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“Uluslararasi Akademik Yénetim Bilimleri Dergisi (YONBIL)” internet ortaminda
yayimlanan, uluslararasi, hakemli bir yonetim bilimleri dergisidir.

YONBIL'e yénetim bilimleri ve alt disiplinlerine ait olan galismalar kabul ediimektedir.
Derginin yazi dili Turkcedir.

YONBIL gevrimigi bir dergi oldugundan basili sayilari bulunmamaktadir.

Amag

Uluslararasi Akademik Yénetim Bilimleri Dergisi, hakemli uluslararasi bir dergi olup, yonetim
bilimleri alaninda yapilan arastirmalari yayimlama ve bilim insanlarinin hizmetine sunmayi
amaclamaktadir. Dergi; KIS(Subat) ve YAZ(AJustos) donemleri olmak Uzere yilda iki kez
yayimlanmaktadir.

Odak ve Kapsam

Uluslararasi Akademik Yonetim Bilimleri Dergisi, hakemli uluslararasi bir dergi olup, yonetim
bilimleri alaninda yapilan arastirmalari yayimlama ve bilim insanlarinin hizmetine sunmayi
amagclamaktadir. Dergi yonetim bilimleri alaninda tim ¢alismalara yer vermektedir. Kapasam
disindaki galismalar reddedilmektedir.

Degerlendirme Siireci

Uluslararasi Akademik Yoénetim Bilimleri Dergisi'ne yazi géndermek icin yazar(lar), derginin
internet adresine girerek Uye olmalidir.

Yazarlar makalelerini sisteme ylklerken Word belgesinde yazinin bashgdinin altinda yazar adi,
unvani, gorev yaptigi kurum ve kendisine ulasilabilecek e-posta adresi gibi bilgilere yer
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vermemelidirler. Yazarlar hakemlerin gorislerini sistemden takip etmelidir. Yazilarin hangi
akademisyen tarafindan sisteme eklendigi ya da dergiye gonderildidi, sistem ydneticisi
tarafindan gorilmektedir. Bu husus, makaleyi inceleyecek hakemlere daha rahat hareket
imkani taninmasi acisindan énemlidir.

Makale, http://dergipark.gov.triyonbil adresindeki Makale Takip Sistemi araciligiyla, e-posta
adresi ve parolayla girilen kisisel sayfadan génderildikten sonra, ayni sayfadan hakem sureci
takip edilebilir. Bu asamadan sonra, duzeltmelerin yapilmasi icgin, blatin hakemlerden
raporlarin gelmesi beklenmelidir.

Dergiye ulagsan makale dncelikle alan editort tarafindan incelenir ve makalenin dergi yazim
kurallarini tasiyip tagsimadigina bakilir. Derginin yazim kurallarina uymayan makaleler alan
editorl tarafindan hakemlik sureci baslatilmadan geri cevrilir ya da bazi degisiklikler istenebilir.
Yazim kurallarina uygun makaleler ise, alaninda uzman olan en az iki hakeme goénderilir.
Onbes gun igerisinde hakemlerin degerlendirmelerini tamamlayarak raporlarini géndermeleri
beklenir.

Surecin her asamasinda, hakemlerin ve yazarlarin isimlerinin sakli tutuldugu cift-kér hakemlik
sistemi kullaniimaktadir. Hakemler kendilerine gonderilen makaleleri; ¢galismanin orijinalligi,
literatire katkisi, metodoloji, vb. acidan degerlendirirler. Hakemler direkt makaleyi kabul
edebilir, reddedebilir veya yazarlardan duzeltme yapmalarini isteyebilirler. Bir makalenin
yayina kabul edilebilmesi igin, en az iki hakemin olumlu gorus bildirmesi gerekmektedir. Hakem
raporlarindan biri olumlu, digerinin olumsuz olmasi durumunda, yazi Uguncu bir hakeme daha
gonderilir.

Makale iki hakemden “Kabul Raporu” almasi durumunda yayimlanir. Makale iki hakemden
‘Red Raporu” almasi durumunda yayimlanmaz ve makalenin yazar(lari) bilgilendirilir.
Hakemlerin “Dlzeltme Raporu” alinmasi durumunda yazar(lara) istenilen dizeltmeler bildirilir.
Yazar(larin) istenilen dizeltmeleri tamamlayarak makaleyi tekrar sisteme ylklemesi istenir.
Makalenin dluzeltiimis hali hakemlere tekrar geri gonderilir veya kliguk dizeltmeler istenmisse
alan editord, istenilenlerin yerine getirilip getiriimedigini kontrol ederek makaleyi yaqyin
arsivine goénderebilir. Blylk dizeltme raporu verildiyse alan editérl, tekraren ayni hakeme
makaleyi gonderir. “Kabul Raporu” alinmasi durumunda yayin arsivinde siraya alinir. istenilen
ya da beklenilen diizeltmelerin yapilmamasi durumunda makale “Red” edilir.

Yayin Sikhgi
Yilda iki sayi olarak gikarilan dergi SUBAT ve AGUSTOS aylarina yayinlanmaktadr.
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Yayin Kurallari

YONBIL'de hig kimseye farkli bir avantaj saglanmamaktadir.

Dergiye gonderilen ¢calismalar éncelikli olarak editdr onayindan gegcmekte ve sadece onay alan
calismalar ilgili alan hakemlerine goénderim yapilmaktadir. Her calisma iki alan hakemi
tarafindan degerlendirimekte ve onay alan calismalar yayina alinmaktadir. Bir ¢galismanin
sadece iki kez diizeltmesi istenmektedir. iki diizeltme de talep edilen eksiklikler giderilmediyse
calisma otomatik olarak ret edilmektedir.

Dergi igleyisi ve yapilan her tirll islem sistem Uzerinden takip edilmektedir. Tamamen internet
ve web tabanli galisan sistemde her tirlG kayit derginin internet tabaninda kayith tutulmaktadir.

Her sayida yazarin sadece bir calismasina yer verilmektedir. Ayni yazara ait (birden ¢ok yazarli
olsa dahi) birden fazla galisma gelecek sayilarda yayinlanmak Uzere siraya alinmaktadir.

YONBIL'de tiim alintilanmalar APA 5 sistemi ile yapiimaktadir.

YONBIL'de yayin telif hakki sdzlesmesi kullanilmamaktadir. Yayinlanan tiim makalelerin yayin
hakki YONBIL'e aittir. Yazarlar, yayimlanmak iizere kabul edilen makalelerinin yayim
haklarinin YONBIL dergisine devrini kabul etmig sayilirlar. Yayimlanan makaleler igin yazara
telif Gcreti 6denmez.

YONBIL'e génderilen yayinlar daha énce bir baska dergiye génderilmemis olmali, ret ya da
ayni anda farkh dergilerde degderlendirmede bulunmamalidir.

Dergi editérleri, higbir kosul ve sarta bagl olmaksizin dergiye gelen calismalari hakem
surecine almadan ret etme hakkina tek tarafli olarak sahiptir. Bu durumda yazar ya da yazarlar
bir hak iddiasinda bulunamazlar.

YONBIL'de degerlendirilen yayinlarin hangi hakem veya hakemler tarafindan degerlendirildigi
konusunda yazar ya da yazarlar bilgi sahibi olamaz. Bu konuda bilgi talebinde bulunamaz.

Gelen yayinlarin degerlendirme slreci 1-3 aydir. Fakat degerlendirmede olusabilecek sorunlar
nedeni ile bu durum uzayabilmektedir.

Bilimsel icerik icermeyen ve bilime yenilik kazandirmayan hicbir ¢calisma YONBIL'de kabul
gérmemektedir. Bu tip calismalara yer verilimemektedir.

Yayimlanan g¢alismanin bilimsel ve hukuki her tirli sorumlulugu yazarina ya da yazarlarina
aittir.

Dergiye caligmalarini gdnderen tum yazar ya da yazarlar bu kogullar kabul etmis sayilirlar.

~ 1~
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Acik Erigsim Politikasi

YONBIL yayinlanma ile birlikte agik erisim saglama politikasini benimsemistir. Acik erigim
bilginin kiiresel degisimini artirarak insanlik igin yararl sonugclar dogurmaktadir. YONBIL ayni
zamanda 12 Eylual 2012 tarihinde kabul edilen Budapeste Agik Erisim Girigimi'ni
desteklemektedir. Bu baglamda dergi yayin kurulu tarafindan benimsenmis olan acik erigim
politikalari su adreste yer almaktadir:
http://www.budapestopenaccessinitiative.org/boai-10-translations/turkish-translation

YONBIL de yayinlanan tim makaleler "Creative Commons Alinti 4.0 Uluslararasi Lisansi" ile
lisanslanmigtir. Bu lisans; yayinlanan tim makaleleri, veri setlerini, grafik ve ekleri kaynak
gOstermek sartiyla veri madenciligi uygulamalarinda, arama motorlarinda, web sitelerinde,
bloglarda ve diger tim platformlarda ¢ogaltma, paylasma ve yayma hakki tanir. Agik erisim
disiplinler arasi iletisimi kolaylastiran, farkh disiplinlerin birbirleriyle ¢calisabilmesini tesvik eden
bir yaklagimdir. YONBIL bu dogrultuda makalelerine daha ¢ok erisim ve daha seffaf bir
degerlendirme siireci sunarak kendi alanina katma deger saglamaktadir.

YONBIL, agik erisim saglama politikasi kapsaminda kiitiiphanelerin dergi icerigini kiitiiphane
katalog kayitlarina almalarini 6nermektedir.

~iv~
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YONBIL asagidaki veri tabanlarinca taranmakta ve indekslenmektedir:

Google DergiPark

akademik AKADEMIK
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Yayinci

YUKSEKBILGILI EGITIM ve DANISMANLIK LTD. STi.

Bas Editor
Dr. Ogr. Uyesi Zeki YUKSEKBILGILI / Nisantas! Universitesi

Yayin ve Editoérler Kurulu
Dr. Ogr. Uyesi Ali OZCAN / Nigantasi Universitesi
Dr. Ogr. Uyesi Serkan AKGUN / Kent Universitesi
Dog. Dr. Giilbeniz AKDUMAN / istanbul Bilgi Universitesi

Bilim Kurulu
Prof. Dr. Anarkil URDALETOVA / Kirgizistan-Tlrkiye Manas Universitesi
Prof. Dr. Asim SALDAMLI. / Mardin Artuklu Universitesi
Prof. Dr. Can BILGILI / Hasan Kalyoncu Universitesi
Prof.Dr. Cusup PIRIMBAYEV / Kirgizistan-Tirkiye Manas Universitesi
Prof. Dr. Reyhan Aysen WOLFF / Giresun Universitesi
Prof. Dr. Bayram KAYA / Giresun Universitesi
Prof. Dr. Celaleddin Serinkan / Pamukkale Universitesi
Prof. Dr. David SCHWARTZ / Jerusalem University
Prof. Dr. Derman KUCUKALTAN / istanbul Arel Universitesi
Prof. Dr. Fatih BAYRAM / Karabiik Universitesi
Prof. Dr. Gerhard BERCTOLD / Universidad Azteca
Prof. Dr. Gershon TENENBAUM / Florida State University
Prof. Dr. Hasan AYYILDIZ / Karadeniz Teknik Universitesi
Prof. Dr. Hasan TUTAR / Sakarya Universitesi
Prof. Dr. Hiiseyin Abdirrahim KANIBIR / Nisantasi Universitesi
Prof. Dr. Hiseyin OZGUR / Pamukkale Universitesi
Prof. Dr. Nazmiye ERDOGAN / Baskent Universitesi
Prof. Dr. Yusuf KARACA / Afyon Kocatepe Universitesi

~Vi~



5

Uluslararasi Akademik
Yonetim Bilimleri
Dergisi

Dog. Dr. Ahmet Mutlu AKYUZ / Giimiishane Universitesi
Doc.Dr. Asli YURDIGUL / Kirgizistan-Tirkiye Manas Universitesi
Doc. Dr. Bahar GURDIN / Adnan Menderes Universitesi
Dog. Dr. Burak MiL / istanbul Arel Universitesi
Dog. Dr. Ferudun KAYA / Abant izzet Baysal Universitesi
Dog. Dr. Giilbeniz AKDUMAN / istanbul Bilgi Universitesi
Dog. Dr. Hakan ALTIN / Aksaray Universitesi
Dog. Dr. Hanifi Murat MUTLU / Gaziantep Universitesi
Dog. Dr. ibrahim CETIN / Akdeniz Universitesi
Dog. Dr. Kazim Ozan OZER / Kent Universitesi
Dog. Dr. Mustafa KESEN / Adnan Menderes Universitesi
Dog. Dr. Nermin KiSi / Biilent Ecevit Universitesi
Dog. Dr. Serpi KESTANE / Dokuz Eylil Universitesi
Dog. Dr. Sevinc KASIMOVA / Baku Devlet Universitesi
Dog. Dr. Sule YUKSEL OZMEN / Karadeniz Teknik Universitesi
Dog. Dr. Volkan YAKIN / Bolu Abant izzet Baysal Universitesi
Dog. Dr. Yusuf DINC / istanbul Sabahattin Zaim Universitesi
Dog. Dr. Zeynep HATIPOGLU / istanbul Arel Universitesi
Yard. Dog. Dr. Azamat MAKSUDUNOV / Kirgizistan-Tlrkiye Manas Universitesi
Yard. Dog. Dr. Mehmet BALYEMEZ / Kibris ilim Universitesi
Dr. Ogr. Uyesi Ali OZCAN / Nigantasi Universitesi
Dr. Ogr. Uyesi Altay ilkan AKTURK / istanbul Aydin Universitesi
Dr. Ogr. Uyesi Aynur ACER / istanbul Arel Universitesi
Dr. Ogr. Uyesi Ayse Aslt HONCA./ Kastamonu Universitesi
Dr. Ogr. Uyesi Beyza ERER / Selguk Universitesi
Dr. Ogr. Uyesi Biilent DEMIR / istanbul Arel Universitesi
Dr. Ogr. Uyesi Cem KARABAL / Beykent Universitesi
Dr. Ogr. Uyesi Erdal SEN / Dogus Universitesi
Dr. Ogr. Uyesi Erdem AKKAN / Mersin Universitesi
Dr. Ogr. Uyesi Esra Sena TURKO / Erzurum Teknik Universitesi

~ Vii ~



= Uluslararasi Akademik
Ii’xl Yénetim Bilimleri
Dergisi

Dr. Ogr. Uyesi Gencay KARAKAYA / istanbul Ticaret Universitesi
Dr. Ogr. Uyesi Gézde MERT / Nisantasi Universitesi
Dr. Ogr. Uyesi Gunay YESILBAS / Nisantasi Universitesi
Dr. Ogr. Uyesi Hazar DORDUNCU / Nisantasi Universitesi
Dr. Ogr. Uyesi Hiillya BULUT / istanbul Arel Universitesi
Dr. Ogr. Uyesi ismet Bihter KARAGOZ / istanbul Geligim Universitesi
Dr. Ogr. Uyesi Kamil KANIPEK / Yakin Dogu Universitesi
Dr. Ogr. Uyesi Mustafa Sami MENCET / Akdeniz Universitesi
Dr. Ogr. Uyesi Necla DONMEZ USTA / Giresun Universitesi
Dr. Ogr. Uyesi Nihat Onur ASIKOGLU / Afyon Kocatepe Universitesi
Dr. Ogr. Uyesi Olca SEZEN DOGANCILI / Sinop Universitesi
Dr. Ogr. Uyesi Sedat BASTUG / iskenderun Teknik Universitesi
Dr. Ogr. Uyesi Serkan AKGUN / Kent Universitesi
Dr. Ogr. Uyesi Sezen BOZYIGIT / Mersin Universitesi
Dr. Ogr. Uyesi Shalala RAMAZANOVA / Ardahan Universitesi
Dr. Ogr. Uyesi Sukran OKTEM / Baskent Universitesi
Dr. Ogr. Uyesi Sureyya YILMAZ / Uskidar Universitesi
Dr. Ogr. Uyesi Tolga GOK / Kirgizistan-Turkiye Manas Universitesi
Dr. Erin HILL / Aston American University
Dr. Ferhat OZBAY / Siileyman Demirel Universitesi
Dr. Habibe AKSIT / istanbul Kiiltiir Universitesi
Dr. Kamil KANIPEK / Girne Amerikan Universitesi
Dr. Vladimir KURYAKQV, Los Angeles International University
Ogr. Gor. Dr. Osman KARACAN / Kastamonu Universites
Ogr.Gor. Deniz SONMEZ / Medipol Universitesi
Ars. Gér. Duygu DEMIROL DUYAR / Sakarya Universitesi
Ars. Gor. Fatma Selin SAK / Necmettin Erbakan Universitesi
Ars. Gér. Tugge Ezgi SOYALTIN / istanbul Kiiltiir Universitesi
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Degerlendirme Siireci

Uluslararasi Akademik Yoénetim Bilimleri Dergisi'ne yazi gondermek igin yazar(lar), derginin
internet adresine girerek Uye olmalidir.

Uluslararasi Akademik Yonetim Bilimleri Dergisi'nde yazarlarlardan yayin icin hicbir sekilde
Ucret talep edilmemektedir.

Yazarlar makalelerini sisteme yuklerken Word belgesinde yazinin basliginin altinda yazar adi,
unvani, gorev yaptigi kurum ve kendisine ulagilabilecek e-posta adresi gibi bilgilere yer
vermemelidirler. Yazarlar hakemlerin goruglerini sistemden takip etmelidir. Yazilarin hangi
akademisyen tarafindan sisteme eklendigi ya da dergiye gonderildigi, sistem yoneticisi
tarafindan goérilmektedir. Bu husus, makaleyi inceleyecek hakemlere daha rahat hareket
imkani taninmasi agisindan énemlidir.

Makale, http://dergipark.gov.tr/yonbil adresindeki Makale Takip Sistemi araciligiyla, e-posta
adresi ve parolayla girilen kisisel sayfadan génderildikten sonra, ayni sayfadan hakem sireci
takip edilebilir. Bu asamadan sonra, dizeltmelerin yapilmasi igin, bitin hakemlerden
raporlarin gelmesi beklenmelidir.

Dergiye ulagsan makale dncelikle alan editéri tarafindan incelenir ve makalenin dergi yazim
kurallarini tasiyip tagsimadigina bakilr. Derginin yazim kurallarina uymayan makaleler alan
editoru tarafindan hakemlik sireci baslatiimadan geri cevrilir ya da bazi degigiklikler istenebilir.
Yazim kurallarina uygun makaleler ise, alaninda uzman olan en az iki hakeme goénderilir.
Onbes gun icerisinde hakemlerin degerlendirmelerini tamamlayarak raporlarini géndermeleri
beklenir.

Sirecin her agamasinda, hakemlerin ve yazarlarin isimlerinin sakli tutuldugu cift-kor hakemlik
sistemi kullaniimaktadir. Hakemler kendilerine génderilen makaleleri; ¢alismanin orijinalligi,
literatlire katkisi, metodoloji, vb. agidan degerlendirirler. Hakemler direkt makaleyi kabul
edebilir, reddedebilir veya yazarlardan duzeltme yapmalarini isteyebilirler. Bir makalenin
yayina kabul edilebilmesi igin, en az iki hakemin olumlu goéris bildirmesi gerekmektedir. Hakem
raporlarindan biri olumlu, digerinin olumsuz olmasi durumunda, yazi ti¢incu bir hakeme daha
gOnderilir.

Makale iki hakemden “Kabul Raporu” almasi durumunda yayimlanir. Makale iki hakemden
‘Red Raporu” almasi durumunda yayimlanmaz ve makalenin yazar(lar) bilgilendirilir.
Hakemlerin “DlUzeltme Raporu” alinmasi durumunda yazar(lara) istenilen duzeltmeler bildirilir.
Yazar(larin) istenilen diizeltmeleri tamamlayarak makaleyi tekrar sisteme yuklemesi istenir.
Makalenin duzeltilmis hali hakemlere tekrar geri gonderilir veya kiiglk dizeltmeler istenmigse
alan editoru, istenilenlerin yerine getirilip getirilmedigini kontrol ederek makaleyi yaqyin
arsivine gonderebilir. BluyUk duzeltme raporu verildiyse alan editéru, tekraren ayni hakeme
makaleyi génderir. “Kabul Raporu” alinmasi durumunda yayin arsivinde siraya alinir. istenilen
ya da beklenilen dizeltmelerin yapilmamasi durumunda makale “Red” edilir.

~ix~
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Yazim Kurallan

YONBIL'e génderilecek olan makaleler asagidaki kurallara gére hazirlanmalidir;
1. Yazilarda sayfa numarasi, Ust bilgi ve alt bilgi gibi ayrintilara yer veriimemelidir.
2. Yazi tipi olarak TIMES NEW ROMAN kullaniimalidir.

3. Makale igerisindeki basliklarin her bir kelimesinin sadece ilk harfleri blytk yazilmali, baska
hi¢bir bicimlendirmeye, yer verilmemelidir.

4. imla ve noktalama agisindan, makalenin ya da konunun zorunlu kildi§i ézel durumlar
disinda, Tark Dil Kurumunun Imla Kilavuzu esas alinmalidir.

5. Makalelerde Tirkce ve ingilizce baslikla, 6z ve anahtar kelimeler bulunmaldir. Metin
icerisinde girig, teorik temel bulgular ve sonug kismi bulunmalidir. (Ampirik calismalarda)

6. Tablolarda baslik Ust kisimda ve tablo basliginin harfleri baylk olmalidir. Sekillerde ise,
baslik seklin altinda yer almalidir ve 12 puntoyla yazilmalidir.

