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1.INTRODUCTION

Turnover intention is a concept used to express the plans or wishes
of individuals to leave the organization they work for (Cuskelly & Boag,
2001). However, sometimes, due to various factors, this intention does
not result in the act of leaving the job, it requires the person to continue
the current job. At this point, the individual who continues to work in the
current workplace, on the other hand, may enter into negative thoughts,
attitudes and behaviors towards the organization —as a defense mechanism.
Understanding the mechanisms for employee turnover intentions can
provide human resources professionals with additional insight into how
to effectively communicate with their employees and address their needs
proactively.

Turnover intention is a cognitive process listed as thinking, planning,
and wanting to quit (Lambert, 2006). The turnover intention is defined as a
deliberate and conscious desire to leave the organization and is expressed
as the most important determinant or indicator of turnover behavior (Tett
& Meyer, 1993). Factors affecting the turnover intention are generally
addressed in three contexts, namely the person / work / organization
environment (Cotton & Tuttle, 1986). In some studies, it is seen that
factors affecting the intention to quit are categorized as economic (wage,
external possibilities, education / training, company size), demographic
(such as age, seniority) and psychological factors (such as psychological
contract, job satisfaction, organizational commitment, job insecurity).
(Perez, 2008). In a study (Holtom, Mitchell, Lee, & Eberly, 2008) in
which the issue of turnover was comprehensively examined, theoretical
and empirical models were classified historically and the literature before
1985 generally focused on individual level factors; the studies conducted
between 1985-1995 started to examine the effects of contextual factors
between individuals (such as perceived manager support, group cohesion,
burnout) and organizational level (such as organizational culture, person-
organization fit, gender composition) was stated.

Identifying the determinants of turnover intention has become
an important driver of organizational behavior research. The turnover
intention which researchers frequently deal with in this context, is an
important variable to be understood in terms of both the employee and the
organization. The study examined the impact of P-O fit, job satisfaction and
POS on turnover intention. This study conributes to the turnover intentions
literature in two key ways. One of the important inputs associated with
the concept of turnover intention is the P-O fit. However, several scholars
have criticized that the process through which P-O fit leads to employees’
turnover intention has not received much attention in the literature (Peng,
Lee, & Tseng, 2014).
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My first contribution is to test the mediating role of job satisfaction as
a causal chain in linking P-O fit to turnover intention. Ayn1 degiskenlerin
ele alindig1 benzer caligmalar olmakla birlikte (Li, Li, & Hu, 2010) Few
empirical studies have been based on samples from Germany, so relatively
little is known about the effects of P-O fit on attitudes and behaviors of
employees from Germany. Especially in Germany, it is important to carry
out research on private sector employees, where there are many employees
from different cultures. My second contribution is to test moderating effect
of POS in the relationships between P-O fit, job satisfaction, and turnover
intention. It shows that the employees develop a corporati identity when POS
is high (Eisenberger, Stinglhamber, Vandenberghe, Sucharski, & Rhoades,
2002). POS creates positive results for both the organization and the
employees (Aselage & Eisenberger, 2003). According to the organizational
support theory (Eisenberger, Huntington, Hutchison, & Sowa, 19806),
employees form an opinion about how much their organizations value their
contributions and attach importance to their welfare. When employees
receive support from their own organizations, their intention to leave
(Miao, Hou, & Kim, 2011) will decrease. Considering the POS’s intention
to quit as a moderator in the relations between P-O fit and Job satisfaction
will contribute to the literature.

2. THEORETICAL OVERVIEW AND HYPOTHESES
DEVELOPMENT

2.1. Person-Organization Fit And Turnover Intention

P-O fit which is expressed as the overlap of the expectations of
the individual and the organization or the situation of showing similar
characteristics, has a characteristic that can vary from person to person
(Lauver & Kristof-Brown, 2001; Judge & Cable, 1997). The individual
directs his behaviors and attitudes within the framework of the harmony
he perceives between his own values, personality traits and expectations
and the dominant values of the organization, management processes,
culture and climate (Cable & Judge, 1996). According to the P-O fit theory,
when people find a fit with the organizations they are involved in, they
reflect this positive situation on their behaviors and attitudes (Billsberry,
Ambrosini, Moss-Jones, & Marsh, 2005). Highly adaptive employees
will be more passionate about the job and their job success will be high
(Astakhova & Porter, 2015). One of the dominant theories for which to
understand the relationship between P-O fit and turnover intention is
“Attraction—selection—attrition” (ASA; Schneider, 1987). According to
Schneider’s ASA perspective, “individuals are attracted to organizations
where they see a close match in terms of their pursuit of goals and values
which, if compatible, reduces the likelihood that employees will leave
the organizations” (Liu et al., 2010). Other research generally supports
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that P-O fit reduces turnover intention (Van Vianen, 2000; Chang, Chi, &
Chuang, 2010; Liu et al., 2010; Lauver & Kristof-Brown, 2001; Piasentin
& Chapman, 2007; Wheeler, Gallagher, Brouer, & Sablynski, 2007;
Vanderberghe, 1999; Brown & Yoshioka, 2003; Hoffman & Woehr, 2006).

2.2. Job Satisfaction And Turnover Intention

Decreasing turnover intentions and increasing the job satisfaction
of employees is always the topic of interest by most researcher (Chiat &
Panatik, 2019). Work life and dynamics which have an important place
in the lives of individuals, are the subject of many studies. In the fields
of organizational behavior and psychology, the causes and consequences
of many attitudes towards business life are also investigated. Turnover
intention and job satisfaction are among the most commonly studied
variables. According to some of the basic definitions available in the
literature, job satisfaction is generally expressed as the satisfaction of
employees with their jobs (Koustelios, 2001). Job satisfaction is seen as an
individual’s attitude towards his job. Accordingly, high job satisfaction is
mentioned if the individual has positive feelings towards his job, and low
job satisfaction is mentioned if he has negative feelings (Robbins, 2001).

Job satisfaction is a happy attitude in which there is a match between
employees’ expectations and results. Although there is an uncertain
relationship between satisfaction in the work environment and worker
productivity, there is a general acceptance that if the worker is happy,
he will be more productive (Diener & Biswas-Diener, 2008; Wright
& Cropanzano, 2004; Zelenski, Murphy, & Jenkings, 2008). One of
the important outcomes of job satisfaction is the information that those
with high job satisfaction continue to work more than those with low
job satisfaction (Hacket, 1989). In addition, it has been found that those
with high job satisfaction do not change their jobs (Tett & Meyer, 1993),
arrive on time to work (Koslowsky, Sagie, Krausz, & Singer, 1997), and
show higher job performance than those with low job satisfaction (Judge,
Thoresen, Bono, & Patton, 2001). Bouckenooghe, Raja, & Butt (2013)
examined the relationships between job performance, intention to quit and
job satisfaction. As a result, job satisfaction was found to be positively
related to job performance and negatively to turnover intention. It has
been found in many studies that dissatisfied employees have high turnover
intention (Van Dick et al., 2004). According to studies, low job satisfaction
highlights the intention of employees to quit (Spector & Jex, 1991).

2.3. The Mediating Role Of Job Satisfaction

Job satisfaction is “a pleasurable or positive emotional state resulting
from the appraisal of one’s job or job experiences” (Locke, 1976). Numerous
studies have been conducted on how independent variables affect job
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satisfaction and how job satisfaction affects various job behaviors. Studies
on P-O fit have emphasized the effects on employee attitudes especially on
job satisfaction (Meglino, Ravlin, & Adkins, 1989), and turnover intention
(Schneider, Goldstiein, & Smith, 1995).

Within the framework of the Attraction-SelectionAttrition / ASA
Model (Schneider, 1987), the basic assumption underlying the writing
of P-O fit is; The fact that the individual finds the organization closer to
him / her more attractive in terms of adaptation and the tendency to leave
the organization is lower. P-O fit not only brings positive results for the
organization but also offers significant benefits for the individual. High
perception of P-O fit positively affects the health of the individual and
reduces the intention to leave the job by making them feel better within the
organization.

