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ABSTRACT (EXTENDED)

Objectives: Measuring the levels of employees” well-being in different sector can give a useful indication of
the positive or negative mental health in workforce. These measurements provide a basis for promoting positive
mental health and reducing negative outcomes within at workplace. Furthermore, little is known about the
importance of personality traits and socio-demographic characteristics for subjective well-being among service
and manufacturing sector employees. In this direction, the aim of this research is to investigate whether some
personality traits (extraversion, agreeableness, conscientiousness, emotional stability, intellect /imagination) and
basic socio-demographic variables (age, gender, marital status, education attainment, ect.) have different
relationships with subjective well-being when service sector employees compared with manufacturing sector
employees.

Design/methodology/approach: Using a cross-sectional design, data were collected from 412 employees (236
service sector employee and 176 manufacturing sector employees; 213 women and 199 men) selected from diverse
occupations and organizations through convenience sampling. Employees completed an anonymous form that
including Big-Five Personality Questionnaire, Personal Well-Being Index, and socio-demographic survey. In
accordance with the purpose, levels of subjective well-being of the service and manufacturing sectors employees
have been predicted with personality traits and socio-demographic variables by multiple logistic regression
analysis.

Results: Results has confirmed previous findings on relationships and contributed with new findings,
indicating that personality traits are of importance for subjective well-being for the different sector employees.
Multiple logistic regression analysis showed that among the agreeableness, conscientiousness and emotional
stability had statistically significant, relationships with subjective well-being at the service sector employees.
Also, for manufacturing sector employees, agreeableness as personality trait and socioeconomic status had a
significant positive relationship with subjective well-being. Further, effects have larger among subjective well-
being and agreeableness than other variables at the both sector employees. Regression analyses also showed that
35.0 % of the variance of subjective well-being was accounted for by three personality factor at the service sector
employees, whereas two variables explained 29.6 % of the variance at the manufacturing sector employees.

Practical implications: The results showed that there is a difference in the explanation of the variance in
subjective well-being among employees” different sectors by personality traits and socio-demographic variables.
In addition, it is understudied that these variables are a useful device for understanding individual differences in
subjective well-being for different sectors employees. This study provides this way, an insight for potential factors,
which is considered detrimental for subjective well-being and mental health about work performance and
productivity at employees.

Originality/value: The results of this study reveal that there are different personality traits and socio-
demographic variables explaining different amounts of variance in subjective well-being among service and
manufacturing sector employees. In addition, results contribute with the related literature through empirically
indicating how affected at different sector employees by relationships of personality traits and subjective well-
being.
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Makale Tiirii:

Amag: Farkli sektor calisanlarimin iyi olusu diizeyini 6lcmek is giiciiniin olumlu veya olumsuz ruh saghg
hakkinda yararly bir gosterge verebilir. Bu él¢iimler, isyerinde olumlu ruh saghgim desteklemek ve olumsuz
sonuglart azaltmak icin bir temel saglar. Ayrica, hizmet ve tiretim sektdrii calisanlar arasinda kisisel 1yi olus icin
kisilik ozelliklerinin ve sosyo-demografik profillerin dnemi hakkinda cok az sey bilinmektedir. Bu dogrultuda bu
calismanin amaci, hizmet sektorii calisanlar iiretim sektorii calisanlan ile karsilastinldiginda, bazi kisilik
ozellikleri ve sosyo-demografik degiskenlerin (yas, cinsiyet, ekonomik durum, medeni durum, calisma siiresi,
calisan sayist) kisisel iyi olus ile farkly iliskilere sahip olup olmadiim arastirmaktir.

Tasarim/Yontem: Kesitsel desen kullamlarak kolay ornekleme yoluyla cesitli meslek ve kurumlardan secilen
412 calisandan (236 hizmet ve 176 iiretim sektorii calisam) veri toplammishr. Arashrmann amact
dogrultusunda, hizmet ve iiretim sektorlerinde calisanlarin kisisel iyi olus diizeyleri, coklu lojistik regresyon
analizi kullamlarak kisilik 6zellikleri ve sosyo-demografik degiskenler ile yordanmustir.

