 
fırsatları, işletmenin yararına dönüştürmeleri gerekmektedir. Bunu sağlamanın 
yolu ise iyi bir inovasyon yönetiminden geçmektedir. Bu çalışmanın amacı; 
İnovasyon için önemli olduğu düşünülen bireysel yeniliğin, kişi-örgüt uyumu 
ve iş tatmini üzerinde anlamlı bir etkisi olup olmadığını ölçmektir. Literatüre 
baktığımızda iş tatmini, kişi-örgüt uyumu, inovasyon yönetimi ile çok sayıda 
çalışmalar yapılmıştır. Ancak daha önce üçü aynı çalışma içerisinde ele 
alınmamıştır. Bu yönüyle bu çalışmanın gelecekte yapılacak çalışmalara öncü 
olması hedeflenmektedir. Çalışma Bandırma Belediyesi’nde görev yapan 121 
çalışana yüz yüze anketler yoluyla yapılmıştır. Yapılan çalışma sonucunda 
bireysel yenilik genel olarak kişi-örgüt uyumu ve iş tatmini üzerinde pozitif bir 
etkiye sahipken,  bireysel yeniliğin alt boyutlarına bakıldığında kişi-örgüt 
uyumu ve iş tatmini arasındaki ilişkiler farklılık göstermiştir. 
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INTRODUCTION 
Globalization and the rapid development of technology have led to expanded notions of competition in 
the modern business world. Likewise, it has become substantially more difficult for organizations to be 
successful. In order to preserve their identities under these conditions, organizations must maintain their 
competitive superiority in the market. Porter (2000) defines competitive superiority as the “positional 
superiority of an organization deriving from presenting its customers lower prices or different 
opportunities in comparison to its competitors.” According to Porter, in order to ensure competitive 
superiority, organizations must apply innovation, research and development, and change in their 
companies (Tekin & Çiçek, 2005). In order to apply innovation successfully in their business, 
organizations should foster an organizational environment suitable for innovation, and for individual 
innovativeness to create new ideas. Individual innovativeness shall make individuals create new ideas 
and opinions while making the organizations open to innovation. Innovation requires sustainability and 
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companies should provide a suitable environment in order to retain innovative individuals within their 
companies. 
In organizations, many studies on individual innovativeness, individual-organization compatibility and 
job satisfaction have been conducted in relation to innovation. Some research has focused on the relation 
between individual-organization compatibility and job satisfaction. There are three important reasons for 
this. First, there is little evidence in the literature that these three variables have been examined together. 
Second, innovation is a competitive element not only in the private sector but in the public sector as well. 
Third, individual innovativeness – a social aspect of innovation- must receive increased emphasis as 
people usually think of technology when the notion of innovation is mentioned. This study analyzes the 
impact of individual innovativeness, individual-organization compatibility, and job satisfaction – an 
important element in ensuring innovation which is highly significant in boosting organizational 
performance and gaining competitive superiority in modern business conditions. The study was carried 
out with 121 employees working for the Bandirma Municipality, in Balikesir Province. One of the 
primary conclusions of the study is that there is a significant relationship between individual-
organization compatibility and job satisfaction, which are subcategories of individual innovativeness.  
 
