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Abstract 

Human resources play a key role in achieving a high level of organizational performance and the importance is still 

emphasized in our society. Nonetheless, organizations are experiencing negative phenomena such as job exhaustion 

and turnover. One of the key factors that can reduce these negative factors is seen as job satisfaction. In this regard, 

this research is an empirical study that it focused on the improvement of job satisfaction among organizational 

members who work in Korean social enterprises. In order to improve their job satisfaction, we focused on 

organizational communication and verified its role and emphasized its importance through its influence on job 

satisfaction. To improve the effect of organizational communication, we verified the role of person-organizational fit, 

person-job fit, and person-supervisor fit. These three types of fit were identified as ways to increase the influence of 

organizational communication on job satisfaction. Therefore, we examined the moderating effect of these three types 

of fit on the relationship between organizational communication and job satisfaction. The empirical results showed 

that the higher the three types of fit, the greater the influence of organizational communication on job satisfaction. 

Furthermore, by comparing the impacts of the three types of fit on job satisfaction, we identified what is the most 

essential fit. Based on the results of empirical analysis, this research discussed practical implications for improving 

organizational member's job satisfaction in Korean social enterprises and provides future research plans for the 

performance of Korean social enterprises. 

Keywords: organizational communication, job satisfaction, person-organization fit, person-job fit, person-supervisor 

fit 

1. Introduction 

According to intense competition among organizations, it is extremely important for them to be able to maintain 

skilled employees to keep a competitive advantage (Frank, Finnegan, & Taylor, 2004; Son, Kim & Kim, 2014; Smith, 

Oczkowski, & Smith, 2008; Lyston, 2018). Organizations should recruit and retain dedicated members and lead them 

to be loyal to their organizations in the context of a human-centered social environment. In this regard, it is necessary 

to explore a way that contributes to keeping professional or skilled employees in relation to their work (Son, Kim, & 

Kim, 2014). Thus, Tooksoon (2011) suggested that organizations should apply HRM practices in workplaces and 

that they need to pay more attention to employee's job satisfaction in order to decrease turnover and obtain 

organizational goals (Tooksoon, 2011; Khemili & Belloumi 2018). Job satisfaction could buffer against negative 

effects such as occupational stress (Van Saane, Sluiter, Verbeek, & Frings-Dresen, 2003), high turnover (Umrani, 

Mahmood & Ahmed, 2016; Tooksoon, 2011), burnout (Jayaratne & Chess, 1986), and it could also increase 

employee retention and working conditions (Cole, Panchanadeswaran, & Daining, 2004). In addition, a high level of 

job satisfaction makes it easy to maintain employees, reduce turnover, and also reduce the recruitment cost of new 

employees (Neog & Barua, 2014; Eketu, 2018). Therefore, job satisfaction can be considered a key factor for 

maintaining employees, and therefore organizations should improve their job satisfaction. One of the factors that 

enhance job satisfaction in this regard is organizational communication because effective organizational 

communication can increase job satisfaction in the supervisor and subordinate relationship, and it also can reduce 

conflict (Spence, 1978). In order to in improve the influence of organizational communication on job satisfaction, 

this study focuses on person-organization fit, person-job fit, and person-supervisor fit. Previous research showed that 
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perceived person–organization fit was positively related to job satisfaction (Cable & DeRue, 2002; Piasentin & 

Chapman, 2007), person-job fit had a strong relationship with job satisfaction (Kristof-Brown, Zimmerman, & 

Johnson, 2005), and person-supervisor fit was also positively related to job satisfaction (Kristof-Brown, Zimmerman, 

& Johnson, 2005). We considered that the three types of fitness were expected to directly enhance job satisfaction 

through previous research. For improving the influence of organizational communication on job satisfaction, we 

examined the level of job satisfaction when organizational communication and three conformities interacted with 

each other and verified the moderating effects of the three types of fitness. We also provided what was the most 

influential fitness in the relationship between organizational communication and job satisfaction (Ali & Haseeb, 

2019). This research is an empirical study that focused on the employees who work in Korean social enterprises and 

provided an effective way to improve job satisfaction, based on theories and the results of empirical analysis.  

Finally, we discuss several important practical implications for Korean social enterprises and also a present research 

direction for the performance of Korean social enterprises. 

2. Literature review  

2.1 Organizational Communication 

Communication is critical for all functions of organizations (Goris, 2007; Vafa,Sappington  & Coombs 2018). Not 

only business organizations, but also all organizations have communication needs and challenges (Baker, 2002). 