Sonuclar: Sonuglar, iliskilere iliskin onceki bulgular dogrulams ve yeni bulgularla katkida bulunmus, her
iki sektor calisanlarinda da kisilik ozelliklerinin kisisel iyi olus icin onemli oldugunu gostermistir.

Uygulama Cikarimlari: Sonuclar, farklr sektér calisanlart arasinda kisisel iyi olustaki varyansin kisilik
ozellikleri ve sosyo-demografik profiller ile aciklanmasinda farklilik oldugunu gdéstermektedir.

Ozgiin Deger: Bu caligma sonuglari, hizmet ve tiretim sektérii calisanlar: arasinda farkl kisilik ozelliklerinin
ve sosyo-demografik degiskenlerin kisisel iyi olustaki varyansm farkli miktarlarm acikladigini ortaya
koymaktadr.




1. GIRiS

Psikolojinin erken dénemlerinde, depresyon, kaygi, stres gibi olumsuz duygusal durumlarin baskin oldugu hastalik
odakl konulara agirlik verilmesi ve psikopatolojinin iyilestirilmesine odaklanilmasi, mutluluk (happiness), kisisel
iyi olus (subjective well-being), yasam doyumu (life satisfaction) gibi olumlu duygu durumlarina yénelik arastirma
konularinin ve kisisel gelisime yonelik tesviklerin ihmal edilmesine neden olmustur (Furnham ve Christoforou,
2007; Momeni ve ark., 2011; Ryan ve Deci, 2001). Ancak pozitif psikoloji alaninin ortaya ¢ikmasiyla ve bu alanda
yuritllen g¢ahsmalarin hiz kazanmasiyla, ilgili yazindaki arastirmalarin her gegen giin arttigi gorilmektedir
(Furnham ve Christoforou, 2007; Momeni ve ark., 2011).

iyi olus, pozitif psikolojinin temel olgusal kavramlarindan birisi olarak (Seligman ve Csikszentmihalyi, 2000) ilgili
arastirmalarda genellikle yakindan iliskili bir baska olguyu ifade eden mutluluk kavramiyla karistirilacak sekilde
kullanilmaktadir (Mayungbo, 2016; Oishi, Diener ve Lucas, 2009). Ancak her ne kadar kavramlar tek bir yapiyi
yansitiyormus gibi kullanilsa da bazi arastirmalar iyi olusun, mutlulugu kapsayan bir Ust yapiyr temsil ettigini
bildirmektedir (Mayungbo, 2016; Lucas ve Diener, 2009; Spangler ve Palrecha, 2004; Theobald ve Cooper, 2012).
iyi olus kavramini agiklamak igin iki farkli yaklasim bulunmaktadir. Birincisi hedonik (hedonic) yaklasimdir. Bu
yaklasim, mutluluk Gizerine odaklanmakta ve iyi olusu acidan kaginma ve hazza yaklasma olarak tanimlamaktadir.
ikincisi ise ©demonik (eudaimonic) yaklasimdir. Bu vyaklasim otonomiye, yasam amacina, kendini
gerceklestirmeye odaklanmakta ve kisinin psikolojik, sosyal, fiziksel yénden var olan potansiyelini en Ust dizeyde
kullanmasi, hayatini anlamlandirmasi gibi iyi olusa katkida bulunan altta yatan psikolojik ihtiyaglarin varligina
vurgu yapmaktadir (Kapteyn ve ark., 2015; Ryan ve Deci, 2001; Ryff, 1989). Ancak kavramsal farkhliklarina ragmen
6demonik ve hedonik iyi olus arasinda biiylk bir 6rtismenin varhgini gésteren ampirik kanitlar bulunmaktadir
(Baselmans ve Bartels, 2018; Lambert ve ark., 2015).