LITERATURE REVIEW 
Innovation 

In the dictionary of Turkish Language Society, the words “yenilik” (novelty) and “yenileşim” (newness) 
are found. However, the newness and novelty do not necessarily suggest that they emerge as a result of 
an innovation; simply that the outcome shall be new. It can also be a simple change. Therefore, the word 
“novelty” is not enough to define innovation. (Ustel & Kabatepe, 2006). Many researchers have 
contributed to the literature with the notion of innovation. One of them, Drucker (1998) notes that 
innovation is a basic requirement for entrepreneurship and innovation is a way of improvement in which 
the entrepreneur enhances the use of resources at hand or finds new resources. According to Hall and 
Williams (2008), the raw material of innovation is information, and innovation is the process whereby this 
knowledge transforms into a technology. Innovation is a very general concept and it includes anything 
from scientific research to an invention, from adding something different to the product to 
commercializing that product or all kinds of activities involving a new product (Kamien & Schwartz, 
1982). 
Innovation is defined as the power to make a change by contributing to the companies to a great extent 
(Toraman et.al, 2009).  Innovation is the level of applicability for the final product of creativity (Lumsden, 
1999). Woodman and his colleagues define creativity as a way of creating a viable new product, new 
targets, and a new process as result of cooperation between individuals in complex social systems. There 
is a need for creative and innovative staff that can make these ideas come true. Unless the creative ideas 
are put into practice, they can have no value for the business. The innovation process encompasses not 
only novelty but also creativity (Durna, 2002). As a result, innovative people are needed in a competitive 
business environment. With the advent of rapidly improving technology, it is essential to hire creative 
individuals who can offer new ideas in order to keep up with the constantly changing world and also 
support the business so that it remains sustainable. 
 
Individual Innovativeness 
Individuals are thought to be at the centre of innovation (Tabak, Erkuş & Meydan, 2010). This is because 
they were thought to be more than inactive observers in the presence of innovation and to be 
supplementary elements in the production of changes. Therefore, it has been suggested that social 
innovation entirely depends on individuals. Stating that the narrow-mindedness is the greatest obstacle 
to innovation, Gardner (1990) emphasizes that novelty is usually associated with technology and people 
manufacturing new tools. Similarly, Cetin (2009) acknowledges that the spread of new information and 
new technology constitutes the centre of innovation. He also emphasizes that innovation and novelty 
should be considered from more than a technological perspective, and regarded rather as behavioural, 
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social, ideational and intellectual aspects directed for a system. Kılıçer (2011) simply defines individual 
innovation as the person’s being eagerness to innovate. 
In his work, Diffusion of Innovations on the time-weighted process of adopting innovations in society, 
Roger (1995) divides the process whereby the individuals adopt the novelties into five sections. 
Innovators – those who are the first to adopt the innovations; Leaders – those who provide guidance for 
the individuals about novelties; Interrogators – they are cautious about the adoption of novelties; Skeptics 
– they are clearly suspicious and dubious; and Traditionalists – the conservative ones who stick to the 
traditions. 
According to Kilicer and Odabasi (2010), the levels of adopting innovations vary from individual to 
individual; eagerness for change or risk depends on whether it is sooner or later, or whether there is more 
or less risk. In their study, Kilicer and Odabasi adapted the Individual Innovativeness Scale (IIS) put 
forward by Hurt, Joseph and Cook (1997), translating it into Turkish. In their results, they discussed 
individual innovativeness in terms of four aspects: 
 

 Resistance to Change:  An individual’s anxiety towards change and innovation; 

 Opinion leadership:  What makes the employees superior to others within their organization; 

 Openness to Experience: An employee’s willingness to accept innovation and experience; 

 Risk taking:  Being undaunted by uncertainties. 
 

Studies on individual innovation are frequently carried out in the education sector. One study measured 
the level of individual innovation among biology teachers. The authors concluded that prospective 
teachers have a “high level of innovativeness” and females are more innovative than men (Yapici, 2016). 
Another study examined students in a Computer and Teaching Technologies department. This research 
concluded that the “individual innovativeness” of the students are in the “interrogators” category and 
these qualities vary significantly, depending on the class degree (Korucu & Olpak, 2015). 
 