7. Makalelerde yapilan atif sistemlerinde APA sistemi kullaniimalidir. Kaynak gésterme metin
icinde (Soyad, Yil: s. No) seklinde olmalidir. Her makalenin sonunda mutlaka kaynakga
bulunmak zorundadir. Kaynakg¢ada ise, (Soyad, A. (2015). Xxxx Xxxx Xxxx. Sehir: Yayinevi.)
seklinde olmalidir. Kaynakga soyada gore alfabetik siraya gore konmaldir. Kaynakgada ilk
harfler blyuk olmadir.

8. Yazilar, Microsoft Word programinda yazimali ve sayfa yapilari asagidaki gibi
duzenlenmelidir:

Kagit Boyutu: A4 Dikey

Ust Kenar Bosluk: 2,5 cm

Alt Kenar Bosluk: 2,5 cm

Sol Kenar Bosluk: 2,5 cm

Sag Kenar Bosluk: 2,5 cm

Yazi Tipi: Times News Roman
Yazi Tipi Stili: Normal

Boyutu (normal metin): 12
Kaynakga: 10 punto ve tek aralik
Satir Arahigi: 1 (tek aralik)

Tablolar: 10 punto ve tek aralik
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Kaynakc¢ada Yazim Kurallari:

Kaynakg¢ada ayni yazarin ¢ok sayida kaynagi varsa, kaynaklar eskiden yeni tarihe dogru
siralanarak yazilir. Ayni tarihli kaynaklarda harf ile siralama yapilir. Ornegin: 2000a, 2000b.

Dergilerin varsa DOI numaralari yazilir.

Ornegin:

Anderson, A. K. (2005). Affective Influences on the Attentional Dynamics Supporting
Awareness. Journal of Experimental Psychology: General, 154, 258-281. DOI:10.1037/0096-

3445.134.2.258 Yoksa url numaralari yazilir. Ornegin: Fe:Feminist elestiri dergisi url'si.
http://cins.ankara.edu.tr/cansun.html

Klasik eserlerin (Marx, Freud gibi) 6zgun tarihleri biliniyorsa kaynagin sonunda su sekilde
verilir: (Ozglin eser 1846 tarihlidir)

Ayni soyadli yazarlardan, yayini daha eski tarihli olsa bile adinin ilk harfi alfabetik olarak énce
gelen kaynakcada énce belirtilir. Ornegin: Koker, E. (1998). Politikanin iletisimi iletigimin
Politikasi, Ankara: Vadi. Kéker, L. (2007). Hukuk Reformlari Siirecinde Tirkiye'nin insan
Haklari Sorunu. insan Haklari Haberciligi, (derl.) Sevda Alankus, istanbul: IPS Vakfi.

Cok yazarh kitap

Abisel, N., Arslan, U.T., Behgetogullari, P., Karadogan, A., Oztiirk, S.R. & Ulusay, N. (2005).
Cok Tuhaf Cok Tanidik. istanbul: Metis.

Editorlu kitap

Ozbek, M. (Ed.) (2005). Kamusal Alan. istanbul: Hil. Editérli kitapta bélim Kejanloglu, B.
(2005). Medya Calismalarinda Kamusal Alan Kavrami. Meral Ozbek (Ed.), Kamusal Alan
icinde (s. 689-713). istanbul: Hil.
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Etik Kurallar
Yazarlar

Gonderilen makalenin  akademik alanlara katki sunacak nitelikte olmasi yazarin
sorumlulugundadir.

Calismalarin 6zgun olmasi ve arastirmaya dayall olmasi gerekmektedir.

Her ne kadar intihal taramasi dergi tarafindan yapilacaksa da akademik onursuzluk olan
intihalin sonuglari tamamen yazara yonelecektir.

Makale ayni anda farkli dergilere goénderilmemelidir ve daha o6nce baska bir dergiye
gonderilmis olmamalidir.

Makalede ismi yazilacak olan diger yazarlarin arastirmaya katki sagladigindan emin
olunmaldir. Akademik katkisi olmayan Kigilerin ilave yazar olarak gosterilmesi veya katki sirasi
gbzetilmeksizin, unvan, yas ve cinsiyet gibi bilimdisi dlgutlerle yazar siralamasi yapiimasi bilim
etigine aykiridir.

Dergiye makale gonderen yazarlarin derginin yayim ve yazim ilkelerini okudugu ve kabul ettigi
varsayllir ve yazarlar bu ilkelerde kendinden beklenenleri taahhit etmis sayiimaktadir.

Atiflar ve kaynakga gosterimi eksiksiz olmalidir.

Yazarlar, Yuksekogretim Kurulu’nca da belirtilen Bilimsel Arastirma ve Yayin Etigi Yonergesi'ni
dikkate almalidir.

Hakemler

Hakemler dergide yayimlanacak makalenin akademik kalitesinin en temel tespit edicisi
olduklarinin bilinciyle davranmali ve akademik kaliteyi arttirma sorumluluguyla degerlendirme
yapmaldir.

Hakemler, yalnizca uygun bir dederlendirmeyi yapmak i¢in gereken uzmanlga sahip olduklari,
kér hakemlik gizliligine riayet edebilecekleri ve makaleye dair detaylari her sekilde gizli
tutabilecekleri makalelerin hakemligini kabul etmelidirler.

Makale inceleme slreci sonrasinda da incelenen makaleye dair herhangi bir bilgi hi¢bir sekilde
baskalariyla paylagiimamaldir.

Hakemler, yalnizca makalelerin igeriginin dogrulugunu ve akademik dl¢Utlere uygunlugunu
degerlendirmelidir. Makalede ortaya konan dislncelerin hakemin dusincelerinden farkli
olmasi dederlendirmeyi etkilememelidir.

Hakem raporlari objektif ve olculi olmalidir. Hakaret iceren, kiiglimseyici ve itham edici
ifadelerden kesinlikle kaginiimalidir.

Hakemler, degerlendirme raporlarinda yizeysel ve muglak ifadelerden kaginmaldir. Sonucu
olumsuz olan de@erlendirmelerde sonucun dayandigi eksik ve kusurlu hususlar somut bir
sekilde gosterilmelidir.
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Hakemler, kendilerine taninan sire icerisinde makaleleri degerlendirmelidir. Sayet
degerlendirme yapmayacaklarsa, makul bir sire igerisinde dergiye bildirmelidirler.

Editorler

Editorler, dergi politikasinda belirtilen ilgili alanlara katki saglayacak makaleleri degerlendirme
surecine kabul etmelidir.

Editorler, kabul veya ret edilen makaleler ile herhangi bir cikar catismasl/iliskisi icinde
olmamaldir.

Editorler bir makaleyi kabul etmek ya da reddetmek igin tim sorumluluda ve yetkiye sahiptir.
Hakemlerin ve yazarlarin isimlerinin kargilikl olarak gizli tutulmasi editérlerin sorumlulugudur.

Yayinlanmak tzere génderilen makalelerin intihal taramasi ve bdylece akademik onursuzlugun
onune gegilmesi igin editorler gerekli cabayi gostermelidir.

Dergiye gdnderilen makalelerin 6n inceleme, hakemlik, diizenleme ve yayinlama sireglerinin
vaktinde ve saglikl bir sekilde tamamlanmasi editérlerin gérevidir.

Editorler dergiye makale kabul ederken akademik kaygi ve dlgttleri dncelemelidir.

Editorler dergiye katkisi olmayan Kisileri yayin kurulu Gyesi veya yardimci editor olarak
gOstermemelidir.
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Abstract

In this study, the updated version of the survey designed to examine the Finnish® national innovation
system has been applied to analyze the manufacturing industry in Osaka, Kyoto, Kobe and Sakai in
the Keihanshin region. The innovation performance of Japan in 2018 has been evaluated by using
the data obtained from the survey. The study has examined the influence of innovation factors on
company performance and searched the amount allocated to R&D expenditures and the effects of
university graduates on the new product through modeling technique and directly referring to
innovation (the percentage of the new product in sales). The data obtained as a result of the survey
in the study; the factors affecting innovation performance were tabulated and interpreted on behalf
of the region. The findings have indicated that big companies are more innovation-oriented. It has
also been concluded that the most significant factors ensuring innovation within the companies are
R&D and the experience of the companies. Moreover, it has been noticed that companies view
know-how as a key in gaining an advantage in competition. After examining the innovation
performance, Least Squares (Least Squares) regression analysis was used under the assumption of
normality since the share of the new product in sales, which is used as an innovation production
function output, is a continuous variable for the model established. Econometric findings show that
human capital and R&D expenditures positively affect the share of new products in sales. The results
of the econometric analysis show that the findings of the model are reliable.

Key Words: Innovation, New Product Development, Manufacturing Industry, Regional
Development, R&D, Human Capital.
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Ozet

Bu makalede, Finlandiya ulusal yenilik sisteminin tespitine yonelik diizenlenen anket formunu temel
alinip gilincellenerek Keihanshin bolgesindeki Osaka, Kyoto, Kobe ve Sakai sehirlerinde imalat
sektoril lizerine uygulanmistir. Anketten elde edilen veriler kullanilarak Japonya’da, 2018 yili
inovasyon performansi degerlendirilmistir. Caligma hem sirketlerin inovasyon faktorlerinin sirket
performansina etkisini incelemekte hem de inovasyona dogrudan atif yaparak (yeni lirliniin satislar
icindeki ylizdesi) Ar-Ge harcamalarina ayrilan pay ile iiniversite mezunlarnin yeni iiriin tizerindeki
etkisini modelleyerek arastirmaktadir. Calismada anket sonucu elde edilen veriler; inovasyon
performansimni etkileyen etmenler, tablolastirilmis ve bdlge adma yorumlanmistir. Elde edilen
bulgular, biiylik sirketlerin daha yenilik¢i olduguna isaret etmektedir. Sirketler i¢in yeniligin
gergeklesmesini saglayan en onemli faktorlerin Ar-Ge ve firma tecriibesi oldugu anlasilmistir.
Ayrica firmalar, know-how’u rekabette avantaj saglamada en dnemli etmen olarak gérmektedir.
Inovasyon performans: incelendikten sonra kurulan model i¢in inovasyon iiretim fonksiyonu ¢iktist
olarak kullanilan satiglarda yeni iiriiniin pay1 siirekli bir degisken oldugu i¢in normallik varsayimi
altinda En Kii¢iik Kareler (EKK) regresyon analizi kullanilmistir. Ekonometrik bulgular, beseri
sermaye ve Ar-Ge harcamalarmnimn satislardaki yeni tirliniin pay: tizerinde pozitif etkisi oldugunu
gostermektedir. Yapilan ekonometrik analiz sonuglart modelin anlamli ve giivenilir oldugunu
gostermektedir.

Anahtar Kelimeler: Inovasyon, Yeni Uriin Gelistirme, Imalat Sanayi, Bélgesel Kalkinma, Ar-Ge,
Beseri Sermaye.

1. Introduction

It is stated that the dynamics of innovation are at the core of the evolution industrial. Also,
innovation is depicted as the new Industrial Revolution. Despite all these, it is also known that
it does not always make up the whole story. It is also stated that there are other factors such as
spillover of knowledge from other sectors of the economy, additional research opportunities
and the factors in basic research (like technological advancements) affecting the competition in
a sector directly (Maurer, 1996: s. 1). It is of crucial importance to know what innovation
symbolizes as output and make evaluations within this scope. In the literature, innovation output
is mainly associated with the patent (Bhattacharya and Bloch, 2004). In this evaluation, the
measurement of innovation output under knowledge production function (KPF) has first been
made by considering the patent acknowledge output by Griliches (1979) and then it has been
applied by Pakes and Griliches (1980) and Jaffe (1986). Moreover, Jaffe (1989) formed the
geographical convergence index of the university and industrial R&D by using this function.
This area has shown significant progress with KPF. It has also been effective in information
dissemination, information overflow, and identification of innovation outputs and performance
analysis of innovation indicators.

The patent is given as an output of information in KPF. Patents don’t represent all innovations,
even if they only serve as a means of protecting the innovation introduced. Some of them show
the invention, but that invention may not turn into an innovation as some types of inventions
cannot be patented. Patent is an intermediary output (Greenhalg and Rogers, 2010: 61). Patent
data can sometimes be misleading since innovation, in economic terms, is not just about having
ideas but applying novel ideas and technologies to make human life better. High patent numbers
do not necessarily mean high levels of innovation (Morck and Yeung, 2001: 7). In this context,
direct reference to innovation will be more effective and will provide accurate innovation
outputs as well as innovation measurement (Acs et al., 1994). This study is intended to measure
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the direct results of innovation, not the knowledge. Therefore, it is essential to know the
definition of innovation to specify the dependent variable in the model that will be developed.

Ozbay (2020: 14) has formulated what innovation refers to by using important innovation and
creativity definitions in the literature after revising them under the process given below.

(A) Creativity: Creative thinking ability (1. Stage) + expertise (kind of knowledge) +
determination and outcome: Invention.

(B) Creativity + converting to production+ inability to earn income or failure (risk) = Learning
(Kind of Knowledge: Know-How + Know-Who).

(C) Creativity/learning + converting to production (commercialization) + earning income =
Innovation.’

This definition seems to be open to improvement. In another definition, Olefirenko and
Shevliuga (2017: 8) discussed the commercialization process of innovation in three stages:

Stage 1. Evaluation and selection of the best innovation generating ideas,

Stage 2. Searching and finding consistent financial support sources for the development of
innovations,

Stage 3. Introduction and implementation of innovative products.

As a result, invention brings something new while innovation is the implementation of the novel
(Kennedy and Thirlwall, 1972: 56; Mohr, 1969: 112; Oguztiirk, 2003; Trott, 2005: 15). Based
on these definitions, it can be concluded that developing and implementing an existing product,
benefiting from an existing product or creating a new product or process and applying it are
required to create innovation. Moreover, gaining profit from these and utilizing them also seem
to be necessary. This is because, even after all development and quality tests, around 40% of
all new products are anticipated to fail at launch. Furthermore, only one of 7 to 10 new product
concepts gain commercial success, and it is also stated that only 13% of the companies can
achieve their annual profit targets of their new product efforts (Cooper, 2017: 1).

In this study, the share (percentage) of the new product in the sales has been taken as the
dependent variable. In this context, it is beneficial to call the model established as an innovation
production model rather than KPF. Furthermore, there are lots of innovation-oriented studies
on the new product and development of the new product (Bouncken et al., 2018; Cooper, 2019;
Roper et al., 2008). In these studies, it is known that the new product is used as a performance
tool and has a room for research on innovation culture (Michaelis et al., 2018). Based on
innovation definitions, it can be concluded that we need to check the sales rate of a product to
see if a new product development or an invention has turned into innovation. It is observed that
the percentage of the new product in sales is used as dependent variable in the studies on
innovation or new product development (Leiponen, 2005; Leiponen and Helfat, 2010; Love et
al., 2011; Roper et al., 2016). In the literature, moreover, it is claimed that studies on success

& Know-How: It refers to technical knowledge and capacity and it is briefly defined as experience, and learned knowledge. Know-Who: It
refers to who knows what and what he should do.

"A: It can also be the definition of a scientist. Here what distinguishes an entrepreneur from a scientist is his adapting the existing invention to
commerce. An entrepreneur might come up with new inventions. From this aspect, an entrepreneur can be considered a scientist. Items B and
C can be seen as a systematic definition of an entrepreneur. A+B+C, on the other hand, can be regarded as the most systematic and

comprehensive definition of the innovation and innovation process (Ozbay, 2020: s. 14).

3
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factors of new products and new NPD implementations should continue since product renewal
is essential for the welfare of a business and the keys of success of innovation are still not clear
(Cooper, 2019: 11).

In this study, human capital (the number of university graduates in the workplace) and R&D
expenses have been taken as independent variables. Human capital has been used because
human resources are essential in R&D (Kim et al., 2018). It is emphasized that the use of human
resources in innovation is an important measurement tool in input (R&D) and output
(innovation result) relation (Almeida et al., 2019: 473). It is claimed that companies benefit
from innovation less without sufficient skills as they lack subsidiary skills and absorptive
capacity. Moreover, it is stated that high technical skills are complementary to R&D
collaboration and product or process innovation. Human capital, therefore, can be regarded as
a facilitating factor in profitable innovation (Leiponen, 2005). Human capital plays an important
role in knowledge and innovation development, and it provides many profits for countries in
several areas (Ozbay, 2020). Also, human capital, which is quantified with academic success
determines the innovation speed of a country (Morck & Yeung, 2001: 53). In literature, it is
emphasized human capital is essential for innovative companies to have continuous competitive
power and guarantee their market share (Kim et al., 2018). In literature, it is said that R&D is
the main variable in determining innovation output, and companies commonly use it for
innovation investment (Greenhalg & Rogers, 2010: 59; Morck & Yeung, 2001: 7; Pakes &
Griliches, 1980).

In this study also other innovation factors such as patent rights, in-house R&D, external R&D,
know-how, cooperation between university and industry, business size, method variety and how
organizational structure affects a company’s innovation performance are investigated. As a
result, the study analyzes both the influence of innovation factors of companies on their
performances and the budget allocated to R&D expenses, as well as the effect of university
graduates on the new product.

The limitation of the study is that the determining variable is thought to reflect the overall
outcome of product renewal rather than that of innovation. Innovation activity studies generally
distinguish between product and process innovation (Leiponen And Helfat, 2010: 225). This
study partly represents process innovation. Another limitation of the study is the questionnaire
part. In order to measure innovation performance of manufacturing industry in Keihanshin,
Japan®, face-to-face questionnaires were conducted on 53 medium-sized manufacturing
companies selected in this region in the first half of 2018. Since 10 of these questionnaires were
incomplete or erroneous (such as absence of variables subject to analysis), they could not be
used in the study. Furthermore, conducting another survey in this area has been seen as the
limitation of the study due to pandemic conditions and the financial burden it would bring. As
a result, 43 companies, including 39 manufacturing and 4 service sectors, have been subject to
the study.

This study is based on survey data from Keihanshin. The study seeks to answer two critical
questions for the region. First question: what is the innovation performance of the region?
Moreover, how does it differ from the literature? The second question of the study is what effect

8Keihanshin Region; Osaka, Kyoto, Kobe and Sakai. This region covers 4 big metropolitan cities in Japan.
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does the innovation production function, human capital, and R&D expenditures have on
innovation? In this context for the first question, the study's data obtained from the
questionnaire were tabulated and discussed the results with the literature. In this regard,
innovation factors and components such as patent rights, internal R&D, external R&D, know-
how, university-industry cooperation, business size, method diversity and how organizational
structure affects a company's innovation performance were examined. The innovation
production function, which reflects the innovation output best, has been established for the
second question.

2. Evaluation of Innovation Performance of Keihanshin Region in Japan and Comparison
with Literature

It is observed that innovation studies of manufacturing companies do not only affect themselves
and all other companies but also they boost the competitive environment. One of the new
approaches in competition is innovation competition. The fact that innovation has become a
competitive instrument has highlighted the importance of the factors affecting innovation
(Batmaz and Ozcan, 2008). In this part, the innovation factors of the companies are discussed
and how these factors affect their competitiveness is analyzed. First, the statistics describing
the manufacturing industry in Keihanshin Region in Japan will be given.

The scope of the companies is given in the Table 1 below.
Table 1. Distribution of Scope of Companies

Manufacture 39 0.907
Others (diner, insurance etc.) 4 0.093

The questionnaires conducted in the region show that 90% of the companies are manufacturing
businesses while the rest are in the service sector.

2.1. Companies’ Innovation Strategies, Competitiveness, and Key Factors for Innovation
Realization

One of the most important innovation strategies of the companies in manufacturing industry is
to increase service/production quality and their market share and to decrease manufacturing
expenses (Sirilli and Evangelista, 1998). As a result of the studies on the manufacturing
industry, it is seen that innovation types and collaborations positively affect the innovation
performance (Giiler and Kanber, 2011). In manufacturing industry, developing stronger links
among companies, government laboratories and universities in the manufacturing industry
increases innovation (Vega-Jurado et al., 2009).

Major technological advancements make the existing knowledge older. Interactive learning
allows companies to increase their know-how knowledge and provide external expertise in
innovation processes through the connections they establish (Doloreux, 2002, 249). However,
such knowledge is difficult to access because it is implied knowledge. At the same time, that
kind of knowledge can be considered one of the keystones for actualizing a product or process
innovation. As a result, know-how cannot be obtained from documented sources and its transfer
requires time and resource investment both by the receiver and the source. This knowledge is
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proprietary, not patented, doesn’t constitute a company-specific trade secret, and requires
noofficial embargo on its transmission. This type of knowledge is subtle (tacit), non-
materialized, and technological, and it is called ‘know-how’. Only direct cost of sharing
knowledge is the opportunity cost of making the transfer to the receiver (Kachra & White, 2008,
426). Another argument is that experience on its own is not sufficient to gain the greatest
benefits from collaboration. In this argument put forward by Simonin (1997), it is stated that
experience must first be internalized, and know-how based on collaboration must be developed in
order to contribute to future collaborative benefits.

On the other hand, the collaboration between companies is discussed under the ‘“open
innovation” theory. Chesbrough (2003) stated that “When we develop our own business model,
we should benefit from intellectual property right of others and buy the intellectual property
right of others. That is because innovation investments involve great risks. Companies should
expand innovation limits by cooperating with other parties and external knowledge sources to
share expenses and ideas.” Benefits of cooperation among companies briefly called as “Open
Innovation” or “Open Business Models” put forward by Chesbrough are as follows
(Chesbrough, 2007: 22):

1-) It enables a company to be more effective in gaining value as well as creating value.

2-) It helps create values by benefiting from more ideas because they involve external concepts.
Besides, it results in gaining more values not only from their own operations but also from other
companies by using the key assets, resources or positions in other companies’ businesses.