Kisisel iyi olus (subjective well-being), hedonik bakis acisina gore aciklanmakta ve Ug¢ bilesenle
kavramsallastiriimaktadir: a) yiiksek olumlu duygulanim, b) distik olumsuz duygulanim ve c) yasam memnuniyeti.
Yasam memnuniyeti, bireyin yasamina dair bilissel degerlendirmelerini igerirken, olumlu ve olumsuz duygulanim
ise duygusal degerlendirmelerini icermektedir (Diener, 1984; Spangler ve Palrecha, 2004). Diger yandan, kendini
kabullenme (self acceptance), digerleriyle pozitif iliskiler (pozitif relations with others), 6zerklik (autonomy),
cevresel ustalik (environmental mastery), yasam amaci (purpose in life) ve kisisel gelisimden (personal growth)
olusan alti bilesenli psikolojik iyi olus (psychological well-being) ise 6demonik bakis agisiyla aciklanmaktadir.
Duygusal ve fiziksel saghgi destekleyen psikolojik iyi olus, insaninin var olan potansiyelini ne kadar
gerceklestirebildigi ile ilgilidir (Keyes ve ark., 2002; Kjell ve ark., 2013; Ryff, 1989). is ortami gcercevesinde ele
alindiginda ise kisisel iyi olusun temel yonlnu olusturan duygusal iyi olus disinda, a) gevresel hakimiyet ve sosyal
islevselligin kalitesini vurgulayan sosyal iyi olus, b) bilissel yorgunlugu vurgulayan bilissel iyi olus ve c) sikinti
semptomlarini vurgulayan psikosomatik iyi olus da galisan bireylerin iyi olusunun diger bilesenleridir (Makikangas
ve ark., 2016).

Kisilik 6zellikleri, kisisel iyi olustaki varyansin buyik bir kismini agiklamaktadir (DeNeve ve Cooper, 1998; Diener
ve ark., 1999; Kokko ve ark., 2013; Steel ve ark., 2008). Genel 6rneklemde hem Bes Faktor Kisilik Modeli
yapilarinin hem de Alti Faktor Kisilik Modeli (HEXACO) yapilarinin, kisisel iyi olusun yani sira psikolojik iyi olus ile
de iliskili oldugu gosterilmistir (Anglim ve ark., 2020). Bu iliskileri agiklamak icin ileri stirilen argiimanlardan
bazilari, a) kisilik 6zellikleri ile iyi olus arasinda paylasilan biyolojik bilesenler ve nérotransmiterler, b) kisilik
ozellikleri ile iyi olusun tanisal ve kavramsal diizeyde benzer yapilari paylasiyor olmalari (disadénikliik ve olumlu
duygulanim, disilik ucuyla duygusal denge ve olumsuz duygulanim gibi), c) kisilik 6zellikleri ve iyi olusu ortaya
ctkaran genlerin ayni olmasi, d) bazi kisilik 6zelliklerinin bireyleri, iyi olusun ortaya ¢ikmasina neden olacak yasam
olaylarina maruz birakmasi seklindedir (Kokko ve ark., 2013; Steel ve ark., 2008; Lucas ve Diener, 2009). iyi olusu
aciklamaya yonelik yaklasimlardan biri olan homeostaz modeli, her insanin genetik yatkinlk, cevresel kosullar ve
temel kisilik 6zellikleri tarafindan belirlenen istikrarli ve karakteristik bir 6znel iyi olus diizeyine yani kurulum
noktasina sahip oldugunu iddia etmektedir (Cummins ve ark., 2002; Cummins ve ark., 2012). Bes Faktor Kisilik
Modeli yapilari baglaminda kisilik 6zelliklerinin iyi olus diizeyi ile ortaya konan iliskisi nedeniyle, ¢alisanlarda iyi
olusu inceleyen arastirma modelleri igerisinde her zaman icin kisilige yer verilmesi gerektigi onerilmistir
(Mé&kikangas ve ark., 2015). Ayrica benlik saygisi ve 6z yeterlilik gibi baska kisilik faktorlerinin de galisanlarda
kisisel iyi olusun énemli yordayicilari oldugu gérilmektedir (Williams ve Smith, 2016).