Job Satisfaction 

The word “satis” in Latin means “sufficient” in Western languages and it is defined as “feeling satisfied 
and making something desired come true” (TLS, 2012) Job satisfaction has more than one definition in the 
literature as it is an abstract notion. (Özdevecioğlu & Doruk, 2009). Another researcher refers to job 
description as “the feeling of pleasure that emerges as a result of the compatibility between an 
individual’s working life and his working conditions and the individual’s positive attitude towards his 
job” (Ugboro & Obeng, 2000).  The most general Job Satisfaction definition has been suggested by Landy 
and Locke, view it as “a pleasing and positive emotional state coming out of a person’s evaluating his job 
or his work experience” (Landy & Locke, 1976). 
Smith, Kendall and Hulin identify five business aspects which are considered to be important for work. 
These are the job itself, the wage, promotion opportunity, administration and co-workers (Luthans, 1994).  
Provided that the person is satisfied with his salary, that he is offered promotion opportunities, that he 
has good relations with his colleagues and that he receives the support of the administration, he will 
come up with new ideas by using his individual qualities, and his connection with the organization will 
grow stronger. Therefore, he will be satisfied with his job. Balci (1985) looked at job satisfaction from two 
perspectives: internal satisfaction and external satisfaction. External satisfaction is that the employee is 
rewarded as a result of his success; that is the satisfaction as a result of working. Internal satisfaction 
refers to positive and negative satisfaction felt by the individual while working. If the person has 
satisfaction, he will be happy, feel comfortable and comes up with better ideas for the organization 
(Balcı,1985). 
One study of job satisfaction among executives tried to determine which aspect has the highest impact on 
internal entrepreneurship – job satisfaction of the executives, self-sufficiency, innovativeness, risk taking 
and proactivity. It was concluded that job satisfaction and self-sufficiency had the highest impact on 
internal entrepreneurship (Meydan, 2011). Another study focused on the impact of individual factors on 
job satisfaction in the banking sector. The results show that individual factors vary depending on their job 
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satisfaction levels (Özaydın, 2014). Consequently, it is seen that job satisfaction leads to creative ideas and 
the individual qualities of the employees (such as objecting to change or being open to change, etc.) have 
an impact on job satisfaction. 
 
Individual and Organization Compatibility 

With the Attraction-Selection-Competition theory put forward by Schneider (1987), the first steps in the 
area of compatibility between individual and organization were taken. One study has shown that if the 
individuals working at an organization have similarities and are compatible with each other; they are 
willing to work more (O'Reilly, Chatman,& Caldwell, 1991).  In general, organizations are interested in 
recruiting those who can keep up with themselves. This is because they will be able to communicate 
better if the individuals are compatible with their own culture and thus they will be able to reach their 
goals sooner; furthermore, individual-organization compatibility is formed in the long run (Hauensteın et 
al., 2007). When individuals who do not share similarities with the company are recruited, the 
relationship between the two can have a shortened life. Individual-organization compatibility is defined 
as “the compatibility of the individual with the organization” (Cable, 1995). This definition is backed by 
another study looking at individual-organization compatibility, and it concluded that there are 
similarities between the individual’s personal and organizational values (Goodman and Svyantek: 1999). 
Chatman (1989) defines this individual-organization compatibility as “the compatibility between the 
cultural characteristics of the organization and the characteristics and values of the individuals.” In order 
to maintain the connection between the organization and the individual, it is important to keep the 
expectations, requirements and values of the individuals in harmony. (Enz, 1988; Chatman, 1989; 
McDonald, 1993; Kristof, 1996; Parkes, Bochner & Schneider, 2001; Autry & Daugherty, 2003). 
Literature shows that the individual-organization compatibility has positive feedback on the attitude and 
behavior of the individual, who can become more satisfied, more active and more efficient within their 
organization once this compatibility is ensured (Bright, 2007). An individual adopts the organization’s 
goal as his own. It has been argued that individuals are more satisfied with their job when they are 
compatible with the organization. In other words; the compatibility between the individual and 
organization is explained as “an influential process on the attitude and behaviours of the individuals 
within their workplace” (Polatcı-Cindiloglu, 2013).  
The employees continue to work or leave their job depending on whether their goals are similar to that of 
the organization (Aktaş, 2011). That is, in organizations where individual-organization compatibility is 
strong, individuals are ensured to serve that organization for a longer period of time since job satisfaction 
will increase (Yıldız, 2013). 
Hoffman and Woehr (2006) grouped the compatibility between the individual and the organization 
within three factors: objective compatibility, tsubjective compatibility, and perceived compatibility. The 
most important feature of this classification is that it deals with the differences between personal and 
organizational characteristics. Objective Compatibility compares the data on the individual and the 
organization and seeing how compatible the two are. Subjective Compatibility refers to “directly asking 
the individuals’ themselves whether they are compatible with the organization” (Cable, Brown & Parson, 
2001).  The Perceived Compatibility refers to “an individual’s own definition of himself and the 
organizational features of the perceived organization”. 
 