Nieto and Santamaria (2006) state that technological collaborative networks are crucial in
achieving a higher innovation degree in innovation. In turn, cooperating with suppliers,
customers or research organizations has a positive effect on innovation while some claim that,
unlike Chesbrough, cooperation between companies or with competitors might have negative
effects.

Know-who and know-how are of crucial significance for companies in innovation performance.
Besides, it is also known that cooperation with university is essential for innovation in external
R&D and patents. From this aspect, the factors affecting innovation performance and realization
of innovation in the Keihanshin Region in Japan have been analyzed based on the literature
Table 2 below shows the factors that make innovation happen in Japan (Keihanshin Region).

Table 2. Factors Ensuring Innovation

Company’s Current In-house Out-house Cooperation with the Patent
Experience R&D R&D university right
Very
important 0.86 0.86 0.07 0.28 0.79
Important 0.02 0.02 0.40 0.40 0.09
Partial
important 0.00 0.00 0.40 0.19 0.00
Unimportant 0.12 0.12 0.14 0.14 0.12

It is understood that the experience of companies and in-house R&D with a rate of 86% are
very significant on the innovations made. The study conducted in this area has also shown that
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the importance of patents comes after these two factors. Another vital factor is the cooperation
between industry and university. External R&D also seems to be a crucial innovation factor for
the region, as expected.

Table 3. What is the most important way of gaining a competitive advantage?

Product Method Reducing The technical Organizational
Innovation Innovation Costs Expertise(Know-How) Structure

Highly 0.77 0.88 0.86 0.98 0.86
important
Important 0.16 0.05 0.12 0.00 0.14
Partially 0.02 0.05 0.02 0.00 0.00
Important

Unimportant 0.05 0.02 0.00 0.02 0.00

According to Japan, the most important way of gaining a competitive advantage is know-how.
Method innovation gains importance as long as cost reduction, organizational structures and
product innovations (Seen Table 3). Table 4 below shows the distribution of these levels of
importance.

Table 4. What is the most effective way of gaining a competitive advantage?

Product Method Reducing The technical Expertise Organizational
Innovation Innovation Costs (Know-How) Structure
Highly
important 0.77 0.88 0.86 0.98 0.86
Important 0.16 0.05 0.12 0.00 0.14
Partially
important 0.02 0.05 0.02 0.00 0.00
Unimpotant 0.05 0.02 0.00 0.02 0.00

In conclusion, organizational structure and know-how are important factors for companies in
gaining competitive advantage. However, the key factors affecting competition and innovation
are not only ones mentioned above. The other important factor affecting innovation
performance is the size of the company. The size of the companies, regional economic
performance and even age are among the other factors used as determinants of innovation
(Avermaete et al., 2003). In this context, the analysis of the effect of size of companies in the
Keihanshin Region in Japan on innovation performance is given below.

2.2. The Effect of Size of Companies on Innovation Performance

The companies with similar sizes might show differences in their activities. They might have
good or poor management resources, and they might be integrated improperly or adequately.
They can be dynamic, static, rigid or flexible, modern or outdated. It is known that the
effectiveness of companies depends on the innovators in a Schumpeterian sense, especially
when they grow. Huge investments made on machines and processes are generally associated
with relatively big companies. A big company that is more complicated than a small company
naturally requires more talent management resources (Harbison, 1956: 367—369). Moreover,
big companies are more innovative in many sectors (Acs and Audretsch, 1988; Audretsch and
Acs, 1991: 744).
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The studies conducted display that only large companies are innovative. In fact, there is no
consensus on this. The latest technological advancements do not only tend to allow economic
production in small-scale plants, but they have also boosted effective competition for old
products by expanding substitution variety (Kamien and Schwartz, 1975: 12). Competitive
strategy, in time, can be affected by technological innovations and technological change, which
is a process called dynamic change. Innovation performance and the technological performance
of the outputs of the company’s innovation performance are represented by new products.
Small-scale firms in the technology industry display a high dynamic innovation performance
(Stock et al., 2002: 537). The firms which can successfully innovate can grow on average about
twice as fast as other comparable firms in the relevant period. Therefore, the rewards of
successful innovation are important, especially for small-scale firms (Mansfield, 1962: 1044).

Meanwhile, big-scale companies tend to have an innovative advantage in industries that are
capital-intensive, concentrated, syndicated and which are manufacturing a differentiated
product. In contrast, small-scale ones are likely to be relatively more advantageous in industries
consisting of large companies which use labor power efficiently and are pretty innovative (Acs
and Audretsch, 1987). It is seen that small-scale firms benefit from external institutions and
resources. It is also observed that the innovative effectiveness of big companies stems from the
existing knowledge sources while it is the location in small-scale ones (Feldman, 1994: 363).
In an innovation research of Kleinknecht, it was concluded that SMEs (small and medium-sized
enterprises) have fewer R&D activities, and there is no significant correlation between the size
and R&D if the observations are limited to enterprises having effective R&D (1989: 215). Akin
and Reyhanoglu (2014)_claim that there is a positive correlation between size and innovation
types, while the innovation does not differ a lot due to the size of enterprises. That the
correlation between innovation expenses and the size of the companies is positive but relatively
weak also justifies this finding. On the other hand, Bhattacharya and Bloch (2004)_found a
positive correlation between size and innovation.

It is clear that this topic will remain controversial in the literature. The main reason behind the
differences in results is the regional difference of the subject of the study. In conclusion, it is
understood that innovation provides a great competitive advantage for small-scale companies.
However, large companies are more advantageous in innovation.

The size of the enterprises in the Keihanshin Region, Japan, was determined by the number of
employees. The staff number of the companies is given in Table 5 below. When companies
were analyzed based on the employee number, we saw that 7 companies have fewer than 50,
27 companies have more than 50 or fewer than 250 personnel, and 8 companies have more than
250 personnel. However, the number of employees of a company operating in the field of health
insurance could not be obtained.
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Table 5. The Employee Number of Enterprises

The Size Enterprise The Share of the New Product Based on the Size of Enterprises (The
Number Average value based on the Size of Enterprises)
Small 8 % 27.00
Enterprises
Medlum—_Slzed 97 % 5211
Enterprises
Large 7 % 62.85

Enterprises

The percentage distribution of employee numbers is shown in Table 6 below. In this context,
it is the medium-sized enterprises with the highest number of employees.

Table 6. Distribution of Staff Number of Enterprises
Number of  Share of New Product in Sales of Businesses by Business Size (By

Business Size Staff Business Size, Average Value)
Small Enterprises 8 % 27.00

Medium-sized

Enterprises 27 % 52.11

Large Enterprises 7 % 62.85

Finally, the share of the new product based on the size of the enterprises is given in Table 6
above. As seen in the graph, as the size of the companies increases, the share of the new product
in sales also increases. As a result, we found a positive correlation between the size and
innovation in the Keishanshin region, Japan.

It is also essential to understand the influence of innovation on the firm itself and rival firms.
Therefore, it will be beneficial to see the creative destruction theory of Schumpeter (1934) in
the Keihanshin region, Japan.

2.3. The Influence of Innovation on Rival Firms

For this purpose, it was aimed to determine whether the firms kept the existing strategy, resorted
to innovation, decreased the prices or observed any creative destruction effect of the innovation
as a result of innovation of rival firms through questionnaires. The percentage of the results of
these questions is given in Table 7 below.

Table 7. The Pie Chart of the Influence on Innovation on Rival Firms

Yes No

Continued the current strategy 2 41
Orientation to innovation 12 31
Towards a price reduction 8 35
Withdrawal from the market 0 43
Others 7 36

It is known that innovations contribute to social welfare in the long run even though they
provide a monopoly right at first if the intellectual property right is acquired. It is even obvious
that if the innovation results in a decrease in the costs, consumer welfare increases (Greenhalg
and Rogers, 2010: 33). While more competition brings faster technological changes, rapidly
advancing technology and expanding application potentials will attract more participants
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(Utterback and Suarez, 1993: 1). As seen in Table 7, the most common reaction of the firms
with 41% is that companies tend to innovate against the innovations made. In this context, it is
seen that innovation provides the firms with the opportunity to attempt to increase the total
welfare. That 28% of the firms tend to go for a reduction in the prices is a positive reaction for
the customers. The absence of a withdrawal from the market indicates that there is no radical
innovation or creative destruction effect of an innovation. Moreover, 7% of firms didn’t even
change their strategies.

2.4. The Size of the Innovation and Its Influence on the Firm Itself
The size of the innovations of the companies studied is shown in Table 8 below.

Table 8. The Size of the Innovation

Innovation in Regional Market 0.21
Innovation in Country Market 0.44
Innovation in World market 0.35

While 44% of the innovations made are nationwide, 35% are worldwide, and the rest is regional
innovations.

Table 9. The Effects of Innovation on the Firm

Yes No

Entering new markets 22 21
To increase market share 37 5
Reduce costs 32 10
Create image 4 39
Others 0 43

It is seen that the innovations made caused 39% of the companies to increase their market share,
34% of them to reduce their costs and 23% to operate in new markets. Moreover, they enabled
4% of the companies to gain a new image (seen in Table 9).

3. Data and Methodology

3.1. Data and Model

The study entitled "The Role of Innovation in Regional Development and an Implementation
on Lakes Region™ was accepted as a Ph.D. A thesis by Istanbul University Social Sciences
Institute in 2003 was utilized for the questionnaire used in this study. The original form of this
questionnaire was adapted according to Finnish Innovation System Criteria. This questionnaire
was revised based on current developments. Moreover, some inappropriate questions for Japan
were removed as this study was conducted in Japan, and new questions thought to reflect better
today's institutional structure were added.

In the study, 43 company managers, 39 of whom from the manufacturing industry and 4 from
other sectors, were surveyed. All of the companies surveyed did R&D practices in the last five
years. In the survey, the effect of R&D expenditures and the number of university graduates
among employees on the share of the new product in sales were analyzed. The variables and
their abbreviations are in Table 10.

10
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Table 10. Variables

Dependent Variable Syup The share of new products in sales
Independent Variable Barap The budget allocated for R&D in the last 5 years
Independent Variable Caumo The rate of university graduates among employees

The model designed for the variables given above is as follows Eq.(1);
syup = o + p(barap)+ y(caumo)+ u 1)

The basic hypothesis of the model is “The more budget for R&D and number of university
graduates in the staff in the last 5 years, the more share of the new product in sales.”
Descriptive statistics of variables are given in Table 11.

Table 11. Descriptive Statistics

R&D SYUP UNIV
Average 6.920930 49.83721 47.16279
Median 6.800000 58.00000 40.00000
Maximum 16.20000 100.0000 100.0000
Minimum 0.000000 0.000000 0.000000
Standard Deviation 3.439031 29.31271 22.43926
Observations 43 43 43

3.2. Methodology and Implementation

Since the variable of the share of the new product in sales used in the study is a continuous
variable, the Least Squares (OLS) regression analysis was used under the assumption of
normality. In the OLS method, which is frequently used for parameter estimation, it is necessary
to check the reliability and the significance of the model's results through diagnostic tests. The
existence of a high positive correlation between independent variables is an indicator of
multiple linear connections. In case of a multiple linear connection problem, the effectiveness
will be lost, and the significance of coefficients will be insecure. To test multiple linear
connection problems, VIF (Variance Inflation Factors) test can be used. The distortion caused
by multiple linear connection problems is the same as the distortion caused by variance (Mert,
2016). The white test is used to prevent the heteroscedasticity problem in cross-sectional data
(Ryan and Doran, 2012). The model needs to be normally distributed with zero mean and
constant variance. Testing normal distribution requires testing normal distribution of residues,
which can be done with the Shapiro-Wilk W test. Ramsey RESET Test can be used to check if
there is a specification error in the model (Mert, 2016: 127-162).

As the variables discussed in the study are expressed in percentages, they were not subjected to
any transformation. Model estimation results made in the Stata application are shown in Table
12.

Tablel2. Model Estimation Results

Dependent Variable syup Coefficient Standard Error t P
Constant 1.16 10.71 0.11 0.915
Barap 3.91 1.07 3.64 0.001
Caumo 0.46 0.16 2.78 0.008
F-Test R? CorrectedR?
Prob. Value: 0.0001 0.37 0.34

Note: indicate statistical significance at levels of 1%, 5%, and 10%respectively.

11
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When the coefficients of the variables are examined according to the table above, it was seen
that the coefficient of the constant term was insignificant while the variables of share allocated
to R&D in the last 5 years and the rate of university graduates among employees was significant.
It was found that around 1% increase in the share allocated to R&D in the last 5 years resulted
in a 3.91% increase in the share of the new product in sales while a 1% increase in the number
of university graduates among employees resulted in a 0.46% increase in the share of the new
product in sales. So, it was concluded that both variables had positive contributions. The next
section includes the analysis made on whether the results given in Table 12 are reliable.

3.2.1. Statistical and Econometric Analysis

In this section, the statistical and econometric analysis of the model will be given. First, within
the scope of statistical analysis, the general significance of the model and the significance of
the parameters will be tested, and then the coefficient of significance will be interpreted. Based
on the econometric analysis, the tests of deviation from hypothesis will be evaluated to interpret
if the model has reliability or not.

3.2.1.1. Statistical Analysis

Whether the model is generally meaningful, in other words, the significance of independent
variables in explaining dependent variables can be tested with F test. For F test, “Hy:a = =
v=0" and “H;: At least one of the parameters is different from 0.

H,: Hypothesis is invalid since for F-test (Prob. Value) = 0001<0.05. It can be said that the
model is 95% meaningful. Independent variables’ explanation level of dependent variables is
meaningful. After this point, individual parameter significance can be tested.

For constant variable, Hy:: a=0 ve H;:: a0.

Since probability value is 0.915 > 0.05, H, hypothesis is valid. It is concluded that constant
parameter is insignificant. The average share allocated for R&D expenses in the last 5 years is
“Hy: =0 ve “Hy: p#0 to test the significance of the independent variable.

Since the probability value is 0.001<0.05, H, hypothesis is invalid, and it is concluded that this
variable is significant. The rate of university graduates among employees is “H,: y=0" and “H;:
v#0” to test the significance of the independent variable. Since the probability value is
0.008<0.05, H, hypothesis is invalid, and it is concluded that this variable is significant.

In the model, even if the significance coefficient (R? value) %37.3 which shows to what extent
dependent variables can be explained by independent variables can be considered low as an
econometric study, it is regarded as sufficient in applied studies that could include cross-
sectional data. In cross-sectional data, the level of explanation of dependent variables by
independent variables is expected to be low based on panel data and T series analysis. Since it
was thought that the variables added to the model will increase the significance coefficient,
corrected significance coefficient is (corrected R?) %34.17. It can be concluded that 34.17% of
dependent variable can be explained by the independent variables in the model.

3.2.1.2. Econometric Analysis
Under econometric analysis, the test results conducted to check the significance and reliability
of the model's results will be evaluated. Whether there are multiple linear connections, variable

12
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variance problems or specification errors in the model and normality test results are given in
Table 13 below.

Table 13. Tests for Deviation from Hypothesis

. . . VIF Max VIF=1.02
Multiple Linear Connection Correlation Coefficient 0.1223
Variable Variance White Test P=0.53>0.05
Breusch-Pagan/Cook-Weisberg Test P=0.39>0.05
Normality Shapiro-Wilk W Test P=0.24>0.05
R Ramsey Reset Test P=0.91>0.05
Specification Error Test Link Test P=0.71>0.05

Note: Indicate statistical significance at levels of 1%, 5%, and 10%respectively.

One of the most critical conditions of regression analysis is the normality assumption. If the
normality assumption is violated, it is thought an incorrect functional form is considered.
Normality assumption is the normal distribution of residues with zero mean and constant
variation. In normal distribution;

H,: The sample is compatible with normal distribution.
H;: The sample is not compatible with normal distribution.

As shown in Table 13, since the probability value of the Shapiro Wilk W Test conducted to test
normality is 0.24 > 0.05, H,, hypothesis is valid. It can be said that the error terms are normally
distributed, and the normality assumption is achieved.

Whether there is multiple linear connection problem or variance inflation factors (VIF) were
tested with VIF test. VIF value can minimum be 1 and the values should be from 1 to 5 to reveal
if there are any multiple linear connection problems. As shown in Table 13, this value was
found as 1.02 and it showed that there is no multiple linear connections problem. Moreover, the
correlation coefficient also gives information about multiple linear connections. That
correlation coefficient value is something small like 0.1223 also shows that there is no multiple
linear connection.

Lots of tests can be done to check if there is a variable variation problem. In the study, variable
variation was tested by White Test and Breusch-Pagan/Cook-Weisberg Test. For variable
variation;

Hy: There is no variable variation
H,: There is variable variation

In Table 13, it is seen that prob value of both tests is bigger than 0.05 and H, hypothesis is
invalid. In this context, it can be said that there is no variable variation problem and constant
variation has been achieved.

Ramsey Rest Test and Link Test were used to reveal if there was a specification error in the
model, in other words, if an independent variable that had to be added to the model was missed
or added unnecessarily. For specification error;

H,: There is no specification error in the model.

13
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H,: There is specification error in the model.

As seen in Table 13 the prob value is bigger than 0.05 for both tests and H, hypothesis is valid.
These results indicate that there is no specification error in the model.

The econometric analysis conducted revealed that the results of the model are significant and
reliable.

4. Results

In this study, the innovation performance of the manufacturing industry in Osaka, Kyoto, Kobe
and Sakai cities inKeihanshin Region was analyzed. In this context, essential innovation factors
such as patent rights, in-house R&D, external R&D, know-how, cooperation between university
and industry, business size, method variety and organizational structure were used to determine
this performance.

It has been concluded that the most critical condition for gaining a competitive advantage is
know-how. Method variety, reduction in costs, organizational structures, and product
innovation also significantly influence this performance. The experience of the enterprises and
in-house R&D has great importance with a 86% rate on the innovations made. In the study done
in this region, it is seen that patent comes after these two factors. Another vital factor is a
cooperation between industry and university.

On the other hand, external R&D does not seem a very influential an innovation factor as
expected. Moreover, as the size of the enterprise increases, the share of the new product
increases as well. It is very crucial for the firms to innovate against the innovations made.

In this aspect, it has been seen that the firms increase the welfare in the market in the long run.
That 28% of the firms go for a reduction in the prices is considered positive for the customers.
The absence of a withdrawal from the market indicates that there is no radical innovation or
creative destruction effect of innovation. Moreover, it has been understood that 7% of firms did
not make alterations in their strategies against innovations made. Finally, the innovations made
have enabled 39% of firms to increase their market share, 34% to decrease their costs and 23%
to enter new markets. In this study, the share of new products in sales has been taken as the
most critical innovation output (Leiponen, 2005; Love et al., 2011; Leiponen and Helfat,
2010; Roper et al., 2016: used it as the dependent variable in their studies). This subject studied
under the title of new product improvement performance is based on the innovation definitions
given in the literature and refers directly to the innovation. In this aspect, this study contributes
to the literature. It is believed that the share of the new product in sales, which is used as
innovation output in Japan, also gives accurate results in the evaluation of innovation input.
Finally, it is concluded that human capital and R&D expenses in this region have a positive and
meaningful effect on innovation output.
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Abstract

The theory of interest has always been a very difficult area in economic literature. However in this
study; “ Interest is an intermediary between debt and return or wealth and return. If interest is
redefined in this meaning, we have to upload it new functions and a new way of usage principles.
The monetary authorities use the interest rate as its instrument of control to stabilize the economy.
The magic word “interest” is a measuring unit and important parameter for economic indicators and
parameters. If the interest rates low in an economy, it is taken as a positive indicator for the economy,
if it is high, it shows the problematic structure of the economy in that specific country. Accordingly,
investors rush for investment or retain from investment. But in the case it is high, there is no
economic stability, no trust in the economy, people are not in welfare and the governments spend
most of their time to offset interest and inflation rates which led by fundamental interest rates. In
this regard, interest is not an economic factor playing role in the only economy but also it plays a
crucial role in the social life of all societies. It is a basic determinant in lending, investing and all
funding operations with different names; nominal interest, compound interest, accruals, ROI, ROE,
IRR, etc... However, without time in all computations, it does not mean a lot. So, in this study, this
great duo will be taken on hand in deep, and their roles in interest- free banking/financing will be
explained. Also, | will try to show the uses and limitations of interest-free applications in guiding
financial decisions in practice. In this paper, | am sincerely interested in introducing a new system
of interest-free banking not as a supplement to the prevalent system of banking but to substitute the
same. But | am not taking the subject on hand from any theological point of view. In the study, there
are two types of interest; positive interest and negative interest. Here | am neutralizing the negative
interest ( credit interest = interest paid) with positive interest( deposit interest = interest yielded).
The study is fully based on this reality.

Key Words: Interest, Interest-free Financing, Finance.