Organizational communication was defined as the degree of information related to a job that is conveyed among 

organizational members (Price, 1997). Communication is the foundation for facilitating greater interaction and 

cooperation among organizational members (Femi, 2014). The scholar suggested that good communication leads to 

motivating organizational members, reducing confusion, and helping to build genuine human relations. Furthermore, 

effective communication increases job satisfaction (Holtzhausen, 2002; Akhir, et.al 2018) and an employee's job 

performance (Goris, 2007). Contrary to this, poor organizational communication may lead to an employee's negative 

attitudes (Jiang & Probst, 2014). Evidence has been demonstrated that poor organizational communication was 

related to higher turnovers, greater absenteeism, reduced production, and lower organizational commitment (Hargie, 

Dickson, & Tourish, 1999). Thus, effective communication can convey the necessary information related to work 

among organizational members and it is expected to improve the technical skills of a job. Thus, organizational 

communication can be viewed as an integral part of the organization and its members. 

2.2 Job Satisfaction 

Job satisfaction as a topic has been paid considerable attention by researchers (Hayden & Madsen, 2008; Ipole, Agba 

& Okpa 2018). Job satisfaction was defined as workers' attitude toward their job, companies, coworkers, and 

psychological objects in their work environment (Beer, 1964). And Tooksoon (2011) suggested that job satisfaction 

refers to one's state-of-mind or feelings associated with the nature of their own work. Job satisfaction plays a key role 

for organizations and employees. The reason is that job satisfaction is important to the function of organizations 

(Ranz, Stueve, & McQuistion, 2001), well-being (Curtis, 2007; Ranz, Stueve, & McQuistion, 2001), productivity 

(Appelbaum, Bailey, Berg, & Kalleberg, 2000; Gruneberg, 1979), and organizational profit (Gruneberg, 1979). In 

terms of employees, job satisfaction as a concept is a means of fulfilling people's job values such as job security and 

good wages (Hayden & Madsen, 2008; Karl & Sutton, 1998). Job satisfaction and dissatisfaction arise not from the 

nature of a job, but from the expectations and provisions of the job to an employee (Mahmoud, 2008; Neog & Barua, 

2014). According to Boselie & van der Wiele (2002), a satisfied employee changes employers less and has fewer 

intentions to leave. Therefore, employees with a high level of job satisfaction are less likely to leave the organization. 

It suggests that a high level of job satisfaction is expected to be a key element in protecting human resources. 

2.3 Organizational Communication and Job Satisfaction 

In a workplace, communication openness has been suggested by organizational scholars as being a key factor in 

improving employee's job satisfaction (Walandari & Burgess, 2011; Alfauzan & Tarchouna 2017). Communication 

openness refers to employees in organizations willing to share their ideas and thoughts, even if those ideas go against 

popular opinion (Thomas, Zolin, & Hartman, 2009). They suggested that if open communication is nonexistent or if 

organizational members cannot trust their supervisors, they will be more hesitant to engage in supporting 

organizational goals. Previous research (Bateman & Strasser, 1984) has demonstrated that organizational 

commitment is positively related to job satisfaction. According to such process, it is expected that if communication 

in organizations is existent, employees will be more committed to the organization and this will lead to job 

satisfaction. And Klauss & Bass (1982) also suggested that open communication predicts job satisfaction. The reason 

is that supervisors may be able to improve employees‟ job satisfaction by providing accurate and appropriate 

information for them (Jermsittiparsert, 2016; Pettit Jr, Goris, & Vaught, 1997). They also suggested that individuals 
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receiving correct, clear, and proper information may lead the individuals to perform appropriately, which in turn may 

lead to positive emotions about their jobs. Thus, effective organizational communication may improve job 

satisfaction. Based on these theories, we set the hypothesis as follows: 

H 1: Organizational communication will improve employees’ job satisfaction. 