Personal Innovativeness, Job Satisfaction, and Individual-Organization Compatibility for Innovation 

Innovation is the key factor for companies in order to make a difference. It is important to have an 
encouraging culture in organizations to generate innovation. If its culture is designed in a way open to 
change, they will also succeed in innovation (Bozkurt & Taşçıoğlu, 2007). There are numerous benefits for 
companies - not only for employees but also for the business itself - in the process of fostering innovation. 
These include quick comprehension of the executive’s decisions and providing a prompt response to 
customer expectations while applying these decisions. Encouraging the employee’s dedication to the 
organization and their job satisfaction will have a positive impact on the employee’s behaviours and thus 
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improve organizational performance. The feeling of sharing will increase and this will boost the change 
process by inspiring new and creative ideas (Ergeneli & Eryigit, 2001). 
Studies focusing on the compatibility between individual and organization conclude that people with a 
low level of individual-organization compatibility have low dedication to the organization whereas those 
with a high level of individual-organization compatibility have greater job satisfaction (Ng & Sarris, 2009; 
Gutierrez, 2012). In other words, it is seen that individuals favoring the same values as the company and 
those who are compatible with the organization have a higher commitment to the organization (Ulutaş, 
Kalkan, & Bozkurt, 2015). In that respect, there are many studies showing that this compatibility is 
important both for the organization and for the individual.   
In cases where the compatibility is high, the individual will feel himself more comfortable and of greater 
value to the organization. This comfort ensures that the individual has more roles in the organization and 
that the organization becomes more innovative (Chatman,1989). Employees feel more devotion to the 
organization and shall be pleased with his job when he recalls that there is a similarity between his own 
values and the values of the organization (Brown and Peterson, 1993; Kristof-Brown et al., 2005; O’Reilly 
et al., 1991; Vilela et al., 2008, p. 1014; Valentine et al., 2002). By making use of these results, employees 
who are willing to take risks, are open to change, and possess qualities different than others are required 
for innovation. When these individuals have similar values with that of the organization, they will be able 
to create new products. Creative ideas are not enough on their own for innovation. It is also important to 
be sustainable. If the individual is compatible with the organization and is satisfied with his job, the 
innovation process can be successfully applied. 
 
METHOD 
Participants 

This research has been conducted with the employees of Bandirma Municipality who work as executives, 
officers, and workers. Questionnaires used in this research were put into effect through cooperation with 
the private secretary of the Mayor. They were carried out through voluntary participation. A total of 140 
questionnaires were administered, with 123 respondents; two were deemed invalid and eliminated from 
the sample.  
 