It has been shown in researches that individuals who have high
interaction between their individual values and organizational values have
increased commitment to work and organization (Cooper-Thomas, Van
Vianen, & Anderson, 2004; Van Vianen, 2000; Piasentin & Chapman, 2007)
and organizational citizenship behaviors (Hoffman & Woehr, 2006) whereas
intention to quit (Chang et al., 2010; Liu et al., 2010; Hoffman & Woehr,
2006; Wheeler et al., 2007; Lauver & Kristof-Brown, 2001; Van Vianen,
2000; Piasentin & Chapman, 2007) and work stress decreases (Hoffman &
Woehr, 2006). In addition, it has been determined that individuals with high
P-O fit have higher job satisfaction levels compared to others (Liu et al.,
2010; Ulutas, Kalkan, & Cetinkaya Bozkurt, 2015; Cooper-Thomas et al.,
2004; Piasentin & Chapman, 2007; Wheeler et al, 2007; Lauver & Kristof-
Brown, 2001), and accordingly their job performance is also positively
affected (Goodman & Svyantek, 1999; Hoffman & Woehr, 2006).

When the related literature is examined, it is seen that the size of
the Po- Fit and turnover intention relationship differs from one study to
another (Arthur, Bell, Villado, & Doverspike, 2006; Liu et al. ,2010) . In
this respect, considering that these changes in effect size may be dependent
on different mediators, in this study job satisfaction was determined as a
possible mediator variable that could affect the relationship between P-O
fit and turnover intention, based on the findings of previous studies in the
field of organizational behavior. Within this scope, it is thought that job
satisfaction may be effective in strengthening the relationship between
employees’ Po- Fit and their turnover intention. Thus, I propose the
following hypothesis:

Hypothesis 1: Job satisfaction plays a mediating role in the relationships
between the P-O fit and Turnover Intention.
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2.4. The Moderating Effect Of Perceived Organizational Support

Even though they seem to be a cost factor, the perception of
employees about the economic, social and emotional supports provided
by organizations, provides productivity increase as long as they are
analyzed correctly. The performance of employees supported by the
employer increases (Eisenberger, Fasolo, & Davis-LaMastro, 1990). When
employees receive support from their organizations, their performance
increases (Eisenberger et al., 1990), they develop a positive attitude
(Sherony & Green, 2002) and they become more willing to stay in the
organization (Eisenberger et al., 1990). A steady stream of research has
since provided evidence linking POS to myriad employee work outcomes
such as organizational citizenship behavior (Wayne, Shore, Bommer, &
Tetrick, 1997), job satisfaction (Harris, Winskowski, & Engdahl, 2007),
reduced turnover (Edwards & Peccei, 2010), job performance (Orpen,
1994), and organizational commitment (Fuller, Barnett, Hester, & Relyea,
2003).

One of the important effects of POS to work outcomes is that it
decreases the turnover intention. Research has shown high levels of
POS reduced turnover intention (Edwards & Peccei, 2010; Shen et al.,
2014; Van Knippenberg & Sleebos, 2006; Guzzo, Noonan, & Elron,
1994; Wayne et al., 1997). Perryer, Jordan, Firns, & Travaglione (2010)
assert that employees will tend to leave their jobs less when they feel that
their organizations are behaving positively towards them. Organizational
support which is an important factor affecting job satisfaction, causes an
employee with a high perception of job satisfaction and a positive mood
(Rhoades & Eisenberger, 2002).

The fact that the managers of the organization and the organization
continue to provide organizational support to the employees (Cheng & Yi,
2018) is a very important factor in increasing the job satisfaction levels of
the employees. Studies (Fu et al., 2013; Allen et al., 2003) show that POS
is a factor that affects job satisfaction and there is a positive relationship
between POS and job satisfaction. Eisenberger et al. (1997), in their study
on 295 people working in different businesses, found that perceptions of
employees on organizational support and job satisfaction were at a high
level and that there was a strong positive relationship between general job
satisfaction and POS. Miao & Kim (2010) found a positive relationship
between job satisfaction and POS in their study on 130 employees in 2
enterprises operating in the public sector in China. Thevanes and Saranraj
(2018) found a positive relationship between POS and job satisfaction as
a result of their study to examine the relationship between perception of
organizational support and job satisfaction of 141 academic staff in Sri
Lanka. In other studies, it has been found that perceived organizational
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support has a significant positive effect on job satisfaction (Mary, 2015;
Paille’, Bourdeau, & Galois, 2010; Peterson, 2015).

The starting point of this study is to investigate the regulatory effect
of POS in the relationship between person-organization harmony, job
satisfaction and turnover intention. Since POS affects the employees’
perception of P-O fit and job satisfaction and their attitudes and behaviors
towards the organization positively, it can be stated that the effect of the
perception of P-O fit and job satisfaction on the intention to leave the
job may vary according to the organizational support perceived by the
employee. It can be said that employees who think that the perception
of compliance with the organization and job satisfaction is low but that
they receive a high level of support from the organization will have less
turnover intention whereas employees who think they have low level of
support from the organization will have more turnover intention. Thus, I
propose the following hypothesis:

Hypothesis 2. POS moderates the relationships among P-O fit, job
satisfaction, and turnover intention.

Perceived Job Satisfaction
Organizational Support

Person-Organization Fit | =| Tumover Intention

Figure 1. Conceptual Framework

Figure 1 that was developed based on the literature review shows the
relationships between person organization fit, job satisfaction, turnover
intention and perceived organizational support.

3. METHODS
3.1. Purpose And Scope Of Research

The purpose of the present study was to examine the impact of person-
organization (P-O) fit, job satisfaction and perceived organizational
support (POS) on turnover intention. The study examined the moderating
role of POS in the relationships between P-O fit, job satisfaction, and
turnover intention. The study also aimed to see the mediation effect of job
satisfaction between P-O fit and turnover intention. In line with the purpose
of the present study, the following hypotheses have been developed:
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Hypothesis 1: Job satisfaction plays amediating role in the relationships
between the P-O fit and Turnover Intention.

Hypothesis 2. POS moderates the relationships among P-O fit, job
satisfaction, and turnover intention.

3.2. Participants And Procedure

This study was conducted in Hannover/Germany from January to
August 2019. Employees working in private organizations were approached
with the snowball method. They were informed about the research aims
and they were reassured that participation was voluntary and that the data
they will provide with their answers will be kept confidential. Interested
employees could either complete an online, electronic version or a paper-
and pencil version of the questionnaire. 650-700 people were asked to
answer the questionnaire. 541 participants returned to the questionnaires,
and the answers of 524 participants who filled the questionnaire completely
were evaluated. These samples were collected from various industries and
organizations. Most of the participants work in automobile factories. Apart
from this, there are participants working in elderly nursing homes, food
and beverage businesses and banks. The sample consisted of 222 females
(42%) and 302 males (52%). Respondents averaged 38 years of age (SD=
11.33) and reported an average of roughly 15 years (SD= 10.08) of job
tenure.

3.3. Measures

The data of the study were collected with a questionnaire form
consisting of scales tested for reliability in previous studies. The
questionnaire was prepared in English and then translated to German
language by expert translators. Respondents were asked to indicate their
agreement or disagreement with the statements provided using a five-point
Likert scale where 1 indicated strongly disagree and 5 indicated strongly
agree.

The data of the study were collected with a questionnaire form
consisting of scales tested for reliability in previous studies.

Person-Organization Fit — A 3-item scale was used to measure
the degree of the fitness between employees and organization. The
questionnaire was developed by Cable & DeRue (2002). “The things that
I value in life are very similar to the things that my organization values”
represents a sample item. Cronbach’s alpha for this scale was 0.85.