2.4 Person-Organization Fit 

An organization tries to ensure the fit between the organizational members and the organizational system (Tyagi & 

Gupta, 2005). Thus, the compatibility between the organizational members and the organization is a key variable for 

the organization. This variable may be regarded as personal-organization fit. Person-organization fit has been defined 

by Kristof as "the compatibility between people and organizations" (Kristof, 1996. p.4). According to this definition, 

the concept suggests that an individual's behaviors and attitudes are affected by the extent to which the organization 

and the individual have a fit on certain characteristics or the extent to which the organization and individual are 

similar (Silva, Hutcheson, & Wahl, 2010). They emphasized that the greater the congruence or fit between the 

employee's ideal strategy and the organization's actual strategy, the higher the level of committed behavior to the 

organization will be demonstrated by organizational members. Furthermore, an individuals' perception of positive 

person–organization fit should lead to a high level of identification with the organization (Cable & DeRue, 2002). It 

can be seen that positive person–organization fit may increase the sense of belonging to the organization. In this 

regard, a high sense of belonging to the organization is expected to reduce turnover intentions. Thus, 

person-organization fit will be expected to play a key role in maintaining human resources. 

2.5 Person-Job Fit 

Person-job fit is useful because some researchers have observed that employees‟ organizational commitment has 

decreased over recent years (Chhabra, 2015). Person-job fit is defined as the fit between individual characteristics 

(abilities, skills, and knowledge) and his or her job requirements, or the fit between a person's needs/desires and job 

attributes (Edwards, 1991). And it was also defined as “The extent to which the dispositions, abilities, expectations 

and performance contributions of an individual worker match the job demands, situational demands, expectations 

available and available rewards of a particular job” (Arora, 2000. p.326). Person-job fit can lead to high level of job 

satisfaction, organizational commitment, and a lower level of turnover intentions (Chhabra, 2015; Eboh, Abba & 

Fatoye 2018). The scholar suggested poor person-job fit is directly and/or indirectly associated to greater turnover 

intentions and job dissatisfaction. Furthermore, person-job fit is a factor that can decrease job stress (Deniz, Noyan, 

& Ertosun, 2015). According to these statements, it can be concluded that person-job fit is an important factor in 

reducing employees' turnover intention and increase their job satisfaction. In this regard, person-job fit is considered 

an extremely important factor for organizations because it is related to organizational performance. 

2.6 Person-Supervisor Fit 

Person–supervisor fit can be seen as a match between an employee's characteristics and their supervisor‟s 

characteristics (Van Vianen, 2018). The scholar suggested that supervisors are important for subordinates because 

subordinates can receive career opportunities and rewards from their supervisors. Person-supervisor fit is expected to 

play a positive role for employees and organizations. For example, person–supervisor fit helps build and protect 

diverse resources in organizations, retain employees, and it could be categorized as energy (Zhang, Ling, Zhang, & 

Xie, 2015; Durak & Çankaya 2018). In addition, the results of research by Zhang, Ling, Zhang, & Xie (2015) 

showed that person-supervisor fit was positively related to organizational commitment, work engagement, and 

negatively related to turnover intention. In this regard, person-supervisor fit can be seen as an important factor in 

reducing turnover intention, promoting the relationship between subordinates and supervisor, and improving 

organizational performance. On the contrary, poor person-supervisor fit is expected to lead to greater turnover 

intention and lower organizational performance. 

2.7 Moderating Effects of Person-Organizational Fit, Person-Job Fit, Person-Supervisor Fit 

Theoretically, the relationship between attitudes and fit has been explained by saying that when the fit exists, the 

environment provides individuals with an opportunity to fulfill their needs (Arthur, Bell, Villado, & Doverspike, 

2006; Pervin, 1992; Rounds, Dawis, & Lofquist, 1987; Schneider, Kristof-Brown, Goldstein, & Smith, 1997).  In 

this regard, fulfilling the needs of individuals leads to favorable attitudes such as organizational commitment and job 

satisfaction (Arthur, Bell, Villado, & Doverspike, 2006). They suggested that social-psychological theories related to 

similarity in attitudes (Byrne, 1971; Newcomb, 1961) could also be used to express why the fit is recognized to be 

associated with favorable attitudes. In this context, individuals are willing to interact with other people who have 

similar psychological characteristics and the reason is that such interaction reinforces and verifies their own beliefs, 
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affects, and expressed behaviors (Arthur, Bell, Villado, & Doverspike, 2006; Swann, 1987; Swann, Stein-Seroussi, 

& Giesler, 1992). In this regard, a high level of fit provides the opportunities for individuals to interact with similar 

people and results in favorable attitudes, such as organizational commitment and job satisfaction (Arthur, Bell, 

Villado, & Doverspike, 2006). Based on these theories, it is expected that job satisfaction may be improved if 

organizational members fit with their organization, job, and supervisor.  

In addition, the previous research by Klauss & Bass (1982) and Walandari & Burgess (2011) emphasized that 

organizational communication is considered as a predictor of job satisfaction. Therefore, smoother communication 

between organizational members and organizations, jobs and supervisors will enhance their job satisfaction.  