Kisisel iyi olusa yonelik calismalar, 6zellikle pozitif ucuyla ylksek Disadoniklik ve diisik ucuyla Duygusal
Denge’nin, olgunun baslica yordayicilari oldugunu ortaya koymaktadir (Costa ve McCrae, 1980; Garcia, 2011;
Zhang ve Tsingan, 2014). Disadoniik’lGglin pozitif ucunda yer alan bireyler olumlu duygulari, Duygusal Denge’nin
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negatif ucunda yer alan bireyler ise olumsuz duygulari deneyimlemeye daha egilimlidirler (Larsen ve Ketelaar,
1989; 1991; Lucas ve Baird, 2004; Lucas ve Fujita, 2000). Dolayisiyla kisilik 6zellikleri ile olumlu ve olumsuz
duygulanim arasindaki bu baglanti kisisel iyi olusu dogrudan etkilemektedir (DeNeve ve Cooper, 1998; McCrea
ve Costa, 1991; Zhang ve Tsingan, 2014). Ayrica Uyumluluk ve Sorumluluk faktérleri kisisel iyi olusla orta diizeyde
olumlu yonde bir iliski gosterirken, Deneyime Aciklik / Zekd / Hayal Gucu faktoru kisisel iyi olusla agik bir iligki
gostermemektedir. Benzer arastirma sonuglari, Uyumluluk faktérinin sosyal ortamlarda ve Sorumluluk
faktorliinin basariya yonelik durumlarda olumlu deneyimleri kolaylastiracagini ortaya koymaktadir (Costa ve
McCrae, 1980; McCrea ve Costa, 1991; Soto, 2015).

Bes Faktor Kisilik Modeli baglaminda kisisel iyi olusun temel belirleyicilerini bes faktérden Disadonuklik,
Uyumluluk, Sorumluluk ve Duygusal Denge faktérleri olusturmaktadir. Ozellikle Duygusal Denge, “kendini
kabullenme” ve “cevresel ustalik” bilesenleriyle glicli olumsuz iliskiler ortaya koymaktadir. Disadoniklik ve
Sorumluluk faktorleri ise “kendini kabullenme”, “cevresel ustalik” ve “yagam amaci” boyutlariyla olumlu yénde
iliskilidir. Uyumluluk faktori “digerleriyle pozitif iliskiler” boyutunu, Disadoniikluk faktori de Deneyime Agiklik
faktoriyle birlikte “kisisel gelisim” boyutunu éngérmektedir. “Ozerklik” boyutunun dngériilmesinde ise bircok
kisilik 6zelliginin yer almasina karsin baskin faktorii Duygusal Denge olusturmaktadir (Garcia, 2011; Keyes ve ark.,

2002; Schmutte ve Ryff, 1997).

Diger yandan, kiglik ve orta boy isletmelerde galisanlarin yakin temas halinde ¢alismasi nedeniyle isletme basarisi
kisiler arasi faktorlerden etkilenir hale gelmistir. Calisan memnuniyetinin, yasam memnuniyetinin 6znel yonlerine
dogru kaymasiyla da galisan bireyler igin kisiler arasi temas yoluyla doyum elde etmek isyerinde daha fazla 6nem
kazanmistir (Maula-Bakhsh ve Raziq, 2018). Bu sekilde bir yandan birgok faktorle birlikte galisanlarin kisisel iyi
olusu isletmelerin 6nemli bir sorunu haline gelirken (Macik-Frey ve ark., 2009) diger yandan da kisisel iyi olusun
duygusal boyutu calisanlarda gorilen stres, sikinti, kaygi, depresyon gibi duygusal sorunlar icin gegerli bir ¢c6ziim
haline gelmistir (Atanes ve ark., 2015; Malone ve Wachholtz, 2018; Maula-Bakhsh ve Raziqg, 2018). Cink{ olumlu
duygularin uyarilmasi vicudun isleyisini dizeltirken, olumsuz duygular da bireylerin iyi olusuna zarar
verebilmektedir (Maula-Bakhsh ve Razig, 2018). Bu nedenle duygusal iyi olus, iyi olusun ve ruh sagliginin ¢ekirdegi
olarak kabul edilmekte ve galisanlarda bu olguya vurgu yapilmaktadir (Makikangas ve ark., 2016).