Data Collection 
The questionnaire consisted of three parts. Statements on the questionnaire are measured with a Likert 
scale of 1-5, where 1= Absolutely disagree and 5= Absolutely agree.  The first section includes a total of 20 
questions based on the Individual Innovativeness Measurement developed by Hurt, Joseph and Cook in 
1977. This first section consisted of eight questions on resistance to change, five questions on the capacity 
of opinion leadership, five questions on openness to experience, and two questions on risk taking 
capacity. 
Section two is based on measurements used in the studies of Aumann (2007), Vilela et al. (2008), and 
Piasentin (2007) in order to determine individual-organization compatibility. The measurement includes 
25 questions; four questions were utilized for our study. 
Section three is based on the Minnesota Job Satisfaction Scale. This scale consists of 20 questions, 
assessing two sub-topics: internal satisfaction (12 items) and external satisfaction (8 items) (Weiss, Dawis, 
England & Lofquist, 1967). 
The reliability of the expressions contained in the questionnaire was checked by performing a reliability 
analysis for the expressions in each dimension of the explanatory factor analysis result. The fact that the 
alpha values are above the threshold value of 0.70 indicates the reliability of the scales.  When factor sizes 
were determined, expressions with a score greater than 1 and a factor score higher than 0.50 were 
assessed.  According to the results of the analysis, it is seen that the work satisfaction scale has a two 
factor structure with an equity value greater than 1.  The results suggest a 20-odd structure that accounts 
for 0.65% of the total variance for the job satisfaction scale.  As a result of factor analysis, factor loadings 
of job satisfaction scale; 0.45-0.76 for the internal saturation dimension, and 0.41-0.75 for the external 
saturation dimension.  For the person organization fit scale, a structure of 4 expressions emerged which 
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explains 58.63% of the total variance.  As a result of the analysis, the factor loadings of the person 
organization adjustment scale varied between 0.67-0.83. 
For the individual innovation measure, a 20-point structure, which accounts for 67.14% of the total 
variance, was determined.  Finally, when we look at the individual innovation dimension, it is 4 
dimensions larger than 1, explaining 0.63 of the total variance of these dimensions.  The factor loadings of 
the individual innovation scale has determined at 0.46-0.69 for the change resistance dimension; 0.47-0.83 
for the dimension of opinion leadership; 0.82-0.69 for the change aperture size; 0.74 for the risk taking 
dimension.  According to the results of factor analysis, Barrett values of 0.000 (p <0.005) mean that the 
data have normal distribution.  In order to measure the general reliability level of the scale, Cronbach’s 
Alpha coefficient was checked. Since all questions are greater than 0.75, the questionnaire was considered 
reliable. 
 

Table 1. Reliability Level of Questionnaire Questions 

 Cronbach’s Alpha (α) Number of Questions 

0.88 44 

 
RESEARCH MODEL AND HYPOTHESES 
 

 
                              Figure 1. Research Model 

 

H1: There is a significant relationship between the resistance to change and job satisfaction. 
H2: There is a significant relationship between opinion leadership and job satisfaction. 
H3: There is a significant relationship between openness to change and job satisfaction. 
H4: There is a significant relationship between risk taking and job satisfaction. 
H5: There is a significant relationship between resistance to change and individual-organization 
compatibility. 
H6: There is a significant relationship between opinion leadership and individual-organization 
compatibility. 
H7: There is a significant relationship between openness to change and individual-organization 
compatibility. 
H8: There is a significant relationship between risk-taking and individual-organization compatibility. 
H9: There is a significant relationship between individual-organization compatibility and job satisfaction. 
 
DATA ANALYSIS 
Data collected from the questionnaires were analysed via SPSS 21 programme. Variables on demographic 
information were subjected to percentage and frequency analysis. In addition to the reliability of the 
measurements and factor analysis, Pearson correlation analysis was conducted in order to detect the sub-
topics of Individual Innovativeness such as job satisfaction and individual-organization compatibility. 
According to the findings, parametrical tests were used since the data had a normal distribution. In order 
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to determine the relationship between dependent and independent variables of the research, multiple 
regression analysis was used and the Varimax factor analysis technique was used to measure this.  
 
Participant Profile 
As seen in Table 2, nearly half (45,5%) of municipality employees participating in the research are 
between 18 and 35 years of age. Of the participants, 38,8% are females; 62,2% are males and 67,8% are 
married. Other key indicators included that 75% of the participants are university graduates;  55% of the 
employees stated that they are involved in business for more than 6 years; 49% of the employees working 
in the organization are officers and 38,8% are workers. 