Job satisfaction. Job satisfaction was measured with the 5-item scale
by Brayfield & Rothe (1951). “I feel fairly satisfied with my present job”
represents a sample item. The reliability of the scale was acceptable (o= 0.88).



Theory and Research in Social, Human and Administrative Sciences 9

Turnover intentions. Individuals were asked to indicate their intentions
to quit using a

3-item scale adapted by the work of Jenkins (1993) and Kransz,
Koslowsky, Shalom & Elvakim (1995). “I intend to leave this company in
the near future” represents a sample item. The reliability of the scale was
acceptable (a= 0.86).

Perceived organizational support. POS was measured with Eisenberger
et al. (1986) 8-item measure. A sample item was “My organization
considers my goals and values.” The reliability of the scale was acceptable
(a= 0.86). Two items (“If given the opportunity, my organization would
take advantage form me” and “My organization is willing to help me when
I need a special favor”) with a factor load of less than 0.30 were removed.

Questions relating to demographic data-such as genger, age, , and
working time -were also included in questionnaire.

3.4. Data Analysis

The collected data were sorted and analyzed by SPSS 23.0 and its
macro program PROCESS 3.5 (Hayes, 2013) and AMOS 22.1. The
validity of the scales was tested by confirmatory factor anlysis (CFA), AVE
and CR. I conducted CFA to examine the distinctiveness of the variables
used in the study. Using maximum likelihood estimation via Amos 22.1.

I compared a 4-factor model with three 3-factor models (3-factor
Model 1 to Model 3), a 2-factor model, and a 1-factor model. In the 4-factor
Model, four constructs (POS, P-O fit, job satisfaction, turnover intention)
were treated as four independent factors. In the 3-factor Model 1, job
satisfaction and P-O fit items were loaded on one factor. In the 3-factor
Model 2, job satisfaction and POS items were loaded on one factor. In the
3-factor Model 3, POS and P-O fit items were loaded on one factor. In the
2-factor Model, POS, job satisfaction and P-O fit items were loaded on
one factor. In the 1-factor Model, all variables studied were loaded on one
factor. For the convergent and divergent validity of the scales, AVE and
CR values of each hidden variable were examined separately. For validity;
The AVE value must be greater than 0.5, the CR value must be greater
than 0.70, and the CR ratio must be greater than AVE (CR>0,7; AVE>0,5;
CR>AVE) (Diamantopoulos, Siguaw, & Siguaw, 2000).

Pearson correlation analysis was used to ases correlations among
continuous variables. The mediating effect of job satisfaction and the
regulatory effect of POS examined using SPSS PROCESS v. 3.5 (Hayes,
2013). Mediation effect was carried out using Model 4 and moderating
effect Model 59. In the analysis, 5000 resampling option was preferred
with the bootstrap technique.
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4. RESULTS

Tablo 1 presents the CFA results. As shown in that table, the fit indices
revealed support for the hpothesized 4-factor Model suggesting support for
the distnictiveness of the constructs used in this study.

Tablo 1. The results of CFA

Models 2 dr bedr L ICFI GFI  |RMSEA
1 |1-Factor Model 610,763 [117 2314 [427 1507 604|202
2 p-Factor Model 1829523 [114  [16,048 |595 1661 668 170
3 [3-Factor Model 1 889,853 [111  [8,017 |81l 846 813|116
4 [3-Factor Model 2 1189,620 [111  [10,717 |739 787 775|136
5 [3-Factor Model 3 1377,787 |11 [12,412 |693 749 755|148
6 |4- Factor Model 450219 [106 [.247 |913 932 012|079

Note: 1 factor Model (Job satisfaction, P-O fit, POS and turnover
intention were loaded on one factor), 2-factor Model (POS, job satisfaction,
and P-O fit items were loaded on one factor), 3-Factor Model 1 (Job
satisfaction and P-O fit items were loaded on one factor), 3 Factor Model
2 (Job satisfaction and POS items were loaded on one factor), 3 Factor
Model 3 (POS and P-O fit items were loaded on one factor), 4 Factor
Model (POS, P-O fit, job satisfaction, and turnover intention were treated
as four independent factors).

TLI, Tucker-Lewis index; CFI, comparative fit index; GFI, goodness
of fit index; and RMSEA, root mean square error of approximation.

The goodness of fit values of the measurement model were determined
as (x2 / df = 4.24, TLI = 0.91, CFI = 0.93, GFI = 0.91, and RMSEA =
0.07) (Table 1). As argued by Hair et al. (2010) RMSEA values between
0.03 and 0.08 and TLI, CFI and GFI values above 0.90 indicate a good fit.
Accordingly, the goodness of fit values of the 4-factor model are sufficient.
The factor loads, AVE, CR and a values of the model are presented in Table
2.

Tablo 2. The factor loads, AVE, CR and Cronbach Alpha

[tems |Fact0r Loading |AVE |CR |a
\Perceieved Organizational Support

l. POS1 0.61

2. POS2 0.77

3. POS3 0.57 0.51 .86 [0.86
4. POS4 0.80

5. POS5 0.86

6. IPOS6 0.65

\Person-Organization Fit

1. IP-O Fitl 0.89

2. IP-O Fit2 0.89 .67 .85 10.85
3. IP-O Fit3 0.66

Job Satisfaction
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1 JS1 0.82

2. JS2 0.75 0.58 0.87 10.88
3. JS3 0.58

4 IS4 0.78

S. JSS 0.85

Turnover Intention

1. TI1 0.68

2. TI2 0.89 0.68 10.86 [0.86
3. TI3 0.90

The values of average variance extracted (AVE) and the composite
reliabilities (CR) exceeded the sufficient degree of 0.50 and 0.70 (Fornell
& Lacker, 1981), respectively (Table 2). The test of reliability showed that
the Cronbach’s alpha for each variable exceeded the acceptable threshold
of 0.7 suggested by Sekaran & Bougie (2016).

Table 3 presents the descriptive statistics, and correlations of the
variables studied. As shown in that table, job satisfaction, P-O fit, and POS
were related to turnover intention in the expected direction.

Table 3. Means, standart deviations, and correlations

\Variables M SD 1 2 3 4
1 |P-OFit 3.52  (0.94 1
2 [ob Satisfaction 3.50 (0.92 |0.55" 1
3  |POS 3.65 (0.78 [0.28"  [0.26™ 1
4 [Turnover Intention 2.31 1.24  }0.30™ }0.30™ |-0.28™ 1

Note: n=524, “p<.01.

Correlation analysis shows P-O fit was positively related to job
satisfaction and POS (r= 0.55 and 0.28, p<0.01), and negatively related to
turnover intention (r=-0.30, p<0.01). Job satisfaction was positively related
to POS (= 0.26, p<0.01), and negatively related to turnover intention
(r=-0.30, p<0.01). POS was negatively related to turnover intention (1=
-0.28, p<0.01) (see Table 3). And this results an initial examination of the
proposed relationships.

The results of the mediating effect of job satisfaction in the relationship
between P-O fit and turnover intention are presented in Tables 4 and
5. When Table 4 is examined, the values of P-O fit on job satisfaction
(B=0.53; CI1[0.46, 0.60]; t=15.00; p<0.01) ve turnover intention (B=-0.25;
CI [-0.38, -0.13]; t=-3.98; p<0.01) and the effect of job satisfaction on
the turnover intention (B=-0.26; CI [-0.39, -0.13]; t=-3.99; p<0.01) are
significant.
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Table 4. The results of mediation effect

Job Satisfaction (M) Turnover Intention (Y

B SD P CI B SD D CI
IP-O fit (X) .53 0.03 .00 .46/0.60 |-0.25 0.06 .00 -0.38/-

T=15.00 T=-3.98 0.13
Job - - - - -,0.26 0.06 0.00  [-0.39/-
Satisfaction T=-3.99 0.13
(V)
IR2 .30 F=225.10 {0.00 0.11 IF=35.28 10.00

The total, direct and indirect effect values and bootstrap confidence
intervals related to the mediating effect of job satisfaction in the effect of
P-O fit on the turnover intention are given in Table 5. As can be seen from
the table, total effect value was found to be -0.39, direct effect value -0.25,
indirect effect value -0.14, and bootstrap confidence intervals were found
to be -0.23 to -0.05. In line with these results, the mediating effect of job
satisfaction between P-O fit and the turnover intention was determined (see
Table 5). Therefore, hypotheses 1 is supported.