Psikolojik iyi olus, kiltirel faktorlerden etkilenmesi nedeniyle sosyo-kiltirel baglamlar arasinda (Diener ve ark.,
1995; Khumalo ve ark., 2011; Lindert ve ark., 2015; Temane ve Wissing, 2008), 6demonik ve hedonik iyi olus da
hem kesitsel hem de boylamsal ¢alisma gibi kullanilan ydontemden bagimsiz olarak sosyo-demografik faktérlerle
iliskilerinde farklhhk gostermektedir (Ryff ve ark., 2021). Ayrica cinsiyet, yas, ekonomik durum, etnik kéken ve is
degisikligi gibi bazi sosyo-demografik degiskenlerin iyi olus diizeyini etkileyen faktorler oldugu anlasilmaktadir
(Makikangas ve ark., 2016; Ryff ve ark., 2021). Ruh saghgi sorunlarinin yiksek gorilme sikligi ise is glicli kaybinda
blylik oranda etkili oldugu ve gelecekte de bu kaybin artarak devam edecegi tahmin edilmektedir (Saltukoglu ve
Tatar, 2017).

Bu ¢calismanin amaci, ¢alisan érneginde cinsiyet, yas, egitim diizeyi, ekonomik durum, medeni durum gibi sosyo-
demografik degiskenlerin ve Bes Faktor Kisilik Modeli yapilari olarak kisilik 6zelliklerinin (Disadontiklik,
Uyumluluk, Sorumluluk, Duygusal Dengelilik, Zeka / Hayal Giict) kisisel iyi olus Gizerindeki etkisini aragtirmaktir.
Bu dogrultuda hizmet ve lretim sektorliiniin ozellikleri ve calisma kosullar ile iliskilendirilebilecek kisilik
ozelliklerinin ve bu sektorlerde calisan bireylerde kisisel iyi olus Gzerinde etkili olasi diger degiskenlerin neler
oldugunun belirlenmesi diisiintlmstir. Boylece hizmet ve retim sektoriinde calisanlarda kisisel iyi olus diizeyi
disik ya da ylksek grupta yer alma olasiligini belirleme agisindan, kisilik 6zelliklerinin ve sosyo-demografik
degiskenlerin farkli yordama gticl ve farkli degisken setleri gosterip gostermediklerinin sektorleri karsilagtirma
yoluyla incelenmesi amaglanmistir.

2. YONTEM
Katilimcilar

Calismaya 18-65 yaslari (ort. = 31,28, s = 8,96) arasinda 236 hizmet (% 57,3), 176 lretim (% 42,7) sektori galisani
olmak (izere toplam 412 galisan birey katilmistir. Katilimcilarin 199’u erkek (% 48,3), 213’G kadin (% 51,7)
bireylerden olusmustur. Katihmcilarin 1-39 yil arasinda siireyle (ort. = 7,69, s = 7,88) calistiklari ve calistiklari
kurumda 10-30.000 arasinda (ort. = 611,84, s. = 2.759,51) kisinin ¢alistigi tespit edilmistir. Katihmcilarin egitim
durumlarinin 69’unun (% 16,7) lise ve altinda, 343’Ginin (% 83,3) On lisans ve lizerinde, gelir durumlarinin
294’Uinlin distk (% 71,4), 118’inin yiiksek (% 28,6), medeni durumlarinin 182’sinin evli (% 44,2), 230’unun bekar,
dul veya bosanmis (% 55,8) seklinde oldugu gorilmustir. Calismada her iki sektor icin gegerli olmak kosuluyla
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dislama kriteri olarak “yonetici” pozisyonunda c¢alismak alinmis ve her diizeyde bu pozisyonda calisanlar
¢alismaya dahil edilmemistir.

Arag Gereg

Calismada veri toplama araglari olarak Kisisel lyi Olus indeksi, Biiyiik Bes-50 Kisilik Testi ve sosyo-demografik form
kullanilmigtir.

Kisisel iyi Olus indeksi

Kisisel Iyi Olus indeksi, yetiskinler icin gelistirilmis 8 maddeli 6z bildirim tiirii bir 6lgme aracidir. Ters yonlii maddesi
bulunmayan 6lgekte maddeler, iyi olusu, 11’li Likert tipi (0 = Hi¢ Memnun Degilim, 10 = Tamamen Memnunum)
cevaplama secenegi ile degerlendirmektedir (International Wellbeing Group, 2006). Formun Tirkge'ye ceviri
¢alismasinda i¢ tutarhhk glivenirlik katsayisi 0,86 olarak belirtilmistir (Meral, 2014).