 
Table 2. Demographic Characteristics of the Participants 

Gender Frequency % Marital Status Frequency % 

Female 46 38.8 Married 39 4.1 

Male 75 62.2 Single 82 20.7 

Total 121 100 Total 121 100 

Age Frequency % Educational 
Background 

Frequency % 

18-35  55 45,5 Primary School  5 4,1 

35-50  52 43 High School 25 20,7 

Over 50 14 11,6 University 
 

31 75,2 

Total 121 100 Total 121 100 

Status Frequency % Period of 
working in their 
current 
employment 

Frequency % 

Worker 
47 38,8 0-1 year 11 9,1 

Officer 
80 49,6 2-4 yrs 36 29,8 

Executive 
14 11,6 5-10 yrs 35 28,9 

 
 
 
Total                   121                                  100 

 
11 and over 39 22,2 

Total 121 100 

 

Table 3. Findings on Reliability and Factor Analysis 

Scales  Factor 
Loads 

KMO Barlett 
Relevancy 

Explained 
Variance 
% 

Total 
Variance 
% 

Reliability 

Job 
Satisfaction 

Internal 
Satisfaction 

0,45-0,76  
0,81 

 
0,000 

61,90  
117,77 

0,84 

External 
Satisfaction 

0,41-0,75 55,87 0,71 

Individual-
Organization 
Compatibility 

IOC 0,67-0,83 0,73 0,000 58,63 58,63 0,76 

Individual 
Innovativeness 
 

DD 0,46-0,69  
0,72 

 
0,000 

57,58  
210,18 

0,72 

OL 0,47-0,83 48,47 0,77 

DA 0,82-0,69 48,86 0,74 

RÖ 0,743 55,27 0,72 
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Table 3 includes analysis of results on the factor and reliability of scales such as job satisfaction, 
individual-organization compatibility and individual innovativeness. When factor analysis results are 
considered, the job satisfaction scale has 2 factors greater than 1 and the total variance of these two factors 
is 117,77%. As well, the reliability of internal satisfaction is 0,84 and the reliability of external satisfaction 
is 0,71. These values are suitable for the reliability of the job satisfaction scale. In the factor analysis 
results, individual-organization compatibility is seen in one aspect greater than 1 and it explains 58,63% 
of total variance. The reliability of this scale is 0,76, which again makes is quite reliable. Finally, when the 
individual innovativeness scale is considered, it is seen that there are 4 aspects greater than 1 and total 
variance of these dimensions is 210,18%. Considering the reliability analysis of the scale, resistance to 
change is 0.72, opinion leadership is 0.77, openness to change is 0.74, and risk taking is 0.72. These values 
are considered reliable. 
 

Table 4.  The Relation between Individual-Organization Compatibility and Job Satisfaction with Four 
Individual Innovativeness Aspects 

Average Std.d  RC OL OC RT JS IOC 

2,82 0,42 RC _ -,073 
(,425) 

-,042 
(,651) 

,095 
(,298) 

,006 
(,946) 

,146 
(,111) 

3,55 0,69 OL  _ ,667** 
(,000) 

,409** 
(,000) 

,422** 
(,000) 

,314* 
(,000) 

3,77 0,63 OC   _ ,315** 
(,000) 

,329** 
(,000) 

,277** 
(,008) 

3,27 0,77 RT    _ ,231* 
(,011) 

,208* 
(,022) 

3,31 058 JS     _ ,583** 
(,000) 

3,19 0,85 IOC      _ 

RC: Resistance to Change OL: Opinion Leadership OC: Openness to Change RA: Risk taking  JS: Job 
Satisfaction IOC: Individual-Organization Compatibility  
                                   *In the level of 0.5  (Double sided)             **significant in the level of 0.1 (Double 
sided) 