Table 5. The results of mediation effect of job satisfaction

IMediation effect of [Total effect IDirect effect Indirect effect Bottstrap
job satisfaction (Confidence

Interval
IP-O fit-Turnover -0.39 -0.25 -0.14 -0.23/-0.05
Intention

The model set P-O fit as the independent variable (X), job satisfaction
as the mediator (M), POS as the moderator (W), and turnover intention as
the outcome (Y). For the analyses, the products were mean centered, a 95%
CI was used, and 5000 bootstrap samples were generated for indirect effect
analysis. Results are presented in Table 6 partially supporting Hypothesis 5,
as there was evidence of moderated mediation for the relationship between
P-O fit and job satisfaction (B= 0.13, t= 3.06, p<0.05, CI [0.04, 0.21])
and, job satisfaction and turnover intention (B=-0.18, t=-1.97, p<0.05, CI
[-0.36, -0.05]) . Therefore, POS moderates the relationships among P-O
fit, job satisfaction, and turnover intention. And, hypotheses 2 is supported.

Table 6. The results of moderating effect

DV v B SD it p LLCI ULCI
Constant  [2.88 0.57 5.05 0.00 1.76 4.01

Job P-O fit 0.08 0.16 0.05 0.95 031 33

Satisfaction  pOs -0.31 0.15 -2.02 0.04 L0.61 -0.09
P-O fitx [0.13 0.04 3.06 0.02 0.04 0.21
POS
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Constant ~ [2.32 1.07 .15 0.03 0.20 4.43
Turnover S 0.48 0.35 1.35 0.17 0.21 1.18
Intention P-O fit -0.16 0.31 -0.54 0.58 0.77 0.44
POS 0.38 0.28 1.37 0.16 0.16 0.94
P-O fitx  |-0.09 0.08 -0.11 0.90 0.17 0.15
POS
USxPOS |-0.18 0.09 -1.97 0.04 0.36 -0.05

It has been determined that the P-O fit of POS has a regulatory effect
on the turnover intention and job satisfaction.

5. DISCUSSION

POS and P-O fit have become an important topic in the study of
organizational behavior, because the have a strong effect on employees’
attitudes and behaviors in an organization. The results of the study produced
the same conclusion as previous empirical studies: P-O fit increases the job
satisfaction levels of the employees and decreases their turnover intention.
These results support Schneider’s (1987) contention that employees prefer
to work with an organization with which they have something in common.
The individual directs his behaviors and attitudes within the framework
of the fit he perceives between his own values, personality traits and
expectations and the dominant values of the organization, management
processes, culture and climate (Cable & Judge, 1996). Studies conducted
within the framework of P-O fit have reported that this structure has outputs
and effects at both individual and organizational levels (Kristof-Brown et
al, 2005; Piasentin & Chapman, 2007; Verquer et al., 2003). When the
individual-level reflections of perceived P-O fit are examined, it is found
that individuals who perceive a higher level of fit with their organization
have higher job satisfaction levels than others (Wheeler et al, 2007;
Cooper-Thomas et al., 2004; Lauver & Kristof-Brown, 2001; Piasentin &
Chapman, 2007) and have lower turnover intention (Hoffman & Woehr,
2006; Wheeler et al, 2007; Piasentin & Chapman, 2007) has been reported
in other studies, similar to the research results. Jin, McDonald, & Park
(2018) research’s model was tested using cross-sectional survey responses
from 692 faculty at an urban public university. They posit that conservation
of resources (COR) theory may be particularly useful in explaining why
and how P-O fit is related to reduced turnover intention.

In the study, it was found that job satisfaction affects the turnover
intention negatively and significantly. Accordingly, employees with high
job satisfaction tend to quit less than employees with low job satisfaction.
It is true that job satisfaction has positive reflections on individual,
organizational and social levels. On the other hand, job dissatisfaction
also has negative reflections at the organizational level such as stress,
alienation, various mental and physical ailments, such as individual
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(Fairbrother & Warn, 2003; Jung & Yoon, 2015) and absenteeism, low
performance, alienation from work and organization, turnover intention,
and employee turnover. (Macintosh & Doherty, 2010; Menguc et al.,
2016).). It is an expected result that individuals who want to get rid of
the negative reflections of job dissatisfaction, seek an alternative job that
they will be satisfied with, that is, being in turnover intention. Ramoo,
Abdullah, & Piaw (2013) revealed in their study that job satisfaction levels
of healthcare professionals working at university hospitals in Malaysia
are an important and independent determinant of their turnover intention.
Moreover, my results support previous findings (e.g., Chabbra, 2015; Liu
et al., 2010; Jin et al., 2018) that job satisfaction does mediate P-O fit and
turnover intention. In his research conducted with 317 participants in Delhi
and National Capital Region, Chabbra (2015) found that job satisfaction
and organizational commitment have a mediating effect on the relationship
between P-O fit and turnover intention.

As a result of the research, a significant relationship was found
between POS and P-O fit, job satisfaction and turnover intention.
Accordingly, employees who are supported by their organizations have
higher perceptions of P-O fit and job satisfaction and a lower turnover
intention. Similarly, in the studies conducted in the literature, it was
determined that there is a positive relationship between POS and P-O fit and
job satisfaction (Miano, 2011; Abou Hashish, 2017; Chenga & Yang, 2018;
Al-Zalabani and Modi, 2014) and a negative relationship with turnover
intention (Wayne et al., 1997; Arokiasamy, Marimutlu, & Moorthy, 2010;
Wang, Ma, Liu, & Liu, 2014; Kim & Barak, 2014). Results largely support
the moderating capacitiy of POS. There was evidence of moderated
mediation for the relationship between P-O fit and job satisfaction and, job
satisfaction and turnover intention. In line with these results, the effect of
employees’ perception of adaptation towards their organizations who are
supported by their organizations, on their job satisfaction is higher than
the employees who are not supported by their organizations. In addition
if the job satisfaction of employees is supported by the organizations of
employees, the turnover intention decreases more. One surprising findings
in this study is that POS did not moderate the P-O fit and turnover intention
relationship. A possible explanation for the findings is that this may be
affected by the participants cultural differences.

Another important issue about POS is that this support activity is done
voluntarily by the organization. This voluntary support will make employees
feel themselves more valuable (Rhoades & Eisenberger, 2002). The most
important source of companies that are in fierce competition with their
rivals is employees with human capital constitute. In order for businesses
to benefit from their human capital employees effectively and efficiently,
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they need to support them in all matters. It is easier for businesses that have
qualified personnel and can benefit from their employees efficiently and
effectively to gain competitive advantage compared to their competitors.
The impact of organizational support is inevitable for employees to work
with all their force for their organizations. Financial support such as wages,
working conditions, rewards, career opportunities and intangible support
that contributes to business and family life will enable employees to work
more devotedly for their institutions.