Person-environment fit includes person-organization fit, person-job fit, and person-supervisor fit and so on 

(Redelinghuys & Botha, 2016; Eketu, 2018). A central emphasis in almost every person-environment fit theory is 

that better fit can lead to superior outcomes, such as higher job satisfaction, better work adjustment, superior job 

performance, less stress, greater career success, and a larger likelihood to persist (Chatman, 1989; Dawis & Lofquist, 

1984; French, Caplan, & Harrison, 1982; Holland, 1997; Su, Murdock, & Rounds, 2015). Also, high 

person-environment fit alleviates an individual‟s worries about challenges and threats existing in their career 

environment (Gore & Leuwerke 2000; Jiang, Hu, Wang, & Jiang, 2017). Furthermore, Arthur, Bell, Villado, & 

Doverspike (2006) emphasized that a high level of fit provides the opportunities for individuals to interact with 

similar people. Thus, it is more likely to activate communication between the organizational members with similar 

characteristics in the organization. Therefore, the higher the fitness of organizational members, the stronger is the 

influence of organizational communication on job satisfaction. Accordingly, we propose the following hypotheses: 

H 2: Person-organization fit will improve job satisfaction. 

H 3: Person-job fit will improve job satisfaction. 

H 4: Person-supervisor fit will improve job satisfaction. 

H5: Person-organization fit will moderate the relationship between organizational communication and job 

satisfaction. 

H 6: Person-job fit will moderate the relationship between organizational communication and job satisfaction. 

H7: Person-supervisor fit will moderate the relationship between organizational communication and job satisfaction. 

3. Methodology 

3.1 Sample and Procedures 

The sample consisted of employees who work in a Korean social enterprise. The data for this research was collected 

during the summer of 2018. A total of 160 employees in a Korean social enterprise participated in this research. 16 

questionnaires responded insincerely or inappropriately and were not selected. Finally, a total of 146 questionnaires 

were used in this research. The demographic characteristics of this study are as follows: 76 males (52.1%) and 70 

females (47.9%) participated in the survey. In terms of age, 41 (28.1%) were in their 20s, 41 (28.1%) were in their 

30s, 35 (24.0%) were in their 40s, 29 (19.8%) were over 50. In the regards to their company service, 33 (22.6%) 

participants had worked between 1 ~ 2 years at their current workplace, 30 (20.5%) had worked between 2 ~ 3 years, 

17 (11.6%) had worked for 3 ~ 4 years, 32 (21.9%) had worked between 4 ~ 5 years, and 34 (23.4%) had worked 

more than 5 years. 

3.2 Measures 

Organizational communication was assessed with nine items developed by Jiang & Probst (2014). Sample items 

included “The lines of communication between management and employees are always open.”  

Person-organization fit was assessed with four items developed by Netemeyer, Boles, McKee, & McMurrian (1997). 

Sample items included “I feel that my personal values are a good fit with this organization”. 

Person-job fit was assessed with five items developed by Lauver & Kristof-Brown (2001). Sample items included 

“There is a good match between the requirements of this job and my skills”. 

Person-supervisor fit was assessed with five items developed by Chuang, Shen, & Judge (2016). Sample items 

included “How would you describe the match between your work style and your supervisor‟s work style?” 

In order to measure job satisfaction, this research used job satisfaction following Mossholder, Settoon, & Henagan 

(2005) which included four items. Sample items included “All in all, I am satisfied with my job.” 
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In this research, all the items were measured by a seven point Likert-type scale. Scale anchors of all measurements 

ranged from 1 (completely disagree) to 7 (completely agree). 

4. Results 

First, a confirmatory factor analysis was performed. The results were as follows: For index, the results of an absolute 

fit index showed X2 (p) = 480.123 (.000), X2/df = 1.875, RMSEA=.078, the incremental fit index was CFI = .900, IFI 

= .902, and the parsimonious fit index was PNFI = .692, PGFI = .626. These results show an acceptable fit according 

to Osman, Purwana, & Saptono (2017). Therefore, it can be seen that the validity of the measurement items was 

acceptable. The average variance extraction of all variables were higher than 0.5 (organizational communication 

= .535, person-organization fit = .638, person-job fit = .531, person-supervisor fit = .557, and job satisfaction = .584). 