Ozet

Faiz teorisi ekonomik literatiirde herzaman zor bir alan olmustur. Ancak bu ¢aligmada; “faiz” borgla
getiri arasinda, varlikla getiri arasinda bir arag olarak tanimlanmistir. Eger faiz bu anlamada yeniden
tanimlanacaksa, faize bu yeni fonksiyonu yiiklemeli kullanma prensiplerini belirlemeliyiz. Cilinkii
Para Otoritelerince ekonomiyi istikrara kavusturmak i¢in bir ara¢ olarak da kullanilmaktadir. Ayn1
zamanda, bu sihirli kelime “ faiz” ekonomik gosterge ve modeller yonelik bir 6lgii birimidir.
Ekonomide faiz oranlar1 diisiikse, bu durum ekonomide pozitif bir gésterge olarak kabul edilmekte,
eger yiiksekse ilgili ilkede ekonomik yapida problemlerin oldugunu ifade etmektedir. Yatirimcilar
da bu gostergeye gor ilgili lilke piyasalarina girmek i¢in akin etmekte ya da bdylesi piyasalardan
uzak durmayi tercih etmektedirler. Faiz oranmin yiiksek oldugu durumda, ekonomik istikrarmn
olmadig1 gerekgesiyle ekonomiye giivenilmemekte, halk refah icinde degilse hiikiimetler
zamanlarmin ¢ogunu faiz ve enflasyon oranini temel faiz oraniyla dengelemeye ¢aligmaktadirlar.
Bu agidan bakildiginda; faizin sadece ekonomide ¢ok 6nemli rol oynayici oldugu degil, tim
toplumlarin sosyal yasaminda da hayati dnemde bir rol oynayici oldugu goriilmektedir. Faiz,
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borglanma, yatirim ve neredeyse hemen tiim fonlama operasyonlarinda farkl isimlerle anilan temel
faktordiir. Bu isimler; nominal faiz, birlesik faiz, tahakkuklar, yatirimin getirisi, i¢ getiri orani, eldeki
fonlarin getirisi ve daha birgok isimleri saymak miimkiindiir. Fakat su da bir gergektir ki; fonlama
asamasinda eger siire belirtilmemisse faiz tek basma bir sey ifade etmemektedir. Dolayisiyla bu
calismada, faiz ve siire ikilisi “muhtesem ikili” olarak derinlemesine ele alinacak ve faizsiz
finansman kavrami agiklanacaktir. Ayni zamanda faizsiz finansmanin sinirlamalari da bu ¢caligmada
ortaya konulacaktir. Calismada, faizsiz finansmani mevcut bankacilik uygulamalarinin yerine
alternatif bir iglem Onermiyorum. Caligmanm kapsami ancak yeni bir uygalama alani olarak
uluslararas1 boyutta ek bir islem olarak uygulanabilir. Onemle vurgulamak istedigim sudurki;
faizsiz finans konusunu teolojik agidan ele almadigimdir. Caligmada iki tiir faiz ele alimmaktadir.
Mevduatin getirisi olan “pozitif faiz” ve kredinin gotiiriisii olan “negatif faiz”. Burada yapilan,
faizlerin kredi kullanic1 lehine nasil notiirlestirilebildigini, agiklanan sistemin bankacilik, finansman
ve ekonomiye nasil katkilar sagladigmi ortaya koymaktan ibarettir.

Anahtar Kelimeler: Faiz, Faizsiz finansman, Finans.

Introduction

Purpose — The main objective of the paper is to understand the role of Interest in funding and
interest-free financing system. This study aims to find out the answer to the question “is interest-
free financing applicable ?”

Design/methodology/approach — The paper is based on a debatable conceptual pproach. It
provides a longitudinal view of the issue of replacing the interest-based financial system with
an interest-free system by taking the non-religious, socio-economic factors of the country.

Findings — The findings of the paper hold that piecemeal solutions to eliminate interest from
the financial sector of Turkey could never succeed. It concludes that all intellectual, practical,
political, constitutional, and legal efforts undertaken in Turkey to enforce an interest-free
system were not meant in earnest.

Interest institution is not only deep-rooted but also strongly interlinked with other exploitative
tools that are prevalent in the hands of some selected people to keep their control over the
political, economic, and social spheres of Turkey.

Research limitations/implications — The contents of the paper woven around normative and
social disciplines and therefore, it is not possible to devise any statistical model to empirically
test the contribution of these socio-economic factors in a failure of interest-free banking and
finance movement for future research and any identified limitations in the research process.

The practical success of the “so-called interest-free banking” and finance movement in Turkey
could not be materialized unless the state and policy of Turkey are not convinced seriously to
discover the paradigm of their personal and state institutions based on economic principles.

Originality/value — The paper provides a broader perspective on the issue of eliminating interest
from the national economy and financial sector of Turkey. The paper figures out some serious
political, social, and micro, and macroeconomic constraints that should be first sorted out to
pave the way for any viable strategy to succeed in replacing the existing system with risk-
sharing and alternative interest-free mechanisms. The findings of this paper may be useful for
the policymakers, researchers, academicians, financial experts, scholars, bankers, regulators...
This paper may also help all economists to think and debate about an alternative interest-free
economic and financial system to lessen the cost of funds/credits in the economy.
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In this paper, |1 am sincerely interested in introducing a new system of interest-free banking not
as a supplement to the prevalent system of banking but to substitute the same. But | am not
taking the subject on hand from any theological point of view. In the study, there are two types
of interest; positive interest and negative interest. Here | am neutralizing the negative interest
(credit interest = interest paid) with positive interest (deposit interest = interest yielded). The
study is fully based on this reality.

The goal of this study is to give the investor/businessman a broad introduction to the operation,
mechanics, and structure of the financial system in Turkey, emphasizing its institutions,
markets, and instruments. Besides, | suggest a new technique for funding by emphasizing a way
in which investors and managers of financial institutions can adjust their operations to reduce
risk caused by changes in monetary policy and the interest rate environment.

Theoretical Basic Findings:

In participation banking system interests are not used. (Participation Banking: The name was
given to Islamic banks in Turkey.) In this system, banks do not offer a fixed rate of return on
deposits and do not charge interest on loans. According to their operating philosophy, money
is @ medium of exchange and not a commodity, its sale and purchase are prohibited in Islam.
Prohibition of trade for money means that the loaning activity is more integrated with goods
and services. This eventually leads to a linkage between financial flow and productivity.
Therefore, the better integration of loans with goods and services means that the loans will have
a real direct impact (Ergeng and Kaytanci, 2017: 20).

One of the loaning forms of these institutions is the profit and loss sharing system (PLS). In this
system, decisions during loaning are sensitive to the profitability of the investments. Therefore,
the PLS system also makes sure that the resource allocation takes place more effectively (Khan,
1986: 22).

Banking is an important financial intermediary and vital institution in the economic structure
of any country. It mobilizes savings and idle funds in an economy and makes them available to
those who can make better and fuller utilization of the same. In this way, banking affects a re-
allocation of the capital funds (Smith, 1991: 266).

In economic literature, the interest rate is defined as a variable that is created by the supply and
demand intersection of money resources. It is not regarded as a monetary instrument. But it has
a vast capability for re-allocation of resources which can act an important role in the economy
(Benoit, 1986: 78). In other words, banks can decrease the demand for money by increasing
interest rates and increase the supply of deposit sources. Since the monetary expansion
mechanism operates through money circulation between people and commercial banks, hence
all quantitative monetary instruments affect both liquidity and the economy (Bidabad &
Allahyarifard, 2010: 15-16).

As a part of the monetary policy, to control liquidity, monetary authorities sometimes force the
banks to keep a certain percentage of their assets in the form of bonds. The purpose of this
reserve requirement policy is to prevent money expansion through the reduction of free reserves
of banks. (Bidabad, 2004: 28)

The legal reserve rate is known as credit break, is another quantitative monetary instrument. It
has many capabilities in harnessing banking credits. This rate has a vast range of effects on
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liquidity in the economy, therefore, it is considered as an important monetary instrument in
controlling credit facilities through controlling monetary expansion mechanism. (Ben, 2010:
57) With this rate, an obligation is applied to banks that are not interest-bearing. However,
slightly increasing this rate may become costly for banks, since, it blocks some of their
resources in a central bank. (Gurley, 1967: 950-953)

The definition of the term interest in the economic literature has been already broken down into
two parts on a conceptual level. A distinction has been made between the return on the capital
and the 'risk premium' to take care of the risk or uncertainties in recovery and other things. This
distinction implies that conceptually speaking, interest and profit have some resemblance in
that interest includes a reward for risk while profit constitutes a reward for uncertainty.

To a person borrowing money, interest is the penalty paid for consuming income before it is
earned. To a lender, interest is the reward for postponing current consumption until the maturity
of the loan. During the life of a loan contract, borrowers typically make periodic interest
payments to the lender. Upon maturity of the loan, the borrowers repay the same amount of
money borrowed to the lender.

Like other prices, interest rates serve an allocative function in the economy. They allocate funds
between surplus spending units and deficit spending units and between financial markets. For
surplus spending units, the higher rate of interest, the greater the amount of savings in the
economy. For deficit spending units, the higher the yield paid on particular security, the greater
demand for that security but less willing they will be to supply the security. Therefore surplus
spending s want to buy financial claims with the highest returns whereas deficit spending units
want to sell financial claims at the lowest possible interest rate. (Kidwell, Peterson, Blackwell,
1993: 133-134)

On the other hand, participation bank accounts do not bear interest risk and interest-sensitive
instruments were not used by them, for this reason, in crisis periods, participation banks were
not affected by interest fluctuations. Giving an end to their classic banking operations in the
2008 crisis by some banks put forward this adverse impact. (Istar, 2009:73). In participation
banks, profit is the only target. If no profit, no sharing. So participation banks never guaranty
positive returns as profit and never bear risk in their transactions.

Besides, in some cases, the financing operation of participation banks is equity financing, not
debt financing. This is also an important distinction between classical banks and participation
banks. As a result, we see that participation banks do not use “interest” in their financing
techniques (Tunc, 2010: 123).

Business finance concerns the process of investment by firms. It considers two central and
related questions: how firms should choose the investment they make, and how they should
raise the necessary finance: with interest or without interest? Because interest rates can have an
adverse impact on financial decision—making (Uzair, 1976: 247-269). The aim has been to
depict the general structure of the relevant interest rates but in practice detail and minutiatic are
of the essence of the interest system.

Computations:

1 ) Profit sharing computing in a participation bank, a sample calculation: (Ugar, 1992: 227)
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Opening date: 07.10.1992

Value date:  08.10.1992 Opening Unit Value - 113,44346
Maturity Date: 24.11.1992 Closing Unit Value : 113,95875
Unit value difference : Closing Unit Value - Opening Unit Value

113,95875 - 113,44346 = 0,51529

Account value: Capital / Opening Unit Value

3.500.000 / 113,44346 = 30.852,37

Gross Profit % 80 : Account value x Unit value difference
Gross profitoutof % 80 :30.852,37 x 0,5152 = 15.897,92

Gross profit for % 88 : 15.897,92 x 88 /80 = 17.487,71

Computing annual rate over gross profit:
Annual Rate = 17.487,71/47 =372,07 profit per day
372,07 x 365 = 135.808,81 365 profit for 365 days

135.808,81 / 3.500.000 = 0,0388 corresponding annual rate %3,88

2 ) Computing simple interest and compounded interest in a commercial bank,sample
calculation are below (Parasiz, 1994:100):

Simple Interest:

If 1000.-TL is invested today ( at time, t0) at 10% per annum interest, then one year later (t1)
the investor will have 1000 .-TL x ( 1+ .10) = 1100.-TL

Compounded interest:

If he leaves the capital and the interest to earn interest for another year, he will have by the
end of the second year (att2)
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1100 TL x (1 +.10)
= 1100 TLx (1 +.10) x (1 +.10)
= 1100 TLx (1 +.10)2
= 1210-TL

If the investor deposits this amount in bank or invest with 10% per annum interest for ten
years;

1100 TL x (1 +.10)10 =2594.-TL

This process of reinvesting capital and interest to earn interest for another period is called
compounding. We call the outcome of this process the future value of the initial amount,
compounded at a certain rate of interest for a given number of periods.

Symbolically if

FV= Future value

PV= Present value or initial outlay

r = Periodic rate of interest ( expressed as a decimal )

n = number periods for which the sum is invested then FV =PV (1+r)n

External Finance Premium (Li, 2017: 102-121):

. Can be thought of as the margin of intermediation.

. The loan rate is the cost of external funds

. The deposit rate is the opportunity cost of internal funds.

. Alternatively we can think of the internal cost of funds as measured by the safe rate of

return — such as the Market rate
Bank lending channel (Euromoney Publication,1988: 105-106):

If bank credit supply is withdrawn, small businesses incur in costs in trying to secure new
lending.

Closing bank credit increases the external finance premium
Firms dependent on bank financing are constrained by the implicit higher cost of credit.

The Implication of the two channels is that the availability of credit has short-run real output
effects.
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Individuals or firms can take two basic approaches to reduce exposure to interest rate risk. The
first is to hedge interest rate risk. The second is to accurately forecast interest rate movements
(Cook. Hahn, 1990: 3-26).

3) Scenario for interest-free financing,

Assume that;

We will make an investment for ten years, and we need 5.000.000.- TL

We have collateral in the amount of at least 5.000.000.-TL

We apply a bank for 10.000.000.-TL for long term (ten years ) loan for investment
Our real need is 5.000.000.-TL to use in the investment.

We deposit 5.000.000.-TL in a bank for a period of 10 years.

The Nominal Interest rate is 10% annually for the loan,

Compounded Interest rate is 10% annually for the deposit,

For simplicity, we will assume that interest is paid annually on a compounded basis for our time
deposit in the bank.

We will assume that interest is paid annually, in other words, we assume an annual simple
interest basis for the loan amount we received from the bank.

Now, we will assume an investor willing to invest but is not willing to pay interest, or the
investor wishes to compensate the credit interest payment with the interest yield of the deposit
in the bank. The first thing to do is to compensate the positive interest with negative interest.

Again here two parameters will be taken on hand: interest rate;10%, and time; (t10 ) 10 years.
Investment amount : 10.000.000.TL

If 5.000.000.- is invested today ( at time,t10 ) at 10% per annum interest, then ten year later
(t10) the investor will have 5.000.000 .-TL x ( 1+ .10)10 = 12.968.500.-TL

5.000.000.-TL is a time deposit in Bank. Now let us calculate the interest income (negative
(unwanted) income).

5.000.000.-TL x (1 +.10)

5.500.000 TL

5.000.000 TL x (1 +.10)10

12.968.500-TL interst income for ten years.

Invested sum: 5.000.000.- TL

So interest income: = 12.968.500-TL for ten years.
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Table 1
10 year Loan with each year nominal interest payback
. Int. Paid Total Remained
Year Capital Interest % | Amount Capital payment Capital
1 10,000,000 0.10 1,000,000 | 1,000,000 2,000,000 9,000,000
2 10,000,000 0.10 1,000,000 | 1,000,000 4,000,000 8,000,000
3 10,000,000 0.10 1,000,000 | 1,000,000 6,000,000 7,000,000
4 10,000,000 0.10 1,000,000 | 1,000,000 8,000,000 6,000,000
5 10,000,000 0.10 1,000,000 | 1,000,000 | 10,000,000 5,000,000
6 10,000,000 0.10 1,000,000 | 1,000,000 | 12,000,000 4,000,000
7 10,000,000 0.10 1,000,000 | 1,000,000 | 14,000,000 3,000,000
8 10,000,000 0.10 1,000,000 | 1,000,000 | 16,000,000 2,000,000
9 10,000,000 0.10 1,000,000 | 1,000,000 | 18,000,000 1,000,000
10 10,000,000 0.10 1,000,000 | 1,000,000 | 20,000,000 0
Total Interest Total
Paid 10,000,000 | Payment 20,000,000

Here in this table; | have already paid interest in full as 10.000.000.TL. Only capital amount
of 10.000.000.- TL remained to be paid.

Table 2
We used only 5.000.000.-TL out of 10.000.000.- we were accorded.

We deposited the remaining balance of 5.000.000.-TL into a bank with an annual compounded
interest of %12

Year Capital interest % | Interest Amount Int.+ Capital
1 5,000,000 0.12 600,000 5,600,000
2 5,600,000 0.12 672,000 6,272,000
3 6,272,000 0.12 752,640 7,024,640
4 7,024,640 0.12 842,957 7,867,597
5 7,867,597 0.12 944,112 8,811,708
6 8,811,708 0.12 1,057,405 9,869,113
7 9,869,113 0.12 1.184.294 11,053,407
8 11,053,407 0.12 1,326,409 12,379,816
9 12,379,816 0.12 1,485,578 13,865,394
10 13,865,394 0.12 1,663,847 15,529,241

Total interest 10,529,241

Here in this table 2, my deposit in the bank yielded (roughly) 10.000.000.- TL at the end of the
6th year. It means that I am in a position to pay a loan amount of 10.000.000.TL in full.
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However, if | wait for the end of the 10th year, | will have a surplus of 5.529.241.- TL. as
accrued interest as shown below.

When we pay back the 10.000.000.TI loan amount in full,
15.529.241.-TL -10.000.000.-TL = 5.529.241 TL.
The remaining balance of 5.529.241 TL is our profit from the total transaction

On the other hand, if we think that we have already gained some operational benefit over
5.000.000.-TL we used for our business, it does not seem any loss for such a transaction for all
parties.

The interest payment of the Loan is met by the compounded interest of deposit in the bank. So,
it means we have realized interest-free financing/banking. It emerges as new hedging or risk
or debt management technique if it is put in implementation.

Firms having high profitability may use this technique by using financial leverage to reduce
financial risk.(Akgili¢,1998:535)

The most acceptable project is the one that shows the best return potential concerning the
amount invested and a minimum rate of return criterion. This minimum rate is based on the cost
of capital i.e. what the firm pays to acquire more capital. The minimum desired rate is also
known as the required rate of return, hurdle rate, discount rate, cut-off rate, or interest rate.
(Ozeroglu, 2019:58)

In the current financing system, in the first periods of a credit term, only interest payments
were collected, big portions of credit payment were left to later stages. This way of payment
system makes the debtor dependent on the whole loan. In the case debtor wishes to close the
loan earlier, there will be no advantage and benefit for the debtor to pay back the loan earlier.
Most importantly, the current system makes the debtor some sort of slave, threads the debtor
for the liquidation of the collateral the bank took before according the loan.

Conclusion and Benefits of the system;

This system makes many contributions both at micro and macro levels.

At micro level;

Full secure credit (loaning) system: no physical collateral of land, machinery, and others,

All parties win. No loss for businessman, banks, and government,

At macro level,

The more investment will be encouraged by the system,

Since more investment means more employment, the system will contribute to social welfare,

The tax revenues will increase because of the sales of the lands under hypothecs,
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Since the legal reserves will stay in the Central bank for a longer period, a more powerful central
bank will be in operation,

Banks will place the loans easily because the cost of the loan will be lessened,

The more investment as a result of the system will lead to more production, the more production
will cause more export and as result, the coverage ratio will rise,

The current account deficit will be lessened, moreover, the government will have a surplus in
the budget,

The stock exchange market will be deepened by new IPO’s through “collateralized debt
obligation (CDO)”

Secure economic stabilization will attract more foreign direct investment (FDI)

In addition to the above-listed possible benefits, in the case of financing institutions use these
interest rate and term combinations, the below-listed advantages will be obtained.

0 There will be no physical (land) collateral to be taken from the debtor, and so;

0 All lands and buildings under hypothecs will be free and they all can be sold and bought.
So, the government will gain tax income because of their sales. As a result of this, the budget
deficit will be lessened.

0 Legal reserve requirements of banks will be less for a long term deposit, and the cost of
the loan will be cheaper, Dependent on the above fact, interest rate for loans will be relatively
cheaper,

0 No payment of credits will not be subject matter, so it is a risk-free transaction.

0 If the investor/debtor wishes to use short-term credit for a small amount, the positive
difference at the end of the credit term can be given as collateral on a pro-rata basis.

0 Finance institutions can issue securities backed by total positive interest to be gained at
the end of the term, and share the profit with the investor/ debtor since the positive interest
accrued on their behalf. (Gary,1991: 266)

So both party gains here, I mean the positive interest difference might have been securitized
and sold as collateralized debt obligations (CDOs). (A collateralized debt obligation (CDO) is
a complex structured finance product that is backed by a pool of loans and other assets and sold
to institutional investors. A CDO is a particular type of derivative because, as its name implies,
its value is derived from another underlying asset) CDOs were given good credit ratings because
there were mixed in with some well-rated securities such as (accrued) earned interest in the
bank. In addition to these facts; (https://www.investopedia.com, reached ,2021)

. CDOs were held by Hedge Funds, Pension Funds, and Insurance companies

. These were used as collateral against loans extended by the banks to the Hedge Funds
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. As default rates on sub-prime mortgages began to mount up, the banks began to demand
cash or collateral margins.

. So they re-appeared on the bank’s balance sheet. Which increased the capital adequacy
requirements for the banks.

O It will be possible to produce many financial derivatives,

0 Economic stabilization is set up in the country,

In this way, a conceptual and operationally feasible framework can be developed for interest-
free banking. This framework of interest-free banking will not only be according to Islamic
tenets but will also eliminate a conceptual defect in the present-day economic theory.

For this reason, researchers should focus on the issue to make the interest-free system
operational in the economy. In further scientific papers, the issue must be taken on hand from
a broader perspective.

Summary:

Financial instruments must have two main characteristics: (i) non-usury (interest-free) and (ii)
efficiency in an application for monetary policies, finance, and liquidity management of
monetary authorities, government, and financial institutes (including banks and non-banks).

To apply efficient policies through monetary expansion mechanism, financial institutions can
issue interest-free securities and sell them with a face value and without any coupon and with
zero interest rate.

These securities can be bought by commercial, specialized, and those monetary institutes that
have prudential and legal reserves at the central bank. The purchase of these securities will
decrease the monetary base and thereof, liquidity of the economy in the first period and increase
it by the same amount in the second period. These securities can be issued and bought back in
the framework of interest-free treasury bonds by the government or other financial institutions
to perform appropriate fiscal policy. Issuance of these securities by banks and other corporate
entities to use excess balances of other entities does not affect the liquidity of the economy and
can be used as a solution for decreasing liquidity risk cost and debt leverage. These bonds can
also be accomplished by bank guarantees for payback guarantee and establishing some
collateral institutes for providing digital guarantee certificates.