5.1. Pratical Implications

The perceived organizational support and person-organization fit
concepts are important in increasing the job satisfaction levels of the
employees in terms of individual and organizational productivity and
decreasing their turnover intention. Organizations need to attract and retain
productive and reproductive employees in order to increase competition.
The findings of the study reveal the importance of POS and P-O fit in
increasing the job satisfaction of employees and for their stay in the
organization. Given the positive employee outcomes associated with P-O
fit and POS, understanding the mechanisms through which it operates may
offer additional insight for human resource professionals. Labor turnover
has been increasing in recent years and continues to be a major problem
for businesses (Newman, Thanacoody, & Hui, 2012; Biron & Boon, 2013).
Depending on the high turnover rate of the enterprises, it is possible that
they will experience problems such as re-hiring and high training costs as
well as loss of effective and productive employees. Before quitting process
happens, the turnover intention forms (Tett & Meyer, 1993). Unlike leaving
a job, turnover intention is also seen as the process by which employees
evaluate themselves to stay in the workplace (Mobley, 1982). During
process, the support of the employees by the organization and their positive
attitude towards the organization (for example, the perception that they
are compatible with the organization) will prevent the intention of quitting
from turning into action. Researches suggest that leader support may not
be as important as other factors in establishing P-O fit (Jin, McDonald,
Park, & Yu, 2019) and also other positive attitudes.

The survival of today’s enterprises operating in both public and private
sectors is possible by recruiting talented employees as well as developing
the skills of their existing employees, ensuring that they adopt the business
and maintaining their employment in the business.

5.2. Limitations And Direction For The Future Research

Despite the promising findings of this paper, there are some limitations
associated with the current research that should be addressed in future work.
The fact that the study was conducted in only one region is considered to
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be an important limitation. Another limitation of the study is that it is not
longitudinal. Considering that the variables in question in the research may
be subject to change over time, it should be known that the findings are
limited to the time and period when the research was applied. It should
be noted that the results of the study are based on the answers given by
the participants and their individual perceptions. Focusing on sectors
with different regional and organizational culture in future research may
differentiate the research results.

6. CONCLUSION

Various factors can affect the intention to quit. This research conducted
an investigation into P-O fit, job satisfaction and POS as antecedents to
turnover intention. In conclusion, a significant relationship was found
between POS and P-O fit, job satisfaction and turnover intention. These
results improve the available knowledge on these variables. Employing
individuals who are fit with the organization and supporting them by the
organization are important in terms of increasing job satisfaction and
decreasing their turnover intention. Given the importance of employee
turnover, organizations must also carry out effective human resource
programs (etc. iImplement flexible work arrengements, practice the right
leadership styles). The supportive environment makes them enjoy what
they do and develop a higher job satisfaction.
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de kataloglanan ve ayni alanda farkli yazarlara ait en az 20 kitap yayimlamis
olan yaymnevi’ ifadesine yer verilmektedir. (http://www.uak.gov.tr/?q=no-
de/85#2018N). Ayni1 zamanda akademisyen yazarlarimizca yayinevimize
siklikla basvuruldugu tizere, “Akademik Tesvik Odenegi” yonetmeliginde
belirtilen tanima gore bes (5) yil sartini saghyor olup, kuruldugu 2001
yilindan itibaren uluslararasi diizeyde, diizenli basim ve 20’ den fazla iil-
kede dagitim faaliyetlerini yiiriitmektedir.

1300’tin tizerinde kitap yayimlayan firmamiz, Tiirk¢e ve diger dillerde, yerli
ve yabanci yazarlar tarafindan hazirlanan eserleri okuyucuyla bulusturmustur.

Ek listelerde yayinevimiz tarafindan T.C. Universitelerarasi Kurul Baskan-
liginca belirlenmis dogentlik temel alanlarina gore yayimlanmis bazi kitap

listelerimiz ve yayinevimizce yayimlanan ve lilkemiz disinda bilinen / ta-
ninmis ¢esitli tiniversite kiitiiphanelerinin kataloglarinda yer alan kitap-

larimiz siralanmistir.
SERUVENRKIJRBEVI
Yali CY§. No:6
GhJeibahc] / 1ZMIR

SERUVEN

YAYINEVI



1 | A Catalogue of Play Equipment Jean Lee Hunt 978-605-4517-43-5
2 | A Catechism of Familiar Things; Their History, and the Events Which Led to Their Discovery With a Short [Benziger Brothers 978-605-4517-42-8
Explanation of Some of the Principal Natural
3 |Dr. Montessori’s Own Handbook Maria Montessori 978-605-4517-41-1
4 | The School and Society Being three lectures John Dewey 978-605-4517-40-4
5 | The Mind of the Child, Part II. The Development of the Intellect, International Education William Thierry Preyer |978-605-4517-44-2
6 | Talks To Teachers On Psychology; And To Students On Some Of Life’s Ideals William James 978-605-4517-45-9
7 | Student und Alkohol Leopold Lowenfeld 978-605-4517-46-6
8 | The Grammar School Boys of Gridley or, Dick & Co. Start Things Moving H. Irving Hancock 978-605-4517-54-1
9 | The Infant System For Developing the Intellectual and Moral Powers of all Children, from One to Seven Samuel Wilderspin 978-605-4517-53-4
years of Age

10 [Study of Child Life Marion Foster Washburne |978-605-4517-55-8
11 [The Mind and Its Education George Herbert Betts 978-605-4517-52-7
12 | The Nervous Child Hector Charles Cameron |978-605-4517-51-0
13 [ What the Schools Teach and Might Teach John Franklin Bobbitt 978-605-4517-50-3
14 |Youth: Its Education, Regimen, and Hygiene G. Stanley Hall 978-605-4517-48-0
15 |Education et sociologie Emile Durkheim 978-605-4517-72-5
16 |Strese Giile Giile Haluk Oztekin 9786059825764

17 | Derslerim Harika Gizel Hazan 9786059825641

18 |Kuantuma Yolculuk Birol Ertan 9786051801452

19 | Orneklerle Gelisim Psikolojisi Ferit Yavuz 9786051800868

20 | Cocuk Suclulugu Miijdat Avci 9786059825931

21 |The Advancement Of Learning Francis Bacon 978-625-7721-59-2
22 | Autobiography and Selected Essays Thomas Henry Huxley  |978-625-7721-60-8
23 | Academic Research & Reviews In Educational Sciences Kolektif 978-625-8075-33-5
24 | The Rover Boys at School Edward Stratemeyer 978-625-7721-58-5
25 | What the Mother of a Deaf Child Ought to Know John Dutton Wright 978-625-7721-61-5

SERUVEN

YAYINEVI



1 |Mathematics in Greece: A History Florian Cajori 978-605-4517-61-9
2 |Plane Trigonometry: The Basic Principles Hugh Blackburn 978-605-4517-56-5
3 | Calculus in Easy Method Silvanus P. Thompson 978-605-4517-77-0
4 | Mathematics: An Introduction Alfred North Whitehead 978-605-4517-59-6
5 | Elements of Euclid: First Six Books Editor: John Casey, Euclid 978-605-4517-70-1
6 [Insects and Principles Insect Communities Jean Henri Fabre 978-605-4517-62-6
7 |Who is Archimedes from Syracuse Thomas Little Heath 978-605-4517-49-7
8 | A Life Dedicated to Science: Michael Faraday Walter Jerrold 978-605-4517-71-8
9 | A Man of Science in Laboratory: Louis Pasteur René Vallery-Radot 978-625-7276-81-8
10 |High Frequency vs. High Potentiality Nikola Tesla 978-625-7276-53-5
11 [Optical Principles Or a Scientific Study On Reflections, Refractions, Inflections And the Colours Of  [Isaac Newton 978-605-4517-57-2
light.
12 |Laws dominating the Organic Life: Zoonomia Vol. I Erasmus Darwin 978-605-4517-65-7
13 |Downfall of The Human Being and Selection In Connection to Sex 1 Charles Darwin 978-605-4517-47-3
14 |Downfall of The Human Being and Selection In Connection to Sex 2 Charles Darwin 978-605-4517-75-6
15 [Downfall of The Human Being and Selection In Connection to Sex 3 Charles Darwin 978-605-4517-74-9
16 |History of Alchemy And The Onset of Chemistry M. M. Pattison Muir 978-605-4517-67-1
17 [Messenger Of Galileo Galilei Concerning the Distant Stars Editor: Galileo Galilei / Johan- [978-605-4517-60-2
nes Kepler
18 | Darwin and his Effect on Modern Science A.C. Seward 978-605-4517-76-3
19 |Laws dominating the Organic Life: Zoonomia Vol. II Erasmus Darwin 978-605-4517-64-0
20 [Perpectives of Innovation in Science and Mathematics Kolektif 978-605-4517-63-3
21 [The Elements of Geology William Harmon Norton 978-625-7721-62-2
22 [Meteorology The Science of the Atmosphere Charles Fitzhugh Talman 978-625-7721-64-6
23 | Crops And Methods For Soil Improvement Alva Agee 978-625-7721-02-8
24 [The Complete Herbal Nicholas Culpeper 978-625-7721-63-9
25 |Domestic Animals Richard L. Allen 978-625-7276-90-0
26 |[Basics of meteorology: some exercises Robert Decourcy Ward 978-625-7276-41-2