 
The average values in Table 4, reveal whether the employees have the resistance to change, opinion 
leadership, openness to change, risk taking, job satisfaction and individual-organization compatibility. 
When these average values are considered and when the value above average is between 1 and 5 is taken 
into consideration, it can be said that individuals have prominent characteristics distinct from the group 
members (OL: 3.55), that the employees are open to innovation and eager to change (OC: 3.77); the 
employees are not afraid of taking risks (RT: 3.27); that they are satisfied with their jobs (JS: 3.31); and that 
there is compatibility between their own values and the values of the organization. However, it can be 
noted that employees are not worried about change and innovation since the resistance to change scale is 
valued as below average (RC: 2.82). 
Table 4 includes Pearson correlation analyses conducted to analyse the relationship between variables. 
According to these results, no significant relation has been detected among resistance to change and 
opinion leadership, openness to change, risk taking, job satisfaction and individual-organization 
compatibility. However, a positive significant relationship has emerged between opinion leadership and 
openness to change (r: ,666, p<0.01),  risk taking (r: ,409, p<0.01); job satisfaction (r: ,422, p<0.01), and 
individual-organization compatibility (r: ,314, p<0.01). There is also a positive significant relationship 
between openness to change and risk taking (r: ,315, p<0.01), job satisfaction (r: ,329, p<0.01), and 
individual-organization compatibility (r: ,277, p<0.01). Likewise, a positive significant relationship was 
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detected between risk taking and job satisfaction (r: ,231, p<0.05) and individual-organization 
compatibility (r: ,208, p<0.05). There is also positive significant relationship between job satisfaction and 
individual-organization compatibility (r: , 508, p<0.01) 
 

Table 5. Regression Analysis on Variables Affecting Job Satisfaction 

 Dependent Variable 
Job Satisfaction 

Independent Variables Standard Beta T P 

DD 0,290 ,343 0,732 

OL 0,346 2,93 0,004 

OC 0,153 ,116 0,044 

RA 0,061 ,712 0,478 

R: 043        R2: 0,18      F:6,66    Durbin Watson: 2,116     Sig: 0,000      

 
As a result of multiple regression analyses, R2 value in Table 5 explains the job satisfaction of individual 
innovativeness aspect of municipality employees as 18%.  When the influence of aspects on job 
satisfaction is considered; no significant effect with the aspects of resistance to change and risk taking has 
been observed. This result refutes Hypothesis 1 and Hypothesis 4. However, the data suggest that 
opinion leadership and openness to change have a positive significant effect on job satisfaction. An 
increase of one unit in opinion leadership also increases job satisfaction by 0,346. Hypothesis 2 is accepted 
by this finding. An increase of one unit in openness to change leads to an increase in job satisfaction by 
0,153. With this result, Hypothesis 3 is accepted. As a result, the fact that people who consider themselves 
a head of another group of employees and who have a positive attitude towards change has a positive 
influence on job satisfaction.  
 

Table 6. Regression Analysis on Individual-Organization Compatibility 

 Independent Variable 
Individual- Organization Compatibility 

Independent Variables 
 

Standard Beta T P 

RC 0,161 1,840 0,008 

OL 0,222 0,180 0,069 

OC 0,114 2,440 0,016 

RA 0,066 0,688 0,493 

R:0,51    R2:0,26    F:10,21   Durbin-Watson:1,785    Sig:0.002 

 
The findings of a multiple regression analysis (Table 6) shows that the R2 value explains the job 
satisfaction of the individual innovativeness aspect of the municipality employees by 26%.  When the 
impact of these aspects on individual-organization compatibility is examined, no significant influence is 
revealed in risk taking. Therefore, Hypothesis 8 is rejected. However, it can be said that there is a positive 
significant impact on individual-organization compatibility, with 0.161 resistance to change; 0,222 for 
opinion leadership; and 0.114 for openness to change. Therefore, Hypothesis 5, Hypothesis 6 and 
Hypothesis 7 are accepted. 
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Table 7. Regression Analysis on The Relation Between Individual Innovativeness and Job Satisfaction / 
Individual Innovativeness – Individual-Organization Compatibility / Individual Organization 