Debt finance is commonly divided into short, medium, and long-terms. By far the most
important type of debt in practice is short—term bank finance, and particularly overdraft finance.
The key to understanding debt financing is to think of debt’s risk relative to equity. Like equity,
debt runs a risk of losing its money. To prevent the loss, some risk-free applications must be
put in implementation. Regarding securitization; securitization enables corporate entities to
bypass banks’ heavy credit terms in a way. Easily reachable loans are likely to affect SME’s
rather than large corporations. In Turkey, 95% of business entities are SME’s and they need an
extraordinary financing mechanism.
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Such an implementation can be structured by Government. It can be a new model for both
commercial, investment banks, and other financial institutions.

Since the money is mobile all over the world, it finds the most lucrative market to gain
maximum yield. All these transactions explained in table 1 and table 2 should not be realized
only in one country. The loan with 10 % nominal interest can be accorded in country A, but a
depositable portion of 5.000.000.-TL can be deposited in Country B in which deposit interest
rates are remarkably high like Turkey. The finance manager’s responsibility is to follow up
international interest rates and deposit the amount in a safe country giving high-interest rates
for time deposits.

In brief, the banks should not find it difficult from a practical point of view to shift from interest-
earning bodies to profit-sharing bodies through the system.

The main factors of the mechanism are the nominal and compound effect of interest together
with time. So, both of them are called great duo.
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Abstract

The purpose of this research is to examine the relationship between organizational justice
and organizational commitment in four- and five-star hotel businesses operating in Istanbul.
It is possible to define organizational justice as “a concept that includes how fair and moral
practices and transactions are perceived within the organization and how the organization is
affected as a result of these perceptions”. Organizational commitment is the bond that a
person establishes between the institution he / she works for and on various grounds. To date,
organizational justice and organizational commitment have been regarded as two interrelated
concepts theoretically. In this study, the relationship between organizational justice and
organizational commitment was tried to be examined through a two-scale questionnaire
applied to 426 participants. The collected data were analyzed in SPSS 22 program and
hypotheses were tested. As a result of the analyzes, organizational justice and organizational
commitment differed across demographic variables; and it seems that they have a positive
meaningful relationship among themselves.

Keywords: Organizational Justice, Organizational Commitment, 4 and 5 Star Hotel
Employees

Ozet

Bu arastirmanin amaci Istanbul’da faaliyet gosteren dort ve bes yildizli otel isletmelerinde
orgiitsel adalet ve orgiitsel baghlik iliskisini incelemektir. Orgiitsel adaleti, “adil ve ahlaki
uygulama ve islemlerin orgiit igerisinde nasil algilandiklar1 ve bu algilamalar sonucunda
orgiitiin nasil etkilendigini igeren bir kavram” olarak tanimlayabilmek miimkiindiir. Orgiitsel
baglilik ise kisinin ¢alistig1 kurum ile kendisi arasinda ¢esitli gerekgeler iizerinden kurdugu
bagdir. Bugiine degin orgiitsel adalet ve rgiitsel baglilik teorik anlamda birbirleriyle iligkili
iki kavram olarak goriilmiislerdir.

Bu arastirmada orgiitsel adalet ve orgiitsel baglilik iliskisi, 426 katilimciya uygulanan iki
Olcekli bir anket vasitasiyla incelenmeye calisilmistir. Toplanan veriler SPSS 22 programinda
analiz edilmis ve hipotezler test edilmistir. Analizler sonucunda Srgiitsel adalet ve drgiitsel
bagliligin demografik degiskenler karsisinda farklilastiklari; ve kendi aralarinda pozitif
yonde anlamli bir iliskiye sahip olduklar1 goriilmektedir.

Bu arastirma raporu, ii¢ kisimdan olusmaktadir. {1k kisimda orgiitsel adalet kavram; ikinci
kisimda ise orgiitsel baglilik kavrami tiim yonleriyle ele alinmakta ve tartisilmaktadir.

! Bu ¢alisma University of Azteca biinyesinde yapilan yiiksek lisans tezinden tiiretilmistir.
2 Nisantas1 Universitesi, levent.uysal@nisantasi.edu.tr
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Ugiincii béliimde ise bu iki kavram iizerine insa edilen arastirmanin bulgularina yer
verilmektedir.

Anahtar Kelimeler: Orgiitsel Adalet, Orgiitsel Baglilik, Otelcilik Sektérii, 4 ve 5 yildiz otel
caligani

Introduction

The purpose of this research is to examine the relationship between organizational justice
and organizational commitment in four- and five-star hotels operating in Istanbul.
Perceptions of organizational justice and organizational commitment are social and
psychological issues that are frequently examined in the context of business and
organizational structures and discussed in the context of their relationships with each
other. In this context, concepts are scientifically leading while studying business
structures.

It is possible to define organizational justice as “a concept that includes how fair and
moral practices are perceived within the organization and how the organization is affected
as a result of these perceptions”. Today, it is very important for organizations to perceive
justice for the employees to experience intense competition. While unfairness causes
dissatisfaction, low performance, absenteeism and high labor transformation, fair
perception by employees brings job satisfaction, organizational commitment,
organizational citizenship behavior and lower labor transformation. In this study, the
basis for organizational justice, operational justice, dissemination justice and
interpersonal justice has been reconstructed based on research.

Organizational commitment is “the level of identity union established by the institution
where the person works and the fact that she/he continues to be an active member of the
institution” (Yenihan, 2014: 171). Creating organizational commitment is mostly
achieved by respecting the work of the employees, ensuring the satisfaction they can meet
their basic needs and working in an environment where business peace is ensured. In a
sense, organizational commitment is a vital set of relationships for both the employee and
the employer. If the employee is loyal to the organization, they are in, her motivation
increases, therefore she becomes more productive. For the employee, the sustainability
of this situation is as important as the sustainability of the workplace. As a matter of fact,
the employees who keep the wheels spinning will feel connected to the operation and will
bring a healthier work environment and a more productive work process.

This study is based on three main hypotheses. The first hypothesis claims that
organizational justice and its sub-dimensions differ in the face of demographic variables.
The second hypothesis includes that organizational commitment differs according to
demographic variables. In the third hypothesis, it was examined if there is a relationship
between organizational justice and operational justice with three subtitles, distributional
justice and interpersonal justice and organizational commitment.

The research was carried out with 426 participants working in the hotel industry. The
answers given by the participants were handled as a collective data and analyzed by
statistical methods. SPSS 22 program was used as the analysis program. Difference tests
for the first and second hypotheses; Correlation tests were applied for the third hypothesis.
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To mention the results of the research, it has been observed that the perception of
organizational justice and organizational commitment differs according to almost all
demographic variables. In addition, a positive relationship was found between
organizational justice (operational justice, distribution justice, interpersonal justice) and
organizational commitment.

1.  Concept of Organizational Justice

Studying organizational justice dates to old times. Social scientists appreciate the importance of
justice as a basic must for the effective organizational functions and personal satisfaction of the
individuals working for a long time. Justice in organizations is put into practice to understand the
behaviors of the workers in the organizations (Greenberg, 1990:399). Moreover, first studies that
aimed at teenagers in social psychology are based on legal laboratory studies or surveys. Social
psychology research provide beneficial means to understand commercial organizations for the
organizational justice researchers (Y1lmaz, 2004:4). Justice is a fact coming from the foundation
of philosophy and politics. Since issues about justice balance social formations by opponents
coming together, it is a concern for both managers and workers in the organization (Konovsky,
2000).

Organizational justice is a concept consisting of organizational results such as organizational
citizenship behavior, job satisfaction, governance security and organizational commitment
resulting from the perceptions of how much employees are treated equally in the workplace.
Studies reveal that workers have a more positive attitude towards their organizations and
managers because of fair perceptions of their organizations.

Justice is a concept in the minds of individuals who continuously interact with a group,
organization, and society. As a socially built concept, justice does not include a physical reality.
Meaning of justice differs not only among the individuals but also cultures, civilizations, and
historical eras. Corporate Justice which gains importance in constituting American organizational
behavior and the results of it should not be generalized for other countries. As Greenberg states,
concern for equity could be universal, however; operationalization of justice standards is highly
particularistic. Therefore, Greenberg expresses that one should know the ongoing norms in the
civilization where the individual lives to conceive the sense of adulthood (Meydan et al., 2011).

Toda, it is highly important for the organizations that workers perceive justice and experience
dense competition. While injustice brings about dissatisfaction, low performance, discontinuity
and high labor force transformation, perception of fair justice of the workers brings about
satisfaction, organizational commitment, organizational citizenship behavior and lower labor
force transformation. Justice is a perceptive concept and judicial decisions might change for
something that is fair according to one but not the others (Yilmaz, 2004:7).

2. The Concept of Organizational Commitment

Organizational commitment has become one of the concepts increasing in importance as the
competitive environment in the business life is constantly changing and developing today. It is an
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extremely important concept for the employees who are the source of production to be successful,
to work motivated and to help employers to achieve the desired earnings. Organizational
commitment can be achieved by respecting the work done by the employees, ensuring the
satisfaction they can meet their basic needs and working in an environment where business peace
is ensured.

As a result of transferring the labor, experience and ability available to the employees, the
productions of the organizations are realized. There is a close relationship between the quality in
the production of goods or services and the qualifications of the employees. Organizations that
have a social system feature are combinations of production factors such as raw materials,
equipment, and people for the realization of certain goals. Employees have the greatest share in
the quality, effectiveness and efficiency of the goods and services. The importance of the
employee factor has become a subject that is felt by the organization and its managers as time
progresses. Based on the statements made, it is possible to say that the qualities and competencies
of individuals working in an organization can be increased, but these factors alone will not be
sufficient for success. In addition, it can be said that employees who have a high level of
competence and qualifications but have low commitment will not be willing enough to fulfill their
duties (Kocabey, 2010: 113).

The main source of the formation of organizations is human. Today, although information
technologies have developed and the usual pace of life has doubled, people remain an
indispensable element of organizations. To summarize, no matter how technology develops, it
needs a mind to direct it.

3. Findings
3.1.  Purpose of This Study and Hypothesizes

Purpose of this study is to show four- and five-star hotels in Istanbul and the extent of relation in
organizational justice and organizational commitment. Hypothesizes which are to be statistically
tested within the scope of this study are:

H1. Notion of organizational justice differentiates due to demographic features.
H1.1 Notion of operational justice differentiates due to demographic features.

H1.2 Justice of distribution differentiates due to demographic features.

H1.3. Notion of person-to-person justice differentiates due to demographic features.
H2. Organizational commitment level differentiates due to demographic features.

H3. There is a distinct relation between organizational commitment and organizational
justice.

H3.1. There is a positive relation between organizational commitment and operational
justice.
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H3.2. There is a positive relation between organizational commitment and justice of
distribution.

H3.3. There is a positive relation between organizational commitment and person to
person justice.

Hypothesis to test demographic differentiation between organizational justice and
organizational commitment are examined within the scope of scientific ethics omit from
any kind of manipulations. Gained data is reported directly and interpreted accordingly.

3.2.  Scopes used within the Study and Data Analysis

Scopes of organizational commitment and operational justice used in this study. Scope
information is indicated below:

Scopes of operational justice, in order to examine notion of operational justice, 4 dimension
notion of operational justice scope developed by Colquitt’in (2001) and translated to Turkish by
Karabay (2004) and Ozmen, Arbak and Ozer Siiral (2007) is used. According to this, in
operational justice extent there are seven, in justice of distribution in extent there are four, in
person-to-person justice extent there are four and lastly in informational justice extent there are
five expressions.

Scopes of organizational commitment, this a is a single dimension scope consisted of 6 points
prepared by Jaworskia and Kohli (1993).

Field research which forms the third stage of this study, is an applied survey to employees of
sector of Hotels in Istanbul, data gained from survey analyzed via SPSS 22 application are
reported and interpreted.

3.3.  Research Model

Formation of hypothesizes are a result of model and design of the study. Research model is not
only a staging of hypothesizes’ scheme but also purpose of giving information to researchers
about research design.

Operational Tustice

Justice of distribution
ORGANIZATIONAL
COMMITMENT

Person to person justice

ORGANIZATIONAL
JUSTICE

Scheme 1: Research Model
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In this design of research organizational justice and its three sub points, operational justice, justice
of distribution and person to person justice factors pointed out in case of relation between
organizational justice and organizational commitment.

3.4. Findings of Research and Analysis

This research is formed via the data gained through scopes of organizational justice and
organizational commitment. The basic social problem is the assumption of the relation both
factors and demographic features of participants. On this point, organizational justice and
organizational commitment expressed in a detailed manner and to show what they mean
practically data gained through 426 participants to express organizational justice and
organizational commitment. Gained data categorized via SPSS 22 application and suitable tests
and analyzed accordingly. During the whole process all kinds of manipulations are avoided and
anything other than the information which is gained from data is disregarded.

Findings section is consisted of two parts. In first part there are demographic information which
are confidence tests and detailed examination of scopes, in second part there are tests of
hypothesizes.

3.4.1. Portraying Participants and Basic Analysis

In the results of survey 426 participants accepted and data gained from through them. In this case
of study examples will be considered and statistical methods will be used to express these
examples.

34.1.1. Organizational Justice Scale

One of the scales used in this research is aimed at measuring organizational justice. There are 22
questions on this scale.

Table 1: Organizational Justice Scale Basic Statistical Values

Factor Code Expression Average Star)da}rd
Deviation
ALl Can you express your ideas and feelings
during these processes? 3,28 1,03
AL Do you have any influence on the gains
made during these processes? 3,31 1,01
INE Are these processes implemented
consistently? 3,31 1,10
Operational iAl4 Avre these processes implemented without
Justice prejudices? 3,52 1,07
iAlS Are these processes _based on accurate
and consistent information? 3,37 1,05
iAl6 Would you request correction of the
gains achieved through these processes? 3,29 1,10
iAl7 Are these_z processes in compliance with
ethical and moral standards? 3,25 1,07
DAL8 Can you express your ideas and feelings
Distribution during these processes? 3,26 1,06
Justice DA19 Do you have any influence on the gains
addressed during these processes? 3,31 1,13
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Are these processes implemented
DA20 consistently? 3,32 1,11
DA21 Avre these processes implemented without
prejudices? 3,23 1,11
KA22 Does she/he treat you kindly? 3,30 1,11
KA23 Does she/he value you? 3,32 1,16
KA24 Does she/he treat you with respect? 3,17 0,92
KA25 Does she/he give yqu_unfair comments
and criticisms? 3,28 1,04
Is she/he sincere in his/her dialogue with
KA26 you? 3,25 1,08
Interpersonal KA27 Does she/he explain processes
Justice completely? 3,22 0,93
KA28 Do her/his explanations for the processes
make sense? 3,18 0,94
KA29 Does she/he convey the_ details of the
processes on time? 3,19 1,04
Does she/he speak the language that
KA30 everyone can understand when
transferring information? 3,22 1,09

The participants rated each expression of the organizational justice scale, which is a Likert-type
scale, from 1 (I do not agree at all) to 5 (I totally agree).

These scores were examined and the arithmetic average of the score given to each expression was
taken. A high score indicates that the participants' level of participation in the statement is low,
and that it is high indicates that their level of participation is high.

3.4.1.2. Organizational Commitment Scale

Another scale is for measuring organizational commitment. This scale consists of six expressions.

Table 2: Organizational Commitment Scale Basic Statistical Values

. Standard
E A .

Code Xpression verage Deviation
OB31 | feel that my future is closely linked to this business 3,17 1,01
OB32 If it is necessary for the gogd of the bL.Jsmess, | can waive 3.20 110

the individual benefit.
OB33 The ties between my business and my business are 323 1.06
extremely strong
OB34 Overall, I am proud to be here 3,25 1,21
OB35 I can voluntarily work_beyond my duties for the good of 324 116
my business when needed

OB36 I have low or no commitment to my job 3,25 1,12

When the scale values are examined, it is seen that the participants have an above-average
perception and behavior in all expressions. This indicates that organizational commitment is
above average. In terms of standard deviation values, all expressions are above 1
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3.4.1.3. Reliability Test

Reliability is “a measure of consistency in measurement. The measurement results should give
similar results when applied in different places. In other words, similar stable results should be
obtained in independent measurements. Reliability indicates how accurately a scale measures the
property it wants to measure, the productivity and continuity of the scale .‘The test must be
repeatable and transferable for reliabilit” (Cakmur, 2012: 340).

Chronbach'’s Alpha, which is used as a reliability test, determines whether the items are consistent
with each other and whether the items measure a hypothetical variable in Likert type aggregated
scales, semantic difference scales, Stapel scales, other psychometric tests based on total or
average scores, and index type measurement tools composed of compound substances.

Table 3: Reliability Test Values

Reliability Test
Number of Cronbach's Alpha Value
Statement P
Organizational Justice 20 977
Organizational
Justice Sub- Operational Justice 7 ,946
Dimensions
Distributive Justice 4 ,940
Interpersonal Justice 9 ,951
Organizational correlation 6 937

Cronbach's Alpha value ranges from 0 to 1, and as it approaches 1, it is understood that the
reliability and internal consistency of the data is good. In this study, Reliability analysis was also
done for each scale. Alpha value of Organizational correlation is observed as 977, while the
alpha value of Organizational Commitment scale is 937. Considering the reliability levels of the
sub-dimensions of the Organizational Justice scale, Operational Justice is 946; Distributive
Justice is 940 and Interpersonal Justice is 951. Accordingly, it is possible to say that both scales
and sub-dimensions have a high degree of reliability.

3.4.14. Normality Analysis

Normality analysis is a test that must be done before other analyzes can be started. As a result of
this test, it is decided whether the data is normally distributed and therefore whether parametric
or nonparametric tests are applied. Significance value data is normally distributed when its value
is greater than 0.05; when it is small, it is believed that it does not disperse normally. In this case,
when the data is normally distributed, the t-test (two groups) and ANOVA (containing more than
two groups) tests ,which are parametric, are used. If the data is not normally distributed. Mann
Whitney U test (two groups) and Kruskal Wallis (containing more than two groups) tests, which
are nonparametric tests, are used.
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Table 4: Normality Test Values

Kolmogorov-Smirnov?

Statistic df Sig.

Organizational Justice ,249 426 ,000

) Operational Justice ,241 426 ,000

Justice Sub- Distributive Justice 251 426 000
Dimensions -

Interpersonal Justice ,186 426 ,000

Organizational Correlation ,233 426 ,000

When we examine the normality test results for this research, it is concluded that the data is not
distributed normally in Organizational Justice (and its sub-dimensions) and Organizational
Commitment scales (0.00, p <0.05). Therefore, Mann Whitney U and Kruskal Wallis tests, which
are nonparametric tests, should be applied for both scales.

3.4.5. Hypothesis Test

In this part of the research, the hypothesis tests of the analyzes that are accepted as reliable and
decide which tests to use will be applied. This section is also the section where research results
can be seen. First, the difference tests (H1, H1.1, H1.2, H1.3 and H2) and then the correlation
analysis (H3) results will be included. The difference tests, the level of perception of the current
scale according to demographic conditions and the differences of demographic groups in this
perception (if any) are determined. In the correlation analysis, the relationship between
organizational justice and organizational commitment is examined.

3.4.5.1. Differentiation of Organizational Justice Level According to Demographic
Variables (H1)

In this section, the first hypothesis “H1. Organizational Justice perception differs according to
demographic characteristics. ”will be examined. In the difference analysis, how the organizational
justice level of the participants differs according to the demographic variables will be discussed.

Table 5: Organizational Justice Difference Tests (H1)

Variable Values Organizational Justice
Line Variable Test Groups Aversz(i:%e;erank P Observation
Between 1946-1964 141,87
Kruskal Thereisa
1 Date of Birth . Between 1965-1979 223,99 0,00 | difference
Wallis Test
(p<0,05)
Between 1980-1999 225,69
Mann- Female 233,18 Thereis a
2 Gender Whitnev Test 0,00 | difference
y Male 182,98 (p<0,05)
Associate Degree 215,25 Thereis a
3 | Education Status W}er Ililfliﬂelst Bachelor Degree 220,53 0,00 | difference
Master Degree 36,68 (p<0,05)
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Mann- Married 130,30 Thereis a
4 Marital Status . - 0,00 difference
Whitney Test Single 246,13 (p<0,05)
Mann- Satisfying 276,83 Thereisa
5 Income Status Whit Test . 0,00 difference
itney Tes Unsatisfying 112,32 (p<0,05)
0-1 Year 205,65 ;
General Kruskal T_here ISa
6 - . 2-4 Years 170,82 0,00 difference
Experience Wallis Test
5 Years or more 232,18 (p<0,05)
0-1 Year 212,02 There isn’t
Experience in Kruskal any
. 2-4Y 217,82 .
/ Current Work Wallis Test ears 0,52 difference
5 Years or more 201,32 (p>0,05)

When the analyzes are examined, the following results are obtained:
Date of Birth: Organizational perceptions of organizational justice differ according to the
generations they are in. (0,00, p<0,05). Those who were born between 1980-1999 have higher
perceptions of organizational justice than others.

Gender: Organizational justice perceptions of the participants differ according to their gender
(0.00, p <0.05). According to the average rank score, the perception of organizational justice is
higher in women than men.

Status of Education: Organizational justice perceptions of the participants differ according to their
educational status(0,00, p<0,05). When their average values are analyzed, those who have a
bachelor degree have higher organizational justice levels than associate and graduate students.

Marital Status: Organizational justice perceptions of the participants differ according to their
marital status (0,00, p<0,05). When the average values are examined, the organizational justice
of the single people is higher than the married ones.

Income Status: Organizational justice perceptions of the participants differ according to their
satisfaction with their income. (0.00, p<0.05). Organizational justice levels of those who state that
their income is satisfactory are higher than those who state that their income is not satisfactory.