The composite reliability of all variables were higher than 0.7 (organizational communication = .830, 

person-organization fit = .721, person-job fit = .788, person-supervisor fit = .760, and job satisfaction = .774). These 

results show an acceptable fit according to Lee, Cheung, & Chen (2005). Hence, the results of all indexes were 

acceptable. In addition, all measurements have significant validity. Table 1 displays the results of goodness fit 

model. 

 

Table 1. Results of the goodness of fit model 

 AVE C.R 

Organizational communication .535 .830 

person-organization fit .638 .721 

person-job fit .531 .788 

person-supervisor fit .557 .760 

job satisfaction .584 .774 

Absolute fit indexes X2 (p) = 480.123 (.000), X2/df = 1.875, RMSEA=.078 

Incremental fit indexes CFI = .900, IFI = .902, 

Parsimony adjusted indexes PNFI = .692, PGFI = .626. 

 

Second, the results of correlations, reliability, standard deviations, and means analysis are shown in Table 2. All 

values of Cronbach's Alpha were above .70 (organizational communication = .908, person-organization fit = .836, 

person-job fit = .824, person-supervisor fit = .878, and job satisfaction = .843.). Therefore, the Cronbach's Alpha 

values of this research satisfy the acceptable values suggested by Nunnally (1978). This means that the results show 

high reliability. Also, the results of correlation analysis showed as follows: Organizational communication (r=.753, 

p<.001) was positively associated with job satisfaction, Person-organization fit (r=.656, p<.001), person-job fit 

(r=.422, p<.001), and person-supervisor fit (r=.722, p<.001). Person-organization fit (r=.646, p<.001), person-job fit 

(r=.505, p<.001), and person-supervisor fit (r=.733, p<.001) were all positively associated with job satisfaction. 

 

Table 2. The descriptive statistics, reliability, and correlation analysis 

 Cronbach‟s 

Alpha 
Mean 

Std. 

Deviation 

1 2 3 4 5 

1 .908 4.687 1.093 -     

2 .836 4.619 1.237 .656*** -    

3 .824 5.073 .890 .422*** .491*** -   

4 .878 4.532 1.188 .722*** .615*** .443*** -  

5 .843 4.820 1.061 .753*** .646*** .505*** .733*** - 

1=organizational communication, 2=person-organization fit, 3=person-job fit, 4=person-supervisor fit, 5=job 

satisfaction. 

***=p<.001 **= p<.01 *= p<.05  
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Table 3 displays the moderating effect of person-organization fit on the relationship between organizational 

communication and job satisfaction. Step 1 shows that organizational communication (β=.753, p<.001) had a 

positive influence on job satisfaction. Thus, H1 was accepted. The step 2 shows that person- organization fit (β=.267, 

p<.001) had a positive influence on job satisfaction. Thus, H2 was accepted. And step 3 shows that 

person-organization fit (β=.125, p<.05) positively moderated the relationship between organizational communication 

and job satisfaction. Thus, H5 was accepted. Figure 1 displays the graph of moderating effect for person-organization 

fit. It shows that job satisfaction increases when organizational members experience higher levels of organizational 

communication. Job satisfaction is increased when organizational members have higher person-organization fit 

rather than having lower person-organization fit. 

 

Table 3. The moderating effect of person-organizational fit 

Dependent variable: Job satisfaction 

 

step 1  step 2 step 3 
 

β t β t β t VIF 

Organizational 

communication 
.753*** 13.714 .577*** 8.315 .589*** 8.601 1.764 

Person-organizational fit 
 

.267*** 3.854 .285*** 4.143 1.774 

Interaction 
  

.125* 2.358 1.049 

R2 (Adjusted R2) .566 (.563) .607 (.602) .622 (.614) 
 

⊿R2 (⊿Adjusted R2) - .041 (.039) .015 (.012) 
 

F  188.083*** 110.512*** 77.878*** 
 

***=p<.001 **= p<.01 *= p<.05  

Figure 1. The graph of moderating effect for person-organizational fit 

 

Table 4 displays the moderating effect of person-job fit on the relationship between organizational communication 

and job satisfaction. The step 2 shows that person-job fit (β=.228, p<.001) had a positive influence on job satisfaction. 