Biiyiik Bes-50 Kisilik Testi

Biylk Bes-50 Kisilik Testi, 50 maddeli 6z bildirim tlrQ bir 6lgme aracidir. 24 Maddesi ters yonla puanlan test, 5°li
Likert tipi (1 = Hi¢ Uygun Degil, 5 = Cok Uygun) cevaplama secenegi icermektedir. Testin bes faktorli yapilarini
Disad6niiklik, Uyumluluk, Sorumluluk, Duygusal Dengelilik, Zeka / Hayal Giicli olusturmaktadir. Her bir faktorden
alinan puanin yiksek olmasi pozitif uca, diisiik olmasi ise negatif uca iliskin 6zelligin dizeyinin artisini ifade
etmektedir (Tatar, 2017).

Uygulama

Calismanin uygulamasi kolay 6rnekleme yontemiyle 2020-2021 yillarina yayilan (g yillik bir stre igerisinde basili
form kullanilarak istanbul ve izmir illerinde gerceklestirilmistir. Arastirmada uygulama, katilimcilardan aktif olarak
hizmet ve Uretim sektériinden birinde gahstiklarini belirtmeleri kosuluyla “génalli olur” alinarak Helsinki
Bildirgesine uygun olarak isim ve diger kimlik bilgileri alinmadan yaratilmustir. Calismada bir kisilik uygulama
yaklasik 15-20 dakika sirmustiir.

Verilerin Analizi

Verilerin degerlendirilmesinde 6nce 6lgme araglari icin i¢ tutarlilk glvenirlik katsayilari ile toplam puanlari arasi
korelasyon katsayilari hesaplanmistir. Daha sonra Kisisel iyi Olus indeksi’'nden elde edilen toplam puanlarin
medyan degeri (57) kullanilarak medyan degerinin altinda ve lizerinde yer alanlar olarak katihmcilar iki gruba
ayrilmistir. Daha sonra bagimli degisken olarak bu iki grubu ayirt edip etmedigini incelemek amaciyla Wald ileriye
Dogru (Forward Wald) yontemiyle ¢ok degiskenli lojistik regresyon analizi yapilmistir. Nicel siirekli bagimsiz
degiskenler olarak Disaddnuklik, Uyumluluk, Sorumluluk, Duygusal Dengelilik, Zeka / Hayal Giicu kisilik faktor
toplam puanlari, yas, calisma yili, ¢alisilan isletmedeki / kurumdaki calisan kisi sayisi, kategorik bagimsiz
degiskenler olarak ise cinsiyet (kadin- erkek), egitim durumu (lise ve alti- 6n lisans ve Ust), gelir durumu (disik
- yiksek), medeni durum (evli - bekar / dul / bosanmis) ve hizmet ya da Uretim sektériinde ¢alisiyor olma
alinmistir. Sektor degiskeni lojistik regresyon analizine dahil edilmeyip iki ayri veri seti olusturmak amaciyla
kullanilmigtir. Ayrica ¢cok degiskenli lojistik regresyon analizi yapilabilmesi igin kategorik bagimsiz degiskenlerin
iyi olus duizeyi gruplari Gzerindeki sayi ve ylizde dagilimlari ki-kare testiyle incelenmistir.

3. BULGULAR

Oncelikli olarak kullanilan &lcme araglarinin i¢ tutarlilik giivenirlik katsayilari incelenmis ve Kisisel lyi Olus
indeksi’nin Cronbach Alfa i¢ tutarlik giivenirlik katsayisinin 0,849, Biiyiik Bes Kisilik Testi-50’nin faktorlerinin ise
0,701 ile 0,837 arasinda oldugu gortlmustir. Kullanilan bu 6lgme araglarinin toplam puanlari arasindaki Pearson
korelasyon katsayilari ise Kisisel lyi Olus indeksi’nin Biyiik Bes Kisilik Testi-50 faktérleriyle 0,163 (Zeka / Hayal
Glci) ile 0,387 (Duygusal Dengelilik) arasinda, Biyik Bes Kisilik Testi-50 faktorlerinin kendi aralarinda 0,131
(Disadoniklik- Sorumluluk) ile 0,446 (Disad6niiklik - Zeka / Hayal Glict) arasinda degistigi hesaplanmistir (Tablo
1).