General Experience: Organizational justice levels of the participants differ according to their
general experience (0.00, p>0.05). It is seen that those who serve 0-1 years have a higher level of
organizational justice than those who serve more.

Experience in Current Work: Based on the time in the current job, it is seen that the organizational
justice levels do not differ according to the experience of the participants in the current job (0.52,
p> 0.05).

In general terms, it is seen that the level of organizational justice differs according to all
demographic variables except for the experience variable in the current job. Hence, the H1
hypothesis is partially accepted.
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3.4.5.1.1. Differentiation of Operational Justice Level According to Demographic Variables
(H1.1) In this section, the sub-hypothesis “H1.1 Operational Justice perception differs according
to demographic characteristics.” will be examined. In the analysis of the difference, how the
participants’ Operational Justice level differs according to demographic variables will be

discussed.
Table 6: Operational Justice Difference Tests (H1.1)
Variable Operational
Values Justice
Rank Variable Test Groups Average P Interpretation
Rank Score
1 Date of Birth Kruskal Wallis Between 150,63 0,00 Difference
Test 1946-1964 (p<0,05)
Between 206,28
1965-1979
Between 286,71
1980-1999
2 Gender Mann-Whitney Woman 219,97 0,17 Difference
Test (p>0,05)
Man 203,46
3 Education Kruskal Wallis Associate 253,96 0,00 Difference
Status Test (p<0,05)
Undergraduate 210,96
Graduate 42,50
4 Marital Status | Mann-Whitney Married 132,35 0,00 Difference
Test (p<0,05)
Single 245,32
5 Income Status | Mann-Whitney Satisfactory 272,65 0,00 Difference
Test (p<0,05)
Not 119,01
Satisfactory
6 General Kruskal Wallis 0-1 Year 246,83 0,02 Difference
Experience Test (p<0,05)
2-4 Years 189,12
5 Years and 220,53
above
7 Experience in | Kruskal Wallis 0-1 Year 267,29 0,00 Difference
Current Work Test (p<0,05)
2-4 Years 210,86
5 Years and 194,77
above

When the analyzes are examined, the following results are obtained:

Date of Birth: Participants' perceptions of operational justice differ according to their generations.
(0.00, p<0.05). Those born between 1980-1999 have higher perceptions of operational justice

than others.

Gender: Participants' perceptions of operational justice do not differ according to their gender
(0.17, p>0.05).
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Educational Status: Participants' perceptions of operational justice differ according to their
educational status. (0.00, p <0.05). When the average ranking values are analyzed, those who
graduated from associate degree have higher levels of operational justice than undergraduate and
graduate degrees.

Marital Status: Participants' perceptions of operational justice differ according to their marital
status. (0.00, p <0.05). When the average values are analyzed, single people have higher
operational justice than married ones.

Income Status: Participants' perceptions of operational justice differ according to their satisfaction
with their income. (0.00, p <0.05). Operational justice levels of those who state that their income
is satisfactory are higher than those who state that it is not satisfactory.

General Experience: The operational justice levels of the participants differ according to their
general experience (0,02, p> 0,05). It is seen that those who serve 0-1 years have a higher level
of operational justice than those who serve more.

Experience in Current Job: Based on the time in the current job, it is observed that the operational
justice levels differ according to the experience of the participants in the current job (0.00, p
<0.05).

It is seen that those who serve 0-1 years have a higher level of operational justice than those who
serve more.

In general terms, it is seen that the level of operational justice differs according to all demographic
variables except for the gender variable. Hence, the H1.1 hypothesis is partially accepted.

3.4.5.1.2. Differentiation of Distribution Justice Level According to Demographic Variables
(H1.2) In this section, the sub-hypothesis “H1.2 Distribution Justice perception differs according
to demographic characteristics.” will be examined. In the difference analysis to be made, how the
distribution justice level of the participants differs according to the demographic variables will be
discussed.
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Table 7: Distribution Justice Tests (H1.2)

Variable Distribution
Values Justice
Rank Variable Test Groups Average Rank | P Interpretation
Score
1 Date of Birth Kruskal Between 160,11 0,00 | Difference
Wallis Test | 1946-1964 (p<0,05)
Between 205,39
1965-1979
Between 283,18
1980-1999
2 Gender Mann- Woman 219,81 0,18 | No Difference
Whitney (p>0,05)
Test Man 203,71
3 Education Kruskal Associate 247,66 0,00 | Difference
Status Wallis Test (p<0,05)
Undergraduate | 211,07
Graduate 75,86
4 Marital Status Mann- Married 128,67 0,00 | Difference
Whitney (p<0,05)
Test Single 246,77
5 Income Status | Mann- Satisfactory 272,89 0,00 | Difference
Whitney (p<0,05)
Test Not 118,62
Satisfactory
6 General Kruskal 0-1 Year 242,94 0,04 | Difference
Experience Wallis Test (p<0,05)
2-4 Years 191,94
5 Years and 219,73
above
7 Experience in Kruskal 0-1 Year 263,76 0,00 | Difference
Current Work | Wallis Test (p<0,05)
2-4 Years 214,05
5 Years and | 186,98
above

When the analyzes are examined, the following results are obtained:

Date of Birth: Participants' perception of distribution justice differs according to their generations.
(0.00, p <0.05). Those born between 1980-1999 have higher perception of distribution justice
than others.

Gender: Participants' perception of distribution justice does not differ according to their gender
(0.18, p>0.05).

Educational Status: Participants' distribution justice perceptions differ according to their
educational status. (0.00, p <0.05). When the average ranking values are analyzed, those who
graduated from associate degree have higher distribution justice levels than undergraduate and
graduate degrees.

Marital Status: Participants' distribution justice perceptions differ according to their marital
status. (0.00, p <0.05). When the average values are analyzed, the distribution justice of the single
people is higher than the married ones.
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Income Status: Participants' distribution justice perceptions differ according to their satisfaction
with their income. (0.00, p <0.05). Distribution justice levels of those those who state that their
income is satisfactory are higher than those who say that they are not satisfactory.

General Experience: The distribution justice levels of the participants differ according to their
general experience (0,04, p> 0,05). It is seen that those who serve 0-1 years have a higher level
of distribution justice than those who serve more.

Experience in Current Job: Based on the time in the current job, it is seen that the distribution
justice levels differ according to the experience of the participants in the current job (0.00, p
<0.05). It is seen that those who serve 0-1 years have a higher level of distribution justice than
those who serve more.

In general terms, it is seen that the distribution justice level differs according to all demographic
variables except the gender variable. Therefore, the H1.2 hypotheses is partially accepted.

3.4.5.1.3. Differentiation of Interpersonal Justice Level According to Demographic
Variables (H1.3) In this section, the lower hypothesis “H1.3. The perception of interpersonal
justice differs according to demographic characteristics.” will be examined. In the analysis of
the difference, how the participants' interpersonal justice level differs according to demographic
variables will be discussed.

Table 8: Interpersonal Justice Difference Tests (H1.3)

Variable Values Interpersonal Justice
Order Variable Test Groups Avg. Range P Comment
Score
Between 1946-1964 147,32
. Kruskal Difference
1 Date of Birth Wallis Test Between 1965-1979 230,05 0,00 (p<0,05)
Between 1980-1999 198,64
Mann- Female 233,36 Difference
2 Gender Whitney Test Male 182,70 0.00 (p<0,05)
Associate 201,26
Educational Kruskal , Difference
3 Status Wallis Test Bachelor’s 224,05 0,00 (p<0,05)
Master’s 33,14
) Mann- Married 132,92 Difference
4 Marital Status . 0,00
Whitney Test Single 245,10 (p<0,05)
Mann- Satisfactory 276,32 Difference
5 Income Status . 0,00
Whitney Test Not Satisfactory 113,14 (p<0,05)
0-1 Year 191,94
General Kruskal Difference
6 Experience Wallis Test 2-4 Years 171,84 | 0,00 (p<0,05)
5 Years and Over 233,06
) ) 0-1 Year 192,45 No
7 | Experiencein | Kruskal 2-4 Years 221,97 | 0,12 | Difference
Current Job Wallis Test >0 05
5 Years and Over 198,59 (p>0,05)
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When the analyzes are examined, the following results are obtained:

Date of Birth: Participants' perception of interpersonal justice differs according to their
generations. (0.00, p <0.05). Those born between 1965-1979 have higher perception of
interpersonal justice than others.

Gender: Participants' interpersonal justice perceptions differ according to their genders (0.00, p
<0.05). According to the mean rank, it is seen that interpersonal justice perception is higher in
women than men.

Educational Background: Participants' interpersonal justice perceptions differ according to their
educational status. (0.00, p <0.05). When the average values are analyzed, those who have a
bachelor's degree have higher interpersonal justice levels than associate or master’s graduates.

Marital Status: Participants' interpersonal justice perceptions differ according to their marital
status. (0.00, p <0.05). When the average values are examined, the interpersonal justice levels of
the single are higher than the married ones.

Income Status: Participants' interpersonal justice perceptions differ according to their satisfaction
with their income. (0.00, p <0.05). Interpersonal justice levels of those who state that their income
is satisfactory are higher than those who state that they are not satisfactory.

General Experience: The interpersonal justice levels of the participants differ according to their
general experience (0.00, p> 0.05). It is seen that those who serve 0-1 years have a higher level
of interpersonal justice than those who serve more.

Experience in Current Job: Based on the time in the current job, it is seen that the interpersonal
justice levels do not differ according to the experience of the current job (0.52, p> 0.05).

In general terms, it is seen that the level of interpersonal justice differs according to all
demographic variables except for the experience variable in the current job. Therefore, the H1.3
hypotheses is partially accepted.

3.4.5.2. Differentiation of Organizational Commitment Level According to Demographic
Variables (H2)

In this section, “H2. Organizational Commitment level differs according to demographic
characteristics.” hypotheses will be tested. In this context, all demographic categories will be
handled around organizational commitment. Since the data were not normally distributed, Mann-
Whitney U and Kruskal Wallis tests were used in these analyzes.
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Table 9: Organizational Commitment Difference Tests (H2)

Variable Values Organizational Commitment
Avg.
Order Variable Test Groups Range P Comment
Score
Between 1946-1964 145,66
. Kruskal Difference
1 Date of Birth Wallis Test Between 1965-1979 231,60 0,00 (p<0,05)
Between 1980-1999 193,96
Mann- Female 223,56 Difference
2 Gender Whitney Test Male 197,90 0.03 (p<0,05)
; | el Associate 233,68
Educationa Kruska N Difference
3 Status Wallis Test Bachelor’s 216,11 0,00 (p<0,05)
Master’s 36,25
. Mann- Married 139,60 Difference
4 Marital Status . 0,00
Whitney Test Single 242,48 (p<0,05)
Mann- Satisfactory 277,25 Difference
5 Income Status . 0,00
Whitney Test Not Satisfactory 111,65 (p<0,05)
0-1 Year 168,35
General Kruskal Difference
6 Experience Wallis Test 2-4 Years 189,40 | 0,02 (p<0,05)
5 Years and Over 227,96
el 0-1 Year 177,54
Experience in Kruska Difference
! Current Job Wallis Test 2-4 Years 22559 | 0,01 (p<0,05)
5 Years and Over 195,14

When the analyzes are examined, the following results are obtained:

Date of Birth: Participants' perceptions of organizational commitment differ according to their
generations. (0.00, p <0.05). Organizational commitment of those born between 1965-1979 is
higher than the others.

Gender: Participants' organizational commitment perceptions differ according to their gender
(0.00, p <0.05). According to the average rank score, the perception of organizational
commitment is higher in women than men.

Educational Status: Participants' organizational commitment perceptions differ according to their
educational status. (0.00, p <0.05). When their average values are analyzed, those who graduate
from associate degree have higher organizational commitment levels than undergraduate and
graduate degrees.

Marital Status: Participants’ organizational commitment perceptions differ according to their
marital status. (0.00, p <0.05). When the average values are examined, the organizational
commitment levels of single people are higher than married ones.
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Income Status: Participants' organizational commitment perceptions differ according to their
satisfaction with their income. (0.00, p <0.05). Organizational commitment levels are higher than
those who state that their income is satisfactory and those who state that they are not satisfactory.

General Experience: Organizational commitment levels of the participants differ according to
their general experience (0.00, p> 0.05). It is seen that those who serve 0-1 years have a higher
level of organizational commitment than those who provide more services.

When analyzed in general, it is concluded that organizational commitment differs according to
all demographic variables. Therefore, the H2 hypothesis is partially accepted.

3.4.5.3. Organizational Justice and Organizational Commitment Relationship (H3)

Correlation analysis is a statistical analysis that reveals the direction and severity of this
relationship if there is a relationship between two or more variables. Although the correlation
coefficient takes values ranging from -1 to +1 (-1 < r < +1), It is stated that the correlation
coefficient values between 0.00 and 0.25 are 'very weak', the values between 0.26 and 0.49 are
'weak’, the values between 0,50 and 0,69 are 'medium’, the values between 0,70 and 0,89 are 'high’,
and the values between 0,90 and 1,00 are 'very high'. A positive correlation coefficient indicates
that there is a linear relationship between variables, and a negative correlation indicates that there
is a reverse relationship (http://spssisistik.net).

Correlation test was used to understand the relationship between Organizational Justice and
Organizational commitment. "H3. There is a significant relationship between Organizational
Justice and Organizational Commitment” hypothesis was tested.

Table 10: The Relationship Between Organizational Justice and Organizational

Commitment
Organizational | Organizational
Justice Commitment
| Correlation Coefficient(r) 1 ,914™
Organizationa S
Justice Significance Value (p) ,000
Number of Samples (n) 426 426
Oraanizational Correlation Coefficient(r) ,914™ 1
rganizationa —y
Commitment Significance Value (p) ,000
Number of Samples (n) 426 426

**_Correlation is significant at the 0.01 level (2-tailed).

When the analysis is evaluated, the relationship between organizational justice and organizational
commitment is positive and meaningful (0.00, p <0.01). When the relation between the two
variables was examined after the p value was found significant; A significant 0.01-level significant
relationship was found between organizational justice and organizational commitment. The
correlation coefficient (r) of the relationship is 914, and it is concluded that the relationship is at
a "very high" level.
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3.4.5.3.1. Operational Justice and Organizational Commitment Relationship (H3.1) A
correlation test was used to understand the relationship between Operational Justice and
Organizational commitment. "H3.1. There is a positive meaningful relationship between
Operational Justice and Organizational Commitment.” hypothesis was tested.

Table 11: The Relationship Between Operational Justice and Organizational Commitment

Operational | Organizational
Justice Commitment
Onerational Correlation Coefficient(r) 1 ,859™
"Justice Significance Value (p) 000
Number of Samples (n) 426 426
L Correlation Coefficient(r) ,859™ 1
Organizational —
. Significance Value (p) ,000
Commitment
Number of Samples (n) 426 426

**_Correlation is significant at the 0.01 level (2-tailed).

When the analysis is evaluated, the relationship between operational justice and organizational
commitment is significant (0.00, p <0.05). When the relation between the two variables was
examined after the p value was found significant; A significant 0.01-level significant relationship
was found between operational justice and organizational commitment. The correlation
coefficient of the relationship (r) is ,859 and it is concluded that the relationship is at the "high"
level.

3.4.5.3.2. Distribution Justice and Organizational Commitment Relationship (H3.2)
Correlation test was used to understand the relationship between Distribution Justice and
Organizational Commitment. "H3.2. There is a positive meaningful relationship between
Distribution Justice and Organizational Commitment.” hypothesis was tested.

Table 12: The Relationship Between Distribution Justice and Organizational Commitment

Distribution | Organizational
Justice Commitment
Correlation .
Coefficient(r) . ,846
Distribution Significance Value (p) ,000
Justice Number of Samples (n) 426 426
Correlation -
Coefficient(r) 846 !
Organizational | Significance Value (p) ,000
Commitment | Number of Samples (n) 426 426

**_Correlation is significant at the 0.01 level (2-tailed).

When the analysis is evaluated, the relationship between distribution justice and organizational
commitment is positive and meaningful (0.00, p <0.01). When the relation between the two
variables was examined after the p value was found significant; A significant relationship between
distribution justice and organizational commitment was found at a positive level of 0.01.
Correlation coefficient of the relationship (r) is ,846 and it is concluded that the relationship is
at the "high" level.
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3.4.5.3.3. Interpersonal Justice and Organizational Commitment Relationship (H3.3)
Correlation test was used to understand the relationship between interpersonal justice and
organizational commitment. "H3.3. There is a positive meaningful relationship between
interpersonal Justice and Organizational Commitment.” hypothesis was tested.

Table 13: The Relationship Between Interpersonal Justice and Organizational

Commitment
Interpersonal | Organizational
Justice Commitment
Correlation Coefficient(r) 1 907"
Interpersonal Significance Value (p) ,000
Justice Number of Samples (n) 426 426
Correlation Coefficient(r) ,907" 1
Organizational Significance Value (p) ,000
Commitment Number of Samples (n) 426 426

**_Correlation is significant at the 0.01 level (2-tailed).

When the analysis is evaluated, the relationship between interpersonal justice and organizational
commitment is significant (0.00, p <0.05). When the relation between the two variables was
examined after the p value was found significant; There was a significant relationship between
interpersonal justice and organizational commitment in the positive direction at the level of 0.01.
The correlation coefficient (r) of the relationship is ,907 and it is concluded that the relationship
is at a "very high™ level.

Conclusion

In this research, the relationship between organizational justice and organizational commitment
in four- and five-star hotel businesses operating in Istanbul was examined. Both concepts are dealt
with in relationality to understand the operating climate in the hotel industry. 426 participants
took part in the research, the results were obtained statistically. In this section obtained results
will be evaluated.

First, when we look at the first hypothesis that organizational justice is differentiating according
to demographic conditions, it is concluded that the organizational justice dimension “differs
according to demographic variables” either alone or with its sub-dimensions. This reveals that
organizational justice does not have the same level of meaning for employees from all walks of
life and that some groups are higher in terms of organizational justice than others. In addition to
their immutable status such as gender, marital status, which is the leading social identity of a
person, their perspective on organizational justice can also change depending on their educational
status, income status and working time. In addition, there is a result of the need for efforts to
further increase the perception of organizational justice, especially for the personnel working in
the hotel industry. Participants declared an average idea about organizational justice, which shows
that they do not strongly believe in organizational justice.

When we examine the second hypothesis about organizational commitment, it is concluded that
the participants' perceptions of organizational commitment differ according to their demographic
status. Indeed, in all demographic categories, it is clearly seen that the participants' perceptions of
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organizational commitment differ from each other. This situation, variables such as income status,
working time, education level of the participants themselves; and confirms the result that they
differ according to variables such as age and gender that they could not intervene. In addition,
just as in the perception of organizational justice, it was found that the perception of
organizational commitment has values close to the average and expressions are not strongly
supported. According to the results of this study, it reveals the fact that the level of organizational
commitment in the hotel industry is not very high.

In the third hypothesis that the relationship between organizational justice and organizational
commitment is examined, the results emerge as high as possible. Very high values were
encountered between each variable that was associated. This means that the perception of
organizational justice and organizational commitment show their existence as two triggers.
Employees' loyalty increases as the climate of justice prevail within the organization or their
perception of justice increases as their commitment to the organization increases. In this case, the
relationship between the two concepts has emerged more concretely.

As a result, organizational justice and organizational commitment in the hotel management sector
differ according to the demographic characteristics of the participants; it is concluded that both
cases maintain their existence in businesses related to each other.
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KISILIK OZELLIKLERI VE SOSYO-DEMOGRAFIK FAKTORLER iLE
YONETICILERDE iS DOYUMU VE iS PERFORMANSININ YORDANMASI

PREDICTIiON OF JOB SATIiSFACTION AND JOB PERFORMANCE WiTH
PERSONALITY TRAITS AND SOCiO-DEMOGRAPHIC FACTORS AT THE
MANAGERS
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Ozet

Bu ¢alismada yonetici konumunda galisan kisilerin, kisilik 6zelliklerinin is performansi ve is
doyumu {izerindeki etkisinin incelenmesi amaglanmistir. Calisma beklentisi is performansi
ve i$ doyumu gruplarinin yordanmasinda farkl kigilik 6l¢iimlerinin olacagidir. Belirlenecek
farkl kisilik 6zelliklerinin ise psikolojik ve orgiitsel isleyis acisindan farklilik gosterecegi
distiniilmektedir. Calismaya, en az 10 ast1 bulunan ve en az ii¢ yil siireyle bir kurulusta
calisan 269 yonetici alinmustir. s performansi ve is doyumu gruplarinin yordanmasi ¢ok
degiskenli lojistik regresyon analiziyle yapilmustir. Is performansi gruplarmin yordanmasi
i¢in kurulan iki modelde Canlilik, Kendine Giivensizlik, Duyarlilik, Disadoniikliik, cinsiyet
ve gelir durumu yer almistir. Is doyumu gruplarinin yordanmast i¢in kurulan iki modelde ise
Canlilik, Kendine Giivensizlik, Duyarlilik, Hoggorii, cinsiyet ve gelir durumu yer almistir.
Her ikinin olgunun da biiylik oranda aymi kisilik o6zellikleri tarafindan yordandigi
goriilmiistiir. Elde edilen sonuglar ilgili literatiir dogrultusunda tartigilmastur.
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Abstract

In this study, it was aimed to examine the effects of personality traits of people working in
manager positions on job performance and job satisfaction. The expectation of this study is
that there will be different personality measurements in predicting job performance and job
satisfaction groups. It is thought that the personality traits to be determined will differ in
terms of psychological and organizational functioning. 269 managers having at least 10
subordinates and working in an organization for at least three years were included in the
study. The job performance and job satisfaction groups were predicted by multivariate
logistic regression analysis. Liveliness, Self Assureness, Sensitivity, Extraversion, gender,
and income status were included in the two models which were established to predict job
performance groups. Liveliness, Self Assureness, Sensitivity, Tolerance, gender, and income
status were included in the two models which were established to predict job satisfaction
groups. It was observed that both concepts were predicted mostly by the same personality
traits. The obtained research results have been discussed in accordance with the relevant
literature.
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1. Giris

Bir kisinin bilgisi, becerileri, yetenekleri ve isgin talepleri arasindaki eslesme kisi-is
uyumu ile ifade edilmektedir (Christiansen, Sliter ve Frost, 2014). Diger yandan kisilik
ozelliklerinin ve 1s 6zelliklerinin ayr1 ayri isle ilgili sonuclarinin énemli oldugu kabul
edilse de ikisi arasindaki etkilesimler gérece daha az ¢alisilmaktadir (Smith ve DeNunzio,
2019). Bu baglamda calisan bireylerin kisilik 6zellikleri ile is ve is talepleri arasinda
cesitli farkliliklar oldugu (Acuna, Gomez ve Juristo, 2009; Mihalcea, 2013; Lindblom,
Lindblom ve Wechtler, 2020) ve diger degiskenlerden bagimsiz olarak kisilik
ozelliklerinin is doyumunu ve is performansini yordadig: (Tatar ve Ozdemir, 2019; Tatar,
Saltukoglu, Ozdemir, Bekiroglu, Celikbas ve Camkerten, 2019) bilinmektedir. Calisan
bireylerde kisilik 6zellikleri ve isin niteliklerine iliskin kisilik degerlendirmesi ise agirlikli
olarak Bes Faktor Kisilik Modeli lizerinden tartisilmaktadir (Christiansen, Sliter ve Frost,
2014; Judge ve Bono, 2001).