Compatibility –Job Satisfaction 

Relation 
Between 

R2 Corrected 
R2 

B Std. 
Error 

T p Beta F 

Individual 
Innovativeness 
and Job 
Satisfaction  

0,145 0,138 0,600 0,134 4,491 0,000 0,381 20,16 

Individual 
Innovativeness 
– Individual-
Organization 
Compatibility 

0,156 0,159 0,912 0,194 4,697 0,000 0,395 22,06 

Individual 
Organization 
Compatibility –
Job Satisfaction 

0,340 0,334 0,854 0,109 7,826 0,000 0,583 61,24 

 
Table 7 shows whether the aspect of individual innovativeness has any significant influence on 
individual-organization compatibility and job satisfaction by making use of the general average, and 
without including individual innovativeness. In sum, it is seen that individual innovativeness has a 
positive influence on job satisfaction (R2: 0.14 F:20,16 Beta:0,381 <0.01). When the individual-organization 
compatibility of individual innovativeness is taken into considered; it is seen that it has positive 
influence. When the influence of individual-organization compatibility on job satisfaction is seen; it seen 
that it has a significant positive influence (R2:0.34 F:61.24 Beta:0.583 p<0.01) and thus Hypothesis 9 is 
accepted. Finally, the increase in individual innovativeness has a positive influence on individual-
organization compatibility and job satisfaction. The more compatible the individual’s own values are 
with that of the organization, the more satisfied the person will become. 
 
DISCUSSION AND CONCLUSION 
The so-called age of technology in which we live has changed the terms of competition for the business. 
Nowadays, business competition is based on the fact that organizations want to keep pace with 
constantly developing technologies and to meet the demands and requirements of the clients. Within that 
framework, business organizations are required to make the concept of innovation an indispensable part 
of their organization. Many successful businesses have based their strategies on the notion of innovation. 
Organizations that consider individual innovativeness in addition to innovation are more on the forefront 
than their competitors. 
Business organizations that would like to have the power of innovation and to make it sustainable are 
required to be open to ideas that can generate innovations as well as to adopt these creative ideas. The 
fact that an organization prioritizes innovations and creates a process of innovation is the most basic 
requirement in order to adapt to swiftly changing conditions today. It is not enough for innovation to be 
dominant in the private sector; individual innovativeness of those who work in state institutions should 
also be high. Although these institutions have a hierarchy, the employees should be open to risk taking 
and new ideas. They need to be brave while making decisions and putting forward new ideas. In order to 
apply innovation successfully, innovative people within the organization should be valued.  
According to findings concluded from this research, there is a significant relation between job satisfaction 
and levels of risk taking and resistance to change. In that respect, if the person is open to change and 
innovation and if he feels that his opinions are considered important at the workplace, job satisfaction is 
ensured. Another result that can be drawn from this research is that there is a significant relation between 
the aspects of openness to change, opinion leadership and individual-organization compatibility. 
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According to this, it can be said that employees are open to change, that colleagues cherish each other’s 
opinions, and that opinions are solicited results in an increase in individual-organization compatibility. 
Without referring to the individual innovativeness and by making use of the general average, it has been 
detected that it has a positive significant effect on job-organization compatibility and job satisfaction. 
When the impact of individual innovativeness on individual-organization compatibility is seen, a positive 
significant effect is realized. 
In this study, the fact that employees have a tendency to change and their colleagues care for each other’s 
opinions results in individual-organization compatibility and job satisfaction. It can be said that the 
individual is satisfied with his job when he has a strong relation between his own values and the values 
of the organization. An individual has to absorb change within himself, first. This study aims at 
measuring the impact of individual innovativeness on individual-organization compatibility and job 
satisfaction. It is expected that this study shall form a basis for future studies since these issues are 
considered important. In particular, these issues have a performance that can be associated with many 
variables. Conducting this research in various sectors shall help enrich the literature. 
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