SERUVEN

YAYINEVI




1 | Seven Discourses On Art Joshua Reynolds 978-605-4517-66-4
2 | The Life Of Michelangelo Buonarroti John Addington Symonds | 978-605-4517-68-8
3 | Rembrandt Mortimer Menpes 978-605-4517-95-4
4 | The Florentine Painters Of The Renaissance Bernhard Berenson 978-625-7276-01-6
5 | Chopin and Other Musical Essays Henry T. Finck 978-605-4517-82-4
6 | The Relation of Art to Nature John William Beatty 978-625-7276-08-5
7 | The Psychology of Singing David Clark Taylor 978-625-7276-09-2
8 | The Orchestral Conductor Theory of His Art Hector Berlioz 978-625-7276-11-5
9 | The Notebooks of Leonardo Da Vinci, Complete Leonardo Da Vinci 978-625-7276-04-7
10 | The Dance (by An Antiquary) Historic Illustrations of Dancing from 3300 B.C. to 1911 A.D. | Anonymus 978-625-718-938-5
11 | The Best Portraits in Engraving Charles Sumner 978-605-4517-97-8
12 | Richard Wagner Composer of Operas John E Runciman 978-605-4517-96-1
13 | Raphael A Collection Of Fifteen Pictures And A Portrait Of The Painter With Introduction | Estelle May Hurll 978-605-4517-93-0
And Interpretation
14 | Prehistoric Textile Art of Eastern United States William Henry Holmes | 978-605-4517-91-6
15 | On Conducting (Ueber das Dirigiren): A Treatise on Style in the Execution of Classical Music | Richard Wagner 978-605-4517-90-9
16 | Masters of Water-Colour Painting Herbert Minton Cundall |978-605-4517-89-3
17 [ Lessons in Music Form A Manual of Analysis of All the Structural Factors and Designs Emp- | Percy Goetschius 978-605-4517-84-8
loyed in Musical Composition
18 | Jean Francois Millet Estelle May Hurll 978-605-4517-87-9
19 | Aspects of Modern Opera Estimates and Inquiries Lawrence Gilman 978-605-4517-80-0
20 | Artistic Activities and Rituals in Ancient Times Jane Ellen Harrison 978-605-4517-79-4

SERUVEN

YAYINEVI



1 [ The Religion of Babylonia and Assyria Theophilus Pinches 978-625-7276-07-8
2 | The Koran Ceviren John Medows 978-625-7276-13-9
Rodwell
3 | The Jesus of History Terrot Reaveley Glover 978-625-7276-14-6
4 | The Imitation of Christ Thomas Kempis 978-625-7276-15-3
5 | The Future of Islam Wilfrid Scawen Blunt 978-625-7276-16-0
6 | Farkli Yonleriyle Endiiliis Hadisgiligi Mustafa Oztoprak 9786051801674
7 | Anadolu’nun Yitik Halk: Yezidiler Murat Sahin 9786059825252
8 | Kuranda Mustaz’Af ve Miistekbir Kavramlarinin Semantik Analizi Faruk Ozdemir 9786051800134
9 | Dualarimin Basrolii Fatih Kaya 9786059825719
10 | Miislimanlar Nereye Kosuyor! Isik Evren Tiirk 9786059825351
11 | Ilahi Hakikatler 1-2 Derin Batini 9786059825412
12 | Tanr1 Anlayist Cemil Sena 9786059825467
13 | Israiliyatin Hadise Girisi Ali Kuzudisli 9786051801605
14 | Inangh Filozoflar Antolojisi Ekrem Sevil 9786051801520
15 | Sonsuzlugun Sonsuzlugu - 114 Kod Murat Uhray 9786051801575
16 | Allah Arayan Imam Mehmet Tekeci 9786051801049
17 | Budizmde Manastir Hayati Emine Zehra Turan 9786051800141
18 | Narsisizm ve Dindarlik Riza Altun 9786059825993
19 | Hazreti Muhammed’in Felsefesi Cemil Sena 9786059825207
20 | istidlal - Hulviyyat Ornegi Nail Karagz 9786059825399

YAYINEVI

SERUVEN



1 | The City of Cupolas John D. Barry 978-625-7276-17-7
2 | Roman Influence in Britain in the Year 1914 E. Haverfield 978-625-7276-18-4
3 | Landscape Gardening and Architectural Considerations: An Exposition Louis Christian Mullgardt 978-625-7276-21-4
4 | Democratic Views in Architecture Claude Fayette Bragdon 978-625-7276-29-0
5 | Dseven Lamps Illuminating the Architecture John Ruskin 978-625-7276-27-6
6 | Architectural Applications in Classic and Early Christian Periods Editor: John Slater, T. Roger Smith | 978-625-7276-33-7
7 | Architectural Designs in Portugal Walter Crum Watson 978-625-7276-32-0
8 | How to Design a Garden W. Robinson 978-625-7276-24-5
9 | Painting, Sculpture, Architecture for Beginners and Stiudents Clara Erskine Clement 978-625-7276-19-1
10 | The Nebula Coating John Meade Falkner 978-625-7276-12-2
11 [ Gothic Ecclesiastical Architectural Perspectives Matthew Holbeche Bloxam 978-625-7276-25-2
12 | Architecture in Gothic and Renaissance Eras T. Roger Smith 978-625-7276-31-3
13 | Cathedral of Strasburg in Unfinished Version Anonymous 978-625-7721-09-7
14 | Old St. Paul’s Cathedral William Benham 978-625-7276-20-7
15 | The Architecture of Provence and the Riviera David MacGibbon 978-625-7276-23-8
16 |Italian Villas and Their Gardens Edith Wharton 978-625-7276-26-9
17 | Royal Palaces and Parks of France Milburg Francisco Mansfield 978-625-7276-30-6
18 | An Architect’s Note-book in Spain Matthew Digby Wyatt 978-625-7276-34-4
19 | The Shores of the Adriatic Frederick Hamilton Jackson 978-625-7276-36-8
20 [ How to judge architecture: a popular guide to the appreciation of buildings Russell Sturgis 978-625-7276-37-5