Caligma yasaminda tutarsiz ve stirekliligi olmayan davraniglar sergileyen bireyler daha
diisiik diizeyde is doyumu gostermektedir (van den Berg ve Feij, 2003). Boylelikle is
ortaminda/iste tutarli davraniglar sergilemeyen bireylerin, is performansi diismekte ve
yaptiklar1 isten doyum alamamaktadirlar (Bhatti, Battour, Ismail ve Sundram, 2014;
Smith ve DeNunzio, 2019; Pillay, 2009). Ayrica is yerinde sergilenen tutarsiz davranislar,
diistik ig performansi ve diisiik is doyumu disinda kaygi, depresyon ve tiikenmislik gibi
cesitli problemlerin ortaya ¢ikmasinda da etkili olmaktadir (Cheng ve O-Yang, 2018;
Hofmans, Gieter ve Pepermans, 2013; Lindblom, Lindblom ve Wechtler, 2020). Diger
yandan isin niteligi, tanimi ve ig gerekleri gibi farkli is dallarinda, farkl kisilik 6zellikleri
etkilidir (Furnham, Petrides, Jackson ve Cotter, 2002). Ornegin, daha yogun sosyal
iligkiler iceren is tanimlari i¢in disadoniikliik faktorii, sabir gerektiren ve yiiksek dinleme
becerisi ile tanimlanan is gerekleri i¢in yumusakbaslilik faktorii, diizenli olarak izlenme
gerektiren is kategorileri i¢in sorumluluk faktorii daha fazla etkilidir (Avery, Smillie ve
Fife-Schaw, 2015; Christiansen, Sliter ve Frost, 2014; Le, Robbins, Holland, Oh, Ilies ve
Westrick, 2011; Smith ve DeNunzio, 2019; Miller, Mire ve Kim, 2009; van den Berg ve
Feij, 2003).

Is doyumu, isin niteligi, iicret, is giivenligi, sirket politikasi, terfi gibi birgok degiskenden
etkilenmektedir (Furnham, Petrides, Jackson ve Cotter, 2002; Yuen, Loh, Zhou ve Wong,
2018). Ayrica kisilik 6zellikleri hem bu degiskenler tizerinden diizenleyici bir rolle hem
de dogrudan tek basina is doyumuna etki etmektedir (Furnham, Petrides, Jackson ve
Cotter, 2002; Harari, Thompson ve Viswesvaran, 2018; Judge, Heller ve Mount, 2002;
Tatar, Saltukoglu ve Teoman, 2017). Is doyumu ve kendini basarili hissetme giidiisiinde
Bes Faktor Kisilik Modeli igerisinden 6zellikle Disadoniikliik ve Duygusal Denge
faktorlerinin basat bir rolii vardir (Judge ve Bono, 2001; Judge, Heller ve Mount, 2002;
Miller, Mire ve Kim, 2009). Ozellikle Duygusal Denge, genel yasam memnuniyeti
acisindan en etkili kisilik 6zelligi olarak, yapilan ise, isin niteliklerine yonelik olumsuz
duygulanim yoluyla da is doyumunu etkilemektedir. Is doyumunun 6n goriilmesinde
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diger kisilik 6zellikleri 6ne ¢ikiyor olsa da Duygusal Denge faktoriiniin etkisi baska
psikolojik degiskenler bulunurken de 6nemini korumaktadir (Williamson, Pemberton ve
Lounsbury, 2005).

Is doyumu, Disadéniikliik, Uyumluluk ve Sorumluluk ile pozitif yonde, Duygusal Denge
ile de negatif yonde iliskilidir (Ali, 2018; Avery, Smillie ve Fife-Schaw, 2015;
Eschleman, Bowling ve Zelazny, 2020; Harari, Thompson ve Viswesvaran, 2018; Judge,
Heller ve Mount, 2002; Mihalcea, 2013; Tisu, Lupsa, Virga ve Rusu, 2020). Ayrica kisilik
ozelliklerinin is doyumu ile olan iligki katsayilarinin biiyiikliigii, 6rneklemin 6zelliklerine
gore degismektedir (Yang ve Hwang, 2014). Kisilik 6zellikleri is doyumu ile bir dereceye
kadar iliskili olmakta ancak farkli is kollarinda isin niteligine bagli olarak daha fazla
onemli olabilmektedir (Acuna, Gomez ve Juristo, 2009; Harari, Thompson ve
Viswesvaran, 2018; van den Berg ve Feij, 2003). Yapilan isin niteligine bagli olarak
ongoriilen hedeflerin is doyumunda etkili oldugu bilinmektedir. Ancak bu hedeflerin
gorece Onemine bakilarak, kisilik 6zellikleri baglaminda kisiye atfettigi anlamin duygusal
yiikleri degismektedir (Li, Lin ve Chen, 2007). Ayn1 hedef her birey i¢in ayn1 anlami
tasitmamaktadir (Furnham, Petrides, Jackson ve Cotter, 2002; Hofmans, Gieter ve
Pepermans, 2013; Tisu, Lupsa, Virga ve Rusu, 2020). Kisilik 6zelliklerinin fonksiyonu,
bu hedefe varilmasindaki dénem icerisinde, psikolojik siirecleri dolayli/dolaysiz bir
sekilde etkilemekte ve buna bagl olarak hedefe varilmada duyulan tatminin kisideki
yansimas1 degismektedir (Le, Robbins, Holland, Oh, Ilies ve Westrick, 2011). Diger bir
ifade ile isten duyulan tatminin ya da bireyin hedefe yiikledigi anlamin derecesi, yiliksek
seviyedeki hedefler i¢in, kisi bu hedeflere ulastiginda kendi kisilik 6zellikleri baglaminda
degerlendirmektedir (Avery, Smillie ve Fife-Schaw, 2015; Harari, Thompson ve
Viswesvaran, 2018; van den Berg ve Feij, 2003; Yang ve Hwang, 2014). Isin karmasiklig1
ya da 6nemi diisiik oldugunda ve diisiik seviyede hedefler igeren islerde ise Sorumluluk
ve Duygusal Dengelilik faktdrleri onemli olmaktadir (Le, Robbins, Holland, Oh, Ilies ve
Westrick, 2011).

Erken donem calismalarinda is performansinin kisilikle yordanmasi iglemlerinde kisilik
dlgiimlerinin yordama gegerliliginin diisiik oldugu belirtilmektedir (Tatar ve Ozdemir,
2019). Sonrasinda ise Bes Faktor Kisilik Modeli’nin benimsenmesi, kisilik yapilarinin
ongoriisel gegerliligini artirirken ve bu model tizerinden yapilan kisilik 6lgtimlerinde bazi
faktorlerin nerdeyse tiim islerdeki genel is performansiyla iliskili oldugunu ortaya
cikarmustir (Barrick ve Mount, 1991; Barrick, Mount ve Judge, 2001; Tett, Jackson ve
Rothstein, 1991). Yoneticilerde is performansiyla iliskisi baglaminda kisilik yapilari
olarak Sorumluluk ve Duygusal Denge’nin 6ne ¢iktig1 (Salvaggio, Schneider, Nishii,
Mayer, Ramesh ve Lyon, 2007; Wood, Beckmann, Birney, Beckmann, Minbashian ve
Chau, 2019) ve tiim kisilik yapilarinin farkli yonetimsel becerilerle iligkili oldugu
goriilmektedir (Cable ve Judge, 2003). Ayrica kisilik yapilari, yonetim becerileri
haricinde liderlik o6zellikleriyle de benzer sekilde iliski gostermekte (Judge ve Bono,
2000; Judge, Bono, llies ve Gerhardt, 2002; Langford, Dougall ve Parkes, 2017) ve lider
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kisilik 6zellikleri de orgiit performansini etkilemektedir (Peterson, Smith, Martorana ve
Owens, 2003).

Bes Faktor Kisilik Modeli’nde faktorler, Disadoniikliik, Yumusakbaslilik, Sorumluluk,
Duygusal Denge ve Deneyime Agiklik’tan olusmaktadir (Digman, 1997). Disadoniikliik
faktorii, enerjik, etkileyici ve sosyal olma; Sorumluluk faktorii, dikkatli, temkinli,
disiplinli olma; Yumusakbaglhilik faktorii, nazik, hosgoriilii ve iyi huylu olma; Deneyime
Aciklik faktorii, agik fikirli, 6zgiin, yaratict olma; Duygusal Denge faktorii ise sikintili,
ofkeli, depresif olma gibi sifatlarla nitelendirilmistir (Acuna, Gomez ve Juristo, 2009;
Hogan, Curphy ve Hogan, 1994; Somer, Korkmaz ve Tatar, 2002; Tatar, 2017; Tatar,
Celikbas ve Ozdemir, 2018; Tatar, Saltukoglu, Dal ve Atay, 2013). Bes Faktor Kisilik
Modeli’'nde yer alan faktorlerin tamaminin is doyumu ile iligkili oldugu aktarilmis
(Mount, ilies ve Johnson, 2006; Yang ve Hwang, 2014) ancak is doyumunun yordanmas1
amaciyla yapilan ¢alismalar, farkli kisilik 6zelliklerinin farkl diizeyde sonuglar verdigini
gdstermistir (Mathieu, 2013; Mount, ilies ve Johnson, 2006). Is doyumu ile Disadéniikliik
ve Sorumluluk faktorii pozitif yonde, Duygusal Denge faktorii ise negatif yonde iligkilidir
(Avery, Smillie ve Fife-Schaw, 2015; Seltzer, Ones ve Tatar, 2017). Ancak Disadoniikliik
ile narsisizm pozitif yonde ve Duygusal Denge ile narsiSizm negatif yonde iliskili
bulunmustur. Ayrica narsiSizm ile is doyumu arasinda da negatif yonli iligki
belirtilmektedir (Mathieu, 2013).

Bazi meslek gruplarmin kisilik 06zellikleri, normal popiilasyona gore 0Ozel olarak
farklilasabilmektedir. Meslek gruplar1 ile yapilan calismalarda eczacilarin (Tatar,
Saltukoglu, Dal ve Atay, 2013), tiyatrocularin (Tatar, Sahintiirk, Saltukoglu ve Telvi,
2013) ve futbolcularin (Zekioglu ve Tatar, 2006) kisilik 6zelliklerinin genel popiilasyona
gore bazi faktorlerde farklilastigi bildirilmektir. Hemsirelerle yapilan bir ¢aligmada ise
hemsirelerin, diger faktorlere gore, Sorumluluk faktériinde belirgin sekilde ayristigi
bildirilmekte ve yonetici grubunun da tipik kisilik 6zellikleri sergiledigi aktarilmaktadir
(Alan ve Baykal, 2018; Pillay, 2009). Ayrica polisler ve polis adaylarinin Disadontikliik,
Duygusal Dengelilik, Sorumluluk gibi baz1 kisilik 6zelliklerinde yiiksek diizey ile genel
orneklemden farkliliklar tasidigi (Garbarino, Chiorri, Magnavita, Piattino ve Cuomo,
2012; Detrick ve Chibnall, 2013), is performanslarmin da egitim araciligiyla kisilik
ozelliklerinden etkilendigi bildirilmistir (Forero, Gallardo-Pujol, Maydeu-Olivares ve
Andrés-Pueyo, 2009). Benzer sekilde ogretmenlerde de Duygusal Denge, Gelisime
Aciklilik gibi bazi kisilik 6zelliklerinde genel popiilasyondan farklilagma (Saltukoglu ve
Tatar, 2018) ve is doyumu agisindan da baskin kisilik 6zelliginin degismesine bagli olarak
artis ya da azalis gdzlenmistir (Perera, Granziera ve Mcllveen, 2018). Ilgili alanyazin
dogrultusunda, ¢esitli meslek gruplarinda, ¢alisilan pozisyonun ve yapilan isin niteligine
gore kisilik oOzelliklerinin belirginlestigi ve farklilastigi, bu baglamda da kisilik
ozelliklerinin is doyumu ve ig performansi iizerinde etkili oldugu gériilmektedir (Bruk-
Lee, Khoury, Nixon, Goh ve Spector, 2009; Yang ve Hwang, 2014).
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Sunulanlar dogrultusunda Bes Faktor Kisilik Modeli ¢er¢evesinde degerlendirilen kigilik
ozelliklerinin, i3 doyumu ve is performansini dnemli dlglide etkiledigi anlasilmaktadir.
Bu nedenle psikolojik ve orgiitsel isleyis agisindan tasidigi onem nedeniyle bir kurum
veya isletmede yonetici olarak calisanlarin, is basarisina ve is doyumuna katkida bulunan
veya azaltan kisilik 6zelliklerinin arastirilmasi ve tanimlanmasi amaglanmistir. Bu amag
cergevesinde Bes Faktor Kisilik Envanteri (Somer, Korkmaz ve Tatar, 2002) kapsaminda
tanimlanan birinci ve ikinci diizey olarak Ol¢limii yapilan tiim kisilik yapilarinin
incelenmesi planlanmistir. Calismada 6zel olarak yonetici konumunda galisan kisilerin
alinmasi ve kisilik 6zelliklerinin is performansi ve is doyumu tizerindeki etkisinin es
zamanlt olarak test edilmesi ¢alismanin 6zgiin yanlarindan birini olusturmaktadir.
Calismanin diger 6zgilin yanin ise kullanilan kisilik teorisi ¢ercevesinde Tiirk yonetici
orneklem lizerinde uygulanmis benzer bir ¢alismanin ve kullanilan yontemsel modelin
gozlenmeyisi olusturmaktadir.

2. Yontem
2.1. Katihimcilar

Katilimcilar belirlenirken dahil etme ve dislama kriterleri olarak en az ii¢ yil siireyle (ort.
= 10,33 £ 8,45 yi1l; min.-max. = 3-40) bir kurulusta yonetici olarak ¢alismak ve en az 10
astt ¢alisam1 (ort. = 41,98 + 90,44 kisi; min.-max. = 10-700) bulunmak 6zellikleri
aranmistir. Arastirmanin amaci aciklanirken bu kosullar belirtilmis, bu kosullari
tagimayanlar caligmaya dahil edilmemistir. Bu dogrultuda calismaya 24-76 yaslari
arasinda (ort. = 38,95 + 11,01 yil) 191 erkek (% 71,0) ve 78 kadin (% 29) olmak tizere
toplam 269 yonetici katilmistir. Katilimeilar, egitim durumlarmi 9’u ilk ve orta okul (%
3,3), 667s1 lise (% 24,5), 194’1 tniversite (% 72,1) mezunu olarak; medeni durumlarini
80’1 bekar (% 29,7), 173’1 evli (% 64,3), 16°s1 dul veya bosanmis (% 5.9) olarak; gelir
durumlarimi 147°si orta diizeyde (% 54,6), 122’si iyi (% 45,4) olarak belirtmistir.

2.2. Gerec

Bu ¢alismada is performansi ve is doyum diizeyleri, ayri ayri olarak 10 birimlik Osgood
tipi semantik farklar 6lcegi ile belirlenmistir. Kisilik 6l¢iimii ise Bes Faktor Kisilik
Envanteri ile yapilmistir ve envanter, Bes Faktor Modeli’ne gore teorik kisilik dl¢timii
yapmaktadir. Bes Faktor Kisilik Envanteri’nin, 5°1i Likert tipi cevaplama se¢enegi iceren
220 maddeden olusan uzun (Somer, Korkmaz ve Tatar, 2002; 2004) ve 85 maddenden
olusan kisa formu bulunmaktadir (Tatar, 2016). Bu ¢alismada uzun form kullanilmistir.
Envanterin uzun formu, bes faktorle birinci diizey ve bu faktorler altinda yer alan 17 de
ikinci diizey alt boyut yapisi igin 6lgliim icermektedir (Somer, Korkmaz ve Tatar, 2002;
2004).
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2.3. Uygulama

Katilimeilara, istanbul ilinde yapilan uygulama ile Bes Faktor Kisilik Envanteri uzun
formu, is performansi ve is doyum diizeyi 6l¢timleri ve birkag sorudan olusan anket basili
olarak verilmistir. Tiim uygulama yoneticilere ulasma giigliigii nedeniyle ti¢ yillik bir siire
icerisinde tamamlanmistir. Katilimcilarin okuma hizina gore bir kisilik uygulama 40-60
dakika arasinda bir siire almistir.

2.4. Verilerin Analizi

Calismada, oncelikle kullanilan 6lgme aracinin alt boyut ve faktorleri i¢in i¢ tutarlilik
giivenirlik katsayilar1 ve is performansi ile is doyumu arasindaki korelasyon katsayilar
hesaplanmistir. Daha sonra is performansi ve is doyum diizeyinin katilime1r grup
ortalamasinin altinda ve {izerinde yer alan iki grup olusturularak hem is performansi hem
de is doyum diizeyi diisiik-yiiksek olacak sekilde iki grup tanimlanmistir. Daha sonra
cinsiyet, yas, egitim durumu, gelir durumu ve medeni durum degiskenleri sosyo-
demografik bagimsiz degiskenler olarak bu iki ayr1 bagimli degisken grubunu ayirt edip
etmedigini incelemek amaciyla Bes Faktor Kisilik Envanteri alt boyut ve faktor toplam
puanlart ile birlikte ¢ok degiskenli lojistik regresyon modeliyle incelenmistir. Ayrica
lojistik regresyon analizinin yapilabilmesi i¢in de kategorik bagimsiz degiskenlerin sayi
yiizde degerleri belirlenmistir.

2.5. Sonuglar

Oncelikle Bes Faktor Kisilik Envanteri’nin ikinci diizey alt boyutlar1 ve iist yap1 olarak
faktorleri icin i¢ tutarlilik giivenirlik katsayilar1 hesaplanmistir. Sonuglara gore i¢
tutarlilik giivenirlik katsayilarinin alt boyutlarda 0,64 (Duyarlilik) ile 0,86 (Endiseye
Yatkinlik) arasinda, faktorlerde ise 0,84 (Disadoniikliik ve Gelisime Agiklik) ile 0,93
(Duygusal Tutarsizlik) arasinda oldugu goriilmiistiir (Tablo 1). Daha sonra is doyumu ve
is performansi arasinda Pearson korelasyon katsayisi hesaplanmis ve r = 0,51 ve ikKi
degisken arasindaki ortak varyansin R% = 0,26 oldugu goriilmiistiir.
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Tablo 1. Bes Faktor Kisilik Envanteri Alt Boyut ve Faktorleri icin i¢ Tutarlihk Giivenirlik

Katsayilarn
Faktorler Cronbach Alfa | Alt Boyutlar Cronbach Alfa
Canlilik 0,71
Disadoniikliik 0,84 Giriskenlik 0,78
Etkilesim 0,78
Hosgorii 0,68
Yumusakbaslilik/Gegimlilik 0,89 tsjazl;:;g; 8;?
Yumusak Kalplilik/Elseverlik 0,74
Diizenlilik 0,82
- . Kurallara Baglilik 0,72
Oz-Denetim/Sorumluluk 0,90 Sorumluluk/ Kararlilik 0.80
Heyecan Arama 0,82
Duygusal Degiskenlik 0,80
Duygusal Tutarsizlik 0,93 Endiseye Yatkinlk 0,86
Kendine Giivensizlik 0,82
Analitik Diisiinme 0,78
Gelisime Agiklik 0,84 Duyarlilik 0,64
Yenilige Ag¢iklik 0,69

Cok degiskenli regresyon modeli yapilmasi amaciyla kategorik bagimsiz degiskenlerin
say1 ylizde degerleri belirlenmis (Tablo 2), verilerdeki kayip ve ug degerler incelenmis,
tiim kategorik degisken ciftlerinde beklenen frekans degerlerinin istenen sekilde (1’den
biiyilik ve 5’ten kiigiik olanlarin oran1 %20’den az) ve bagimsiz nicel siirekli degiskenler
arasindaki korelasyonlarin diisiik-orta diizey degerlere sahip oldugu goriilmistiir.