Tablo 1. Olgeklerin i¢ Tutarlik Glivenirlik ve Toplam Puanlari Aralarindaki Korelasyon Katsayilari

n=412 Cronbach Alfa 2 3 4 5 6
1. Kisisel iyi Olus indeksi 0,849 0,273 | 0,312""* | 0,303 | 0,387""" | 0,163
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Biiyiik Bes Kisilik Testi-50 Faktorleri

2. Disadoniiklik 0,798 0,397 | 0,131™" 0,379™" 0,446™"
3. Uyumluluk 0,732 0,268 | 0,186™"" 0,340™"
4. Sorumluluk 0,801 0,138 0,276™"
5. Duygusal Dengelilik 0,837 0,226™"
6. Zeka / Hayal Guici 0,701

**p <0,01; ***p < 0,001

Daha sonra ¢ok degiskenli lojistik regresyon analizi yapilabilmesi igin cinsiyet, egitim durumu, gelir durumu ve
medeni durum kategorik bagimsiz degiskenlerinin, iyi olus diizeyi gruplari Gzerindeki sayi ve ylizde dagilimlari ki-
kare testiyle incelenmis ve bagimsiz degisken kategorilerinin iyi olus diizeyi (distk ve yliksek grup) tzerinde
istatistiksel olarak anlamh sekilde farkli dagihm gostermedikleri gorGlmistir. Bu varsayimin karsilanmasi
dogrultusunda da iyi olus diizeyi gruplarini ayirt etmek amaciyla hizmet ve lretim sektér ¢alisanlari igin ayri ayri
olmak Uzere ¢ok degiskenli lojistik regresyon analizi yapilmistir. Hosmer ve Lemeshow testleri sonucuna goére
kurulan lojistik regresyon analizi igin model-veri uyumu hem hizmet sektérii calisanlari (x2 HL (8) =9,126; p > 0,05)
hem de iretim sektdr calisanlar (x2 HL (8) = 4,615; p > 0,05) icin vardir. Olusturulan model toplam varyansin
Nagelkerke sézde R? degerine gore hizmet sektdrii calisanlari icin % 35,0'ini Uretim sektdr calisanlari icin %
29,6'sini agiklamaktadir. Genel isabet orani, hizmet sektorl calisanlari igin sans eseri dogru siniflandirmanin
orantili yizdesinden (% 51,7) % 20,3 oranlik bir artis gostererek % 72,0 olarak, tretim sektor calisanlari igin ise
sans eseri dogru siniflandirmanin orantil ylizdesinden (% 52,8) % 16,5 oranlik bir artis gostererek % 69,3 olarak
gerceklesmistir. Dogru tahmin orani, hizmet sektorii ¢alisanlarinda iyi olus diizeyi diistik grup icin % 73,0, ylksek
grup icin ise % 71,1, iretim sektor ¢alisanlarinda ise iyi olus dlizeyi diisiik grup icin % 75,3, yliksek grup igin ise %
62,7 olarak belirlenmistir.

Hizmet sektori calisanlarinda, Wald testi sonucuna gore alinan bagimsiz degiskenlerden Uyumluluk faktori
toplam puani (x> Wald (1) = 9,624; p < 0,01), Sorumluluk faktéri toplam puani (x> Wald (1) = 9,866; p < 0,01) ve
Duygusal Dengelilik faktori toplam puaninin (x> Wald (1) = 15,057; p < 0,001) iyi olus diizeyi disiik ve yiiksek
gruplarindan birinde yer almanin istatistiksel olarak anlamli diizeyde yordayicilari oldugu belirlenmistir (Tablo 2).
Buna karsin Disadontiklik ve Zeka / Hayal Giicii faktorleri toplam puanlari, yas, calisma yili, calisan sayisi, cinsiyet,
egitim durumu, gelir durumu ve medeni durum degiskenlerinin ise iyi olus diizeyi disik ve yiiksek gruplarindan
birinde yer almayi yordamadiklari gérialmustar.

Uretim sektér calisanlarinda