SERUVEN

YAYINEVI




1 | Landscape Gardening and Architectural Considerations: An Exposition Louis Christian Mullgardt |978-625-7276-38-2
2 | Experimental Research in Energy Production Michael Faraday 978-625-7276-39-9
3 | The Advance of Inventions In The Nineteenth Century Edward W. Byrn 978-625-7276-42-9
4 | Aspects of Aircraft and Submarines Willis J. Abbot 978-625-7276-40-5
5 | The Functional Structure of Steam Engines Anonymous 978-625-7721-07-3
6 | Basics of Meteorology: Some Exercises Robert DeCourcy Ward 978-625-7276-41-2
7 | The Basical Knowledge on Geology William Harmon Norton | 978-625-7276-44-3
8 | ElectromagneticEquipment in Earliest Forms Robert A. Chipman 978-625-7276-43-6
9 | Iron Workers and Tool Makers: An Industrial Background Study Samuel Smiles 978-625-7276-45-0
10 | Experiments in Mechanics, Magnetics, Optics, Hydrostatics and Pneumatics Francis Hauksbee (the 978-625-7276-47-4
Younger)
11 | Airplane in Earliest Forms Wilbur Wright 978-625-7276-46-7
12 | Some Mooted Questions in Reinforced Concrete Design Edward Godfrey 978-625-7276-49-8
13 | Samples of the Most Common Minerals and Rocks William O. Crosby 978-625-7276-48-1
14 | The Atmosphere: Its Function and Structure Charles Fitzhugh Talman | 978-625-7276-50-4
15 | The Principles of Scientific Management Frederick Winslow Taylor |978-625-7276-51-1
16 | High Frequency vs. High Potentiality Nikola Tesla 978-625-7276-53-5
17 | A History of the Growth of the Steam-Engine Robert HenryThurston 978-625-7276-52-8
18 | The Mechanical Properties of Wood Samuel J. Record 978-605-4517-73-2
19 [ A Catechism of the Steam Engine John Bourne 978-625-7721-16-5
20 | How it Works Archibald Williams 978-625-7721-11-0

YAYINEVI

SERUVEN



1 | Rome in Pagan and Christian Times Rodolfo Amedeo Lanciani 978-625-7276-67-2
2 | Gods in Maya Manuscripts Paul Schellhas 978-625-7276-75-7
3 | Kigiik Asyada Kutsal Kent Euchaita ve Bizans Dénemi Tas Eserleri Esra Keskin 9786059825979
4 | Turana Dogru Metin Hakverdioglu 9786051801407
5 | Glrct Hatun Dato Turasvili 9786051801056
6 | Harava: Etimolojik Koken Mevliit Kaya 9786051800158
7 | Dragon'un Doéniisii “Cin” Tayfun Tuncay Tosun 9786059825900
8 | Erich Fromm- Analitik Sosyoloji Sevra Firinciogullar: 9786059825924
9 | Ordu Tarihinde Olaylar ve Insanlar Hikmet Pala 9786059825887
10 | Demokrat Parti Donemi Ekonomi Politikalar1 ve Kalkinma Cabalar1 Zahide Sungur 9786051800233
11 | Kigiik Asyada Kutsal Kent Euchaita ve Bizans Donemi Tas Eserleri Esra Keskin 9786059825979
12 | Geg Hitit Sehir Devletleri'nden Sam’al (M.O. 1200-600) Cengiz Demirel 9786051800035
13 | Burdur Kitabs - 4 : Insan ve Mekan Editor: Zafer Golen 9786059825870
14 | Tiirkistandan Uzak Diyara Beskaza Fethiye ve Seydikemer Yoriikleri Eren Fehmi Eroglu 9786051800004
15 | Kadin Seyyahlarin Izlenimlerinde Osmanli ve Bat1 Diinyasi Selguk Diiger 9786059825863
16 | Biiyiik Oyunda Kapanmayan Perde : Afganistan Omer Ersoy 9786059825665
17 | Bir Diinya Cenneti Kadikoy ve Edebiyatimiz Haluk Oner 9786059825566
18 | Siyasal Afis ve Ilanlarin Dilinden Tiirkiyede Toplumsal Degisim ve Siyaset Mustafa Macit 9786051801193
19 | Ulkiicii Manifesto Ulkiiciiniin El Kitab Kiirsat Tongug 9786051801346
20 | Fransa - Suriye Kiskacinda Hatay Omer Erden 9786051801131
SERUVEN

YAYINEVI



1 [ Book of the Boone and Crockett Club: A Hunting Myth George Bird Grinnell 978-625-7276-56-6
2 | The Science of Swimming Editor: Frank Eugen Dal- | 978-625-7276-60-3
ton, Louis C. Dalton
3 | A Clever Boy Can Do these Activities Harold Armitage 978-625-7276-54-2
4 | Function of Half-Back in School, Football, and Golf Ralph Henry Barbour 978-625-7276-80-1
5 | Atlantic Classical Series II Jane Addams 978-625-7276-55-9
6 | Philosophical Considerations on Sport John Ayrton Paris 978-625-7276-68-9
7 | These Sports are Beneficial for Boys A. R. Calhoun 978-625-7276-58-0
8 | Ladies in the Pitch: Scenes in Sport Lady Violet Greville 978-625-7276-76-4
9 | Scenes of Fishing and Shooting Sports Grover Cleveland 978-625-7276-65-8
10 | The Sports Which the Deities Did Paul Laurence Dunbar 978-625-7276-59-7
11 | Football in American Style Walter Camp 978-625-7276-63-4
12 | Sports and Games We Can Do Outdoors Claude Harris Miller 978-625-7276-63-4
13 | Dogs Used in Hunting Areas Oliver Hartley 978-625-7276-57-3
14 | Scenes of Sportsmen Vol 1-2 Ivan Turgenev 978-625-7276-64-1
15 | Sports and Hobbies of English People Joseph Strutt 978-625-7276-62-7
16 | CricketHorace G. Hutchinson 978-625-7276-72-6
17 | Philosophical Considerations on Sport John Ayrton Paris 978-625-7276-68-9
18 | A.B.C. of Snap Shooting, Sporting, Exhibition, and Military Horace Fletcher 978-625-7721-12-7
19 | Camps and Trails in China  Roy Chapman Andrews and Yvette Borup Andrews 978-625-7721-13-4
20 | Fishing and Shooting Sketches Grover Cleveland 978-625-7721-15-8

SERUVEN

YAYINEVI



1 | Medicine in Modern Times: How it Has Evolved William Osler 978-625-7276-79-5
2 | Subjects Avoided in Sex: A Discussion In Plain English Henry Stanton 978-625-7276-78-8
3 | Little Masterpieces of Science Editor: George Iles 978-625-7276-73-3
4 | The Mind Having No Trouble and Concern Herbert J. Hall 978-625-7276-61-0
5 | Considerations on the Nature of Nursing Florence Nightingale (Ingiliz) 978-625-7276-71-9
6 | Research on Life and Death — A Psychological Perspective Part 1 Xavier Bichat 978-625-7276-69-6
7 | Research on Life and Death - A Psychological Perspective Part 2 Xavier Bichat 978-625-7276-66-5
8 | Common Sense Arising From the Nerve System Annie Payson Call 978-625-7276-70-2
9 | A Book of Women Anonymous 978-625-7721-10-3
10 | Suggestions to Women on Private Sex R. B. Armitage 978-625-7276-77-1
11 [ A Life Dedicated to Science and Laboratory: Louis Pasteur René Vallery-Radot 978-625-7276-81-8
12 | How Men and Animals Express Their Emotions Charles Darwin 978-625-7276-87-0
13 | Ginseng and Other Plants of Medicinal Value Arthur Robert Harding 978-625-7276-85-6
14 | A treatise on sheep Ambrose Blacklock 978-625-7276-82-5
15 | Materia Medica and Therapeutics John B. Beck 978-625-7276-86-3
16 | Half-Yearly Abstract Of The Medical Sciences: Being A. Digest Of British And Conti- | Kolektif, Editor: William Domett | 978-625-7276-83-2
nental Medicine, And Of The Progress Of Medicine And The Collateral Sciences Stone

17 [ Lectures On Diseases Of The Heart Edwin M. Hale 978-625-7276-89-4
18 | Orneklerle Gelisim Psikolojisi Ferit Yavuz 9786051800868

19 | Food and Health Anonymous 978-605-4517-69-5
20 | A Guide to Health Mahatma Gandhi 978-625-7721-17-2