Tablo 2. Sosyo-demografik Degiskenlerin Say1 Yiizde Dagilimlar:

Degiskenler Gruplar n %
Cinsiyet Erkek 191 71,0
Kadin 78 29,0
Bekar 80 29,7
Medeni Durum Evli 173 64,3
Dul veya Boganmis 16 5,9
Ik ve Orta Okul 9 3,3
Egitim Durumu Lise 66 245
Universite 194 72,1
. Iyi 122 45,4
Gelir Durumu Orta Diizey 147 54,6
Toplam 269 100,0

Daha sonra ayr1 ayr1 olacak sekilde hem is performansi hem de is doyum diizeyi
gruplarmin yordanmasi amaciyla Wald Ileriye Dogru yontemiyle lojistik regresyon
analizi yapilmistir. Nicel siirekli bagimsiz degiskenler olarak yas ve Bes Faktor Kisilik
Envanteri’nin alt boyut veya faktor toplam puanlari, kategorik bagimsiz degiskenler
olarak da cinsiyet, egitim durumu, medeni durum ve gelir durumu degiskenleri alinmustir.
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Is performansi gruplarinin Bes Faktor Kisilik Envanteri’nin ikinci diizey alt boyutlarmin
yordanmasi i¢in tahmin edilen olasiliklarin elde edilen olasiliklarla eslestigine dair sifir
hipotezini degerlendiren Hosmer ve Lemeshow testi anlamli olmayan bir p degeri ile
model uyumu ortaya ¢ikarmstir (x> HL (8) = 11,66; p> 0,05). Nagelkerke s6zde R? degeri
modelin, toplam varyansin % 22,3'inii agikladigin1 géstermistir. Sans eseri dogru
siiflandirmanin orantili yiizdesine kiyasla % 6,5’lik bir artisla genel isabet oran1 % 66,8
olarak belirlenmistir. Is performansinin diisiik grubu igin % 79,1 ve yiiksek grubu igin ise
% 48,1 dogru tahmin oranlari bulunmustur. Wald testi, bagimsiz degiskenler olarak
Canlilik alt boyutu toplam puaninin (x*Wald (1) = 3,55; p < 0,01), Kendine Giivensizlik
alt boyutu toplam puanmin (x*Wald (1) = 15,52; p < 0,001), Duyarlilik alt boyutu toplam
puanmin (y®Wald (1) = 10,62; p < 0,001) ve gelir durumunun (y*Wald (1) = 7,32; p <
0,01) is performansinin diisiik ve yiiksek gruplarindan birine diismenin istatistiksel olarak
anlamli yordayicilart oldugunu gostermistir (Tablo 3).

Is performans1 gruplarinin Bes Faktér Kisilik Envanteri’nin birinci diizey faktor toplam
puanlartyla yordanmasi i¢in olusturulan modelin sifir hipotezini degerlendiren Hosmer
ve Lemeshow testi sonucuna gore model uyumu vardir (x® HL (8) = 7,60; p > 0,05).
Nagelkerke sozde R? degeri modelin toplam varyansin % 14,7'sinin agikladigini
gostermis ve sans eseri dogru siniflandirmanin orantili yiizdesine kiyasla % 4,2°lik bir
artigla genel isabet oran1 % 64,5 olarak belirlenmistir. Is performansinin diisiik grubu i¢in
% 77,2 ve yiiksek grubu igin ise % 45,2 dogru tahmin oranlar1 bulunmustur. Wald testi,
bagimsiz degiskenler olarak Disadoniikliik faktorii toplam puaninin (x®Wald (1) = 7,10;
p < 0,01), cinsiyetin (x*Wald (1) = 5,43; p < 0,05) ve gelir durumunun (y®Wald (1) =
10,83; p < 0,01) is performansinin diisik ve yiiksek gruplarindan birine diismenin
istatistiksel olarak anlamli yordayicilart oldugunu gostermistir (Tablo 3).

Tablo 3. is Performans1 Gruplarmin Yordanmasi icin Ikili Lojistik Regresyon Analizi
Sonucu

B SH. Wald sd. p Exp(B) EXP(B)’“‘?O gge“ Aralig
Alt Boyutlar icin Kurulan
Model
Canlilik 0,85 0,27 955 1 0,002 2,33 1,36-3,98
Kendine Giivensizlik -1,19 0,30 1552 1 0,000 0,31 0,17-0,55
Duyarlilik -1,06 0,32 10,62 1 0,001 0,35 0,18-0,66
Gelir Durumu Gruplari(1) 0,77 0,29 7,32 10,007 216 1,24-3,77
Sabit 261 1,74 225 10,134 13556
Nagelkerke sozde R? 0,223
Faktorler icin Kurulan Model
Digadoniiklik 0,85 0,32 7,10 1 0,008 2,35 1,25-4,40
Cinsiyet Gruplari(1) 0,73 0,31 543 10,020 2,07 1,12-3,81
Gelir Durumu Gruplari(1) 0,89 0,27 10,83 1 0,001 2,43 1,43-4,12
Sabit -4,41 1,18 14,03 1 0,000 0,06
Nagelkerke S6zde R? 0,147
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Is doyumunun incelenmesi dogrultusunda is doyumu gruplarmin Bes Faktor Kisilik
Envanteri’nin alt boyutlariyla yordanmasi i¢in olusturulan modelin veriye uyumunun
Hosmer ve Lemeshow testi sonucuna gore iyi diizeyde oldugu goriilmiistiir (x> HL (8) =
12,93; p > 0,05). Nagelkerke sozde R? degerine gore model toplam varyansin % 17,5'ini
aciklamaktadir. Sans eseri dogru siniflandirmanin orantili yiizdesine kiyasla % 4,2’lik bir
artisla genel isabet oran1 % 65,1 olarak belirlenmistir. Is doyumunun diisiik grubu i¢in %
79,9 ve yiiksek grubu i¢in ise % 42,2 dogru tahmin oranlari bulunmustur. Wald testi,
bagimsiz degiskenler olarak Canlilik alt boyutu toplam puaninin (y?Wald (1) = 4,15; p <
0,05), Hosgorii alt boyutu toplam puanmin (x*Wald (1) = 4,60; p < 0,05), Kendine
Giivensizlik alt boyutu toplam puaninin (x*Wald (1) = 4,67; p < 0,05), Duyarlilik alt
boyutu toplam puaninin (x®Wald (1) = 10,08; p < 0,01) ve gelir durumunun (x®Wald (1)
= 8,62; p < 0,01) is doyumunun diisiik ve yiikksek gruplarindan birine diismenin
istatistiksel olarak anlamli yordayicilari oldugunu gostermistir (Tablo 4).

Is doyumu gruplarinin Bes Faktor Kisilik Envanteri’nin faktér toplam puanlariyla
yordanmasi i¢in olusturulan modelin, Hosmer ve Lemeshow testi sonucuna gore uyum
iyiligi vardir (x> HL (2) = 1,38; p > 0,05). Nagelkerke sozde R? degeri modelin toplam
varyansin % 9,7'sinin agikladigini gostermis ve sans eseri dogru siniflandirmanin orantih
yiizdesine kiyasla % 2,3’liik bir artisla genel isabet oran1 % 63,2 olarak belirlenmistir. Is
doyumunun disiik grubu igin % 73,0 ve yiiksek grubu igin ise % 48,0 dogru tahmin
oranlar1 bulunmustur. Wald testi, bagimsiz degiskenler olarak cinsiyetin (y?Wald (1) =
4,73; p < 0,05) ve gelir durumunun (x®Wald (1) = 12,09; p < 0,001) is doyumunun diisiik
ve yliksek gruplarindan birine diismenin istatistiksel olarak anlamli diizeydeki
yordayicilari oldugunu ortaya koymustur (Tablo 4).

Tablo 4. is Doyumu Gruplarinin Yordanmasi icin ikili Lojistik Regresyon Analizi Sonucu

B SH. Wald sd. p Exp(B) EXP(B)’“iz;/gﬁS;e“Afahgl
Alt Boyutlar i¢cin Kurulan
Model
Canlilik 0,53 0,26 4,15 1 0,042 1,71 1,02-2,85
Hosgori 0,78 0,37 460 1 0,032 2,19 1,07-4,47
Kendine Giivensizlik -0,62 0,29 4,67 10,031 0,54 0,30-0,94
Duyarlilik -1,03 0,32 10,08 1 0,002 0,36 0,19-0,67
Gelir Durumu Gruplari(1) 0,83 0,28 8,62 1 0,003 2,30 1,32-4,01
Sabit -0,87 2,10 0,17 1 0,680 0,42
Nagelkerke S6zde R? 0,175
Faktorler icin Kurulan Model
Cinsiyet Gruplari(1) 0,67 0,31 4,73 10,030 1,95 1,07-3,56
Gelir Durumu Gruplari(1) 0,92 0,26 12,09 1 0,001 2,51 1,49-4,21
Sabit -1,37 0,29 22,32 1 0,000 0,25
Nagelkerke S6zde R? 0,147
3. Tartisma
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“Ortalama” yonetici pozisyonu icin genel 6rneklemden farklilasan diizeyde agik fikirli
olma, kati olmama, disadoniik olma, bagimsiz ve kontrollii olma gibi bazi kisilik
ozeliklerine sahip olunmasi gerekli goriilmekte veya beklenmektedir (Bartram, 1992). Bu
kisilik 6zelliklerinden hangilerinin is performansi ve is doyumunda 6ne ¢ikacagi ise
yonetici grubu i¢in ayirt edici 6zellik tagiyacaktir. Diger bir ifadeyle yoneticilerin farkli
kisilik profillerinin olacagr ve bu o6zelliklerin psikolojik agidan ve orgiitsel isleyis
acisindan farklilik gdsterecegi beklenmektedir. Bu dogrultuda bu calismada is
performanst ve is doyumunda bu &zelliklerin hangilerinin 6ne ¢ikacaginin es zamanl
olarak belirlenmesi amag¢lanmastir.

Sonuglar genel olarak degerlendirildiginde, is performanst ve is doyumu gruplarinin
yordanmasi i¢in hem alt boyutlar hem faktorlerle kurulan modellerin uyumunun oldugu
ve veriye uydugu gorilmistiir. Ayrica sosyo-demografik degiskenler bir kenarda
tutuldugunda genel olarak c¢alisanlarda oldugu gibi yonetici olarak ¢alisan grupta da is
performanst ve is doyumu gruplarinin yordanmasinda kisilik 6zelliklerin rolii oldugu
anlagilmis olmaktadir. Kurulan modellerin iyi uyum saglamasina ragmen sans eseri dogru
siniflandirmanin orantili ylizdesine oranla biiyiik artislar saglamayan genel isabet
oranlarina ulasilmistir. Genel isabet oranlar1 ise is performansi gruplari i¢in % 66,8 ve %
64,5, is doyumu gruplar i¢in % 65,1 ve % 63,2 olarak tespit edilmistir. Kurulan
modellerde veri-model uyumu saglanmis olmasina karsin ulagilan genel isabet oranlarina
biliylik artislar saglanmadan ulasilmis olmasi bu calismanin elde edilen sonuglarina
yonelik en biiyiik eksiklik olarak gériinmektedir. Ancak elde edilen dikkat ¢ekici sonug,
yordama isleminde alinan bagimli degisken setinin hem is performansi hem de is doyumu
gruplarinin diisiik olan gruplarin1 yiliksek olanlarindan daha yiliksek oranlarla tespit
edebilmesidir. Bu sonug ise is hedefleri i¢in psikolojik siireglerin, kisilik 6zelliklerinin
fonksiyonu olarak bireyler arasi farklar tasidiginin belirtilmesi Ornegiyle benzerlik
tasimaktadir (Furnham, Petrides, Jackson ve Cotter, 2002; Hofmans, Gieter ve
Pepermans, 2013; Le, Robbins, Holland, Oh, Ilies ve Westrick, 2011; Tisu, Lupsa, Virga
ve Rusu, 2020). Bu sonu¢ ayni zamanda hem is performansi hem de is doyumu
gruplarinin  diigiikk-yiiksek gruplarinin ayr1 ayri incelenmesi gerekliligine isaret
etmektedir.

Is performans1 gruplarinin yordanmasinda toplam varyansin % 22,3 ve % 14,7'sinin, is
doyumu gruplarinin yordanmasinda toplam varyansin % 17,5 ve % 9,7'sinin agiklandigi
belirlenmistir. Bu oranlarin elde edilmesinde dogal olarak faktdrlere oranla sayica daha
cok olan alt boyutlarla ve is performansi i¢in de is doyumu i¢in oldugundan daha biiyiik
oranlar elde edilmistir. Bu calismanin kapsami disinda yer alsa da bu sonug is
performansi-is doyumu etkilesimini de ortaya koymaktadir. Bu g¢alismada iki olgu
arasindaki ortak varyansin 0,26 oldugu goriilmiistiir. Bu oran da iki olgu i¢in agiklanan
varyans oranlar1 arasinda neden fark oldugunu ortaya koymaktadir. Caligmadaki odak
noktasinin da is performansi ve i3 doyumunun hangi degiskenlerle aciklandigi degil,
yoneticilerde is performansit ve is doyumuna etki eden kisilik 6zelliklerinin olup
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olmadiginin incelenmesi olmasi nedeniyle de oranlar arasi farklarin olast nedenleri
konusuna deginilmemistir.

Yonetici olarak calisan grupta, sosyo-demografik degiskenlerle birlikte alt boyut veya
faktorlerden olusan yordayici bagimsiz degiskenler kiimesinin is performansinin diisiik
ve yiksek gruplarini ayirabildigini gostermektedir. Is performans1 gruplarmin
yordanmasinda Canlilik alt boyutu toplam puani bir puan arttik¢a is performansi 2,33 kat
artmakta, Kendine Glivensizlik ve Duyarlilik alt boyutu toplam puanlar arttik¢a is
performansi ayni sirayla 0,31 ve 0,35 oraninda azalmaktadir. Gelir durumunu orta diizey
olarak belirtenlerin is performanslarinin yiiksek olma olasiligi, gelir durumunu iyi olarak
belirtenlere gore 2,16 kat daha fazladir (% 95 GA = 1,24-3,77). Benzer sonug faktorlerin
alindig1 model i¢in de gegerlidir. Disadoniikliik faktorii toplam puani bir puan arttikea is
performansi da 2,35 kat artmaktadir. Gelir durumu degiskeni icin ise gelir durumunu orta
diizey olarak belirtenlerin is performanslarinin yiiksek olma olasiligi, gelir durumunu iyi
olarak belirtenlere gore yaklasik 2,43 kat daha fazladir (% 95 GA = 1,43-4,12). Cinsiyet
degiskeni i¢in ise kadin grubunun is performanslarinin yiiksek olma olasilii, erkek
grubuna gore yaklasik 2,07 kat daha fazladir (% 95 GA = 1,12-3,81) (Tablo 3).

Yonetici olarak ¢alisan grupta, sosyo-demografik degiskenlerle birlikte alt boyutlardan
olusan yordayict bagimsiz degiskenler kiimesinin is performansinin diisiik ve yliksek
gruplarini1 ayirabilirken faktorlerden olusan yordayici bagimsiz degiskenler kiimesinin
yeterli olmadigi anlagilmistir. Sonuglara gore Canlilik alt boyutu toplam puani bir puan
arttikca is performansi 1,71 kat, Hosgorii alt boyutu toplam puani bir puan arttikga is
performansi 2,19 kat artmaktadir. Kendine Giivensizlik alt boyutu toplam puani bir puan
arttikca is performansi 0,54 oraninda ve Duyarlilik alt boyutu toplam puani bir puan
arttik¢a is performansi 0,36 oraninda azalmaktadir. Ayrica gelir durumunu orta diizey
olarak belirtenlerin is doyumlarinin yiiksek olma olasiligi, gelir durumunu iyi olarak
belirtenlere gore 2,30 kat daha fazladir (% 95 GA = 1,1,32-4,01). Is doyumu gruplarimnmn
faktorlerle yordandigi modelde ise kisilik 6zellikleri yordayicit bagimsiz degiskenler
olarak tespit edilememis, sosyo-demografik degiskenler olarak cinsiyet ve gelir durumu
one ¢ikmustir. Is doyumunun yiiksek olma olasiligi, kadin grubunun, erkek grubuna gore
1,95 kat (% 95 GA = 1,07-3,56); gelir durumunu orta diizey olarak belirtenlerinin de gelir
durumunu iyi olarak belirtenlere gore 2,51 kat daha fazladir (% 95 GA = 1,49-4,21)
(Tablo 4). Ancak Bes Faktor Kisilik Envanteri’nin faktor toplam puanlarinin istatistiksel
olarak anlaml diizeyde yordayici bagimsiz degiskenler olarak modelde yer almamis
olmasi bu calisma kapsaminda alinan sosyo-demografik degisken setleri dahilinde elde
edilen bir sonugtur. Bagimsiz degisken setleri degistiginde yordayici bagimsiz
degiskenler ve yordayici katki oranlar1 da degismekte oldugu i¢in elde edilen sonug Tablo
2’de verilen degiskenler ve kategorileri dogrultusunda olusturulmus modellere bagli bir
sonugtur. Ancak yine de yoOnetici grupta faktor diizeyinde kisilik Ol¢limlerinin is
doyumunun yordanmasinda Onemli etkilerinin olmadigi anlasilmis olmaktadir.
Calismadaki sonuglar kurulan modeller dogrultusunda karisik gériinmemektedir. Ancak
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genellikle hem is performansini hem de is doyumunu agiklamada belirli psikolojik
ozelliklerin ve baglamsal faktorlerin arasinda goriiniir-gériinmez etkilesimli etkilerin
oldugu (Christiansen, Sliter ve Frost, 2014) bilindiginden dolay1 elde edilen sonuglarin
gorlinenden daha karmasik iliskileri yansittig1 diisiiniilebilir. Bu nokta da ise 6nemli olan
sonug calisma amaci olarak yonetici konumunda calisan kisilerin alinmis olmasi ve bu
grup tizerinde kisilik 6zelliklerinin is performansi ve is doyumu {izerindeki etkisinin es
zamanli olarak gosterilmesidir.

Bu ¢alismada kisilik 6l¢iim yontemi olarak Bes Faktor Kisilik Modeli’nin benimsenmesi

kisilik yapilarmin ongoriisel gegerlili§inin ortaya konmus olmasi (Barrick, Mount ve
Judge, 2001) nedeniyle uygun bir se¢im yontemi olmaktadir. Ayrica kullanilan envanterin
uzun formunun alinmis olmasi nedeniyle hem faktorlerinin hem de alt boyutlarinin
analizlere dahil edilmesi ¢alisma sonuglarinin faktorler diizeyde farkli caligmalarla
karsilagtirmasina olanak verirken, alt boyut 6l¢timleriyle de ayrintilarin gézlenmesine
olanak saglamistir. Ayn1 zamanda bu ¢alisma verileri, insan kaynaklari uzmanlari i¢in
yoneticilerin degerlendirilmesi baglaminda kisilik envanterinin kullaniminin sonuglarina
iligkin bir karsilastirma islevi gormesine hizmet edecektir.

Is performans1 ve is doyumu, ayn1 anda etkili olan ikili bir iliskiye sahip olgulardir (Yang
ve Hwang, 2014). Bu calismada izlenen istatistiksel analiz/yontem nedeniyle bu ikili
iliskiye yer verilememistir. ki degisken arasinda iliski oldugu bilindiginden (Bowling,
2007; Judge, Thoresen, Bono ve Patton, 2001; Schleicher, Watt ve Greguras, 2004) dolay1
kisiligin ve sosyo-demografik degiskenlerin etkisinin goriilmesi amaciyla her bir olgunun
yordanmasinda digerinin bagimsiz degisken olarak alinmasi gibi bir yontem ise
izlenmemistir.

Bu c¢alisma kapsaminda yoneticilerin yonetimleri altinda ka¢ kisi oldugunun sayisal
olarak belirlenmemis olmasi, bu g¢alismanin en 6nemli eksikligini olusturmaktadir.
Calismanin diglama-dahil etme kriterleri dogrultusunda katilimeilarin astlarinin sayisinin
10 kisiden daha fazla olmasi kosulunun alinmis olmasi, buna karsin ast kisi sayisinin
belirlenmemis olmasi yani bir diger bagimsiz degisken olarak alinmamis olmasi, bu
bilginin analizlere dahil edilmesini engellemistir. Oysa ast sayisi, yoneticilerin yonetim
diizeylerinin bir gostergesi olarak is doyumu ve is performansini etkileyebilir gibi
goriinmektedir.

Sonug olarak bu caligma sektor ayrimi yapilmadan orta diizey yoneticileri kapsamaktadir
ve isin nitelikleri dogrultusunda farkli sonuglarin elde edilebilecegi farkli sektorlerde
uygulamay1 iceren arastirmalart beklemektedir. Bu calisma uygulamasinda oOlgiim
gecerliliginin saglanmasi ve Katilimcilarin gizliliginin korunmast igin katilimcilardan
isim veya kimlik bilgisi alinmamistir. Ancak hem is performansi, hem is doyumu hem de
kisilik 6l¢timii 6z bildirime dayali1 yontemle degerlendirilmektedir ve bu olgusal yapilar
O0lcme baglaminda sosyal istenirlige olduk¢a agik yapilar olarak goriinmektedirler.
Yoneticilerde is performansinin, satisa dayali isletmelerde yapilan satis miktar ile
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nicellestirilmesi gibi veya is doyumunun is arkadaslar1 tarafindan 360 derece
degerlendirme teknigiyle alinmasi gibi 6lgiimlerin gegerliliginin artirllmasina ve daha
objektif veriler elde edilmesine yonelik yontemsel farkliliklarin denenmesi de yine daha
sonra yapilmasi gereken islemlerdendir.
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