Thus, H3 was accepted. Step 3 shows that person-job fit (β=.163, p<.01) positively moderated the relationship 

between organizational communication and job satisfaction. Thus, H6 was accepted. Figure 2 displays the graph of 

moderating effect for person-job fit. It shows that job satisfaction increases when organizational members experience 

higher levels of organizational communication. Job satisfaction is increased more when organizational members 

have higher person-job fit rather than when they have lower person-job fit. 
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Table 4. The moderating effect of person-job fit 

Dependent variable: Job satisfaction 

 

step 1  step 2 step 3 
 

β t β t β t VIF 

Organizational 

communication 
.753*** 13.714 .656*** 11.377 .594*** 9.917 1.385 

Person-job fit 
 

.228*** 3.949 .270*** 4.658 1.293 

Interaction 
  

.163** 2.985 1.148 

R2 (Adjusted R2) .566 (.563) .609 (.604) .632 (.624) 
 

⊿R2 (⊿Adjusted R2) - .043 (.041) .023 (.020) 
 

F  188.083*** 111.368*** 81.321*** 
 

***=p<.001 **= p<.01 *= p<.05  

 

Figure 2. The graph of moderating effect for person-job fit 

 

Table 5 displays the moderating effect of person-supervisor fit on the relationship between organizational 

communication and job satisfaction. Step 2 shows that person-supervisor fit (β=.397, p<.001) had a positive 

influence on job satisfaction. Thus, H4 was accepted. Step 3 shows that person-supervisor fit (β=.111, p<.05) 

positively moderated the relationship between organizational communication and job satisfaction. Thus, H7 was 

accepted. Figure 3 displays the graph of moderating effect for person- supervisor fit. It shows that job satisfaction 

increased when organizational members experienced higher levels of organizational communication. Job satisfaction 

is increased more when organizational members have higher person- supervisor fit rather than they have lower 

person-job fit. 

 

Table 5. The moderating effect of person-supervisor fit 

Dependent variable: Job satisfaction 

 

step 1  step 2 step 3 
 

β t β t β t VIF 

Organizational 

communication 
.753*** 13.714 .466*** 6.438 .460*** 6.431 2.094 
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Person-supervisor fit 
 

.397*** 5.479 .429*** 5.875 2.183 

Interaction 
  

.111* 2.162 1.071 

R2 (Adjusted R2) .566 (.563) .642 (.637) .653 (.646) 
 

⊿R2 (⊿Adjusted R2) 
 

.076 (.074) .011 (.009) 
 

F  188.083*** 128.004*** 89.087*** 
 

***=p<.001 **= p<.01 *= p<.05  

Figure 3. The graph of moderating effect for person-supervisor fit 

 

5. Discussion 

5.1 Conclusion and Research Implications 

The purpose of this research is to improve organizational members' job satisfaction among Korean social enterprises. 

Thus, the relationship of organizational communication to job satisfaction was identified and its influence was also 

verified. According to empirical analysis, it was proven that organizational communication is a factor that can 

improve job satisfaction. Therefore, the study implies that communication among organizational members, 

communication between organizational members and supervisors, and communication between organizational 

members and organizations should be well-provided, and efforts should be made to ensure that communication is 

well developed in Korean social enterprises. In order to increase the impact of organizational communication on job 

satisfaction, we focused on person-organization fit, person-job fit, and person-supervisor fit and verified their roles 

and influence. As the results of the empirical analysis show, all of the types of fitness were found to positively 

moderate the relationship between organizational communication and job satisfaction. In this regard, the moderating 

effect of person-job fit was the strongest among them. Therefore, it suggests that all types of fitness are important for 

Korean social enterprises. Although previous studies on fitness have addressed its importance, this study emphasizes 

the importance of fitness and communication for workers in social enterprises. In Korean social enterprises, members 

should be motivated or trained to utilize the various skills they have and to use them in their work. In addition, it is 

necessary to build an effective relationship between the organizational members and supervisors. Furthermore, 

Korean social enterprise needs efforts to care for the needs and interests of its organizational members.  

5.2 Limitations and Future Directions 

The present research has some limitations that should be noted for future directions. First, this research focused on 

organizational communication as an independent variable to improve job satisfaction. In future research, empirical 

studies should be conducted to examine the positive factors that enhance job satisfaction and the negative factors that 

reduce job satisfaction, and verify their influence. Second, this research focused on the moderating effects of 

person-organization fit, person-job fit, and person-supervisor fit as the ways to improve job satisfaction. Thus, 

studies should be conducted to clarify the mediator variables that can reveal the key causes of job satisfaction in 

future studies. Third, in general, there have been a number of studies on job satisfaction as the outcome variable. 

Future research should focus on performance variables that can be expressed through job satisfaction. 
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