SERUVEN

YAYINEVI



1 | Characteristics of Climbing Plants Charles Darwin 978-625-7276-84-9
2 | Marvellous Creatures Living in a Pond Henry J. Slack 978-625-7276-88-7
3 | Domesticated Animals Richard L. Allen 978-625-7276-90-0
4 | Wood and Its Mechanical Characteristics Samuel J. Record 978-625-7276-96-2
5 | A Complete Guide of 400 Herbs Nicholas Culpeper 978-625-7276-91-7
6 | Flowers Which Can Be Grown in a Farm Arthur Owens Cooke 978-625-7276-92-4
7 | Basic Information on Botany For Beginners and Students Asa Gray 978-625-7276-95-5
8 | Cato and Varro: On Agriculture in Roman Time Marcus Porcius Cato 978-625-7276-93-1
9 | The Basics of Agriculture George E. Waring 978-625-7276-94-8
10 | Practical And Critical Considerations on Wood and Garden Gertrude Jekyll 978-625-7276-99-3
11 | Geological Features of A Town Charles Kingsley 978-625-7721-04-2
12 | A Treatise on Sheep Ambrose Blacklock 978-625-7721-00-4
13 [ The History of The Hen Fever A Humorous Record George P. Burnham 978-625-7276-98-6
14 | The Bee-keeper’s Manual Henry Taylor 978-625-7721-06-6
15 | Wayside and Woodland Trees: A pocket guide to the British sylva Edward Step 978-625-7276-97-9
16 | Crops and Methods for Soil Improvement Alva Agee 978-625-7721-02-8
17 | Farmers of Forty Centuries or, Permanent Agriculture in China, Korea and Japan F H. King 978-625-7721-05-9
18 | Cabbages and Cauliflowers: How to Grow Them James John Howard Gregory |978-625-7721-01-1
19 | Ginseng and Other Plants of Medicinal Value Arthur Robert Harding 978-625-7721-03-5
20 [ Nisan Antreasyan Findik Ziraati ve Ticareti Sezai Balci, Mevliit Kaya 9786051800165

YAYINEVI

SERUVEN



1 | Gegmis Zamanin Ardindan Mustafa Ever 9786059825849
2 | Karvan-1 Omr ve Kitap Diginda Kalan Siirler Servet Tiken 9786051801186
3 | Kuloglu Seyh Haci Ilyas Bag-1 Behist (2 Cilt Takim) Kollektif 9786059825955
4 | Riyalar Kopriisii Mustafa Baltaci 9786051800042
5 | Bir Adin Vardi Senin Giilben Kocabigak 9786051801087
6 | Romanin ve Edebi Tiirlerin Sosyolojisi Sevda Firinciogullar: 9786051800820
7 | Amasyali Nebzi ve Divanl Sait Okumus 9786051800226
8 | Yunus Emre Divani'ndan Se¢meler Yunus Emre 9786051800349
9 | Konstantin Paustovskinin Oykii Sanati Seving Ucgiil 9786051800011
10 | Modern Giircii Hikayeleri Harun Cimke 9786059825757
11 | Fevzi Divani Ozer Senddeyici 9786059825672
12 | Turk Romaninda Kentlesme ve Kentlilesme 1950-1980 Servet Tiken 9786051801650
13 | Rus Edebiyatindan Bir Savas Nesri Yazar1: Yuri Bondarev Badegiil Can Emir 9786051801643
14 | Hayrabolulu Hasib Divani Kollektif 9786051801438
15 | Naili Divani Sézligi (2 Cilt Takim) Ozer Senddeyici 9786051801353
16 | Sairin [limle Imtihan1 Olcay Kocatiirk 9786051801421
17 | Viktor Petrovig Astafyev’in Oykiilerinde Koy Temasi Reyhan Celik 9786051800875
18 | Tanzimat Hikaye ve Romanlarinda Deniz Beste Semiha Bahgeci 9786051800066
19 | Yusuf Atilgan’in Aylak Adam Romanina Bahtin’in Diyaloji Kuram1 Eksenli Bir Yaklagimi1 | Hasan Cusa 9786059825733
20 | Lisan ve Edebiyatimiz Hakkinda Tahlil - Tankit - Mukayese Cezmi Ertugrul 9786059825580
SERUVEN

YAYINEVI




Ozer Senddeyici Naili divani sozligi Universitéts- und Landesbibliothek Sach-
sen-Anhalt / Zentrale 1194942375, (DE-
627)172463626X (DE-599)KXP172463626X

Mustafa Macit Tiirkiyede Toplumsal Degisim ve Siyaset Siyasal Afis ve [lanla- | Princeton University Library; JF2112.A4 M334
rin Dilinden: Cok Partili Demokrasiye Gegisten Giiniimiize 2015

Mustafa Macit Tiirkiyede Toplumsal Degisim ve Siyaset Siyasal Afis ve Ilanla- | Harvard University; JF2112.A4 M334 2015For-
rin Dilinden: Cok Partili Demokrasiye Gegisten Giliniimiize mun Ustii

Mustafa Macit Tiirkiyede Toplumsal Degisim ve Siyaset Siyasal Afis ve Ilanla- | Columbia University in the City of New York;
rin Dilinden: Cok Partili Demokrasiye Gegisten Giintimiize 0cn949958204,

Mustafa Macit Tiirkiyede Toplumsal Degisim ve Siyaset Siyasal Afis ve [lanla- | New York University: 949958204
rin Dilinden: Cok Partili Demokrasiye Gegisten Giiniimiize

Mustafa Macit Kadin Seyyahlarin Izlenimlerinde Osmanli ve Bat1 Diinyast Princeton University Library; G463 .D83 2015

Mustafa Macit Kadin Seyyahlarin izlenimlerinde Osmanli ve Bat1 Diinyast Harvard University; 99014537005020394

Mustafa Macit Kadin Seyyahlarin Izlenimlerinde Osmanli ve Bati Diinyasi Columbia University in the City of New York;

0cn931658783

Emre Timur Palyaconun Listesi : Tiirkiye>nin Ilk Varoluggu Romani Moreland City Library

Hayrabolulu Seyyid Mehmed Hasib; Ra- [ Hayrabolulu Hasib Divani University of Chicago Library; PL248.H39 746

mazan Ekinci; Suat Donuk 2015

Esra Keskin Kiigii k Asyada Kutsal Kent Euchaita ve Bizans Dénemi Tas Dumbarton Oaks Research Library; 1030082969
Eserleri KOC University Library;

Hayrabolulu Seyyid Mehmed Hasib; Ra- | Hayrabolulu Hasib Divani Stanford University Libraries; 964356572

mazan Ekinci; Suat Donuk

Hayrabolulu Seyyid Mehmed Hasib; Ra- | Hayrabolulu Hasib Divéani University of Washington

mazan Ekinci; Suat Donuk Libraries; 964356572

Kuloglu Seyh Haci Ilyas; Biinyamin Tag Bag-1Behist : (inceleme - tenkitli metin) Harvard University; 933752671

SERUVEN

YAYINEVI



Kuloglu Seyh Haci ilyas; Biinyamin Tag Bag-1 Behist : (inceleme - tenkitli metin) Princeton University Library; oclc_s:933752671

Kuloglu Seyh Haci Ilyas; Biinyamin Tag Bag-1 Behist : (inceleme - tenkitli metin) New York University; 933752671

Beste Semiha Bahgeci Tanzimat Hikéye ve Romanlarinda Deniz Columbia University in the City of New York;
0cn953987176
Princeton University Library; PL210.S33 B33
2015g

Murat Sahin Anadolu’nun yitik halk: Yezidiler Harvard University; 925342040, Princeton Uni-
versity Library; oclc_

Nebzi; Sait Okumus Amasyal1 Nebzi ve Divani Harvard University; 957504079, Princeton Uni-

versity Library; oclc_s:957504079

Tiirk Romaninda Kentlesme ve Kentlilesme, 1950-1980 Harvard University; 949895434, New York
University; 949895434, Duke University
Libraries; PL223.5.U83 T55 2015, Columbia
University in the City of New

York; 0cn949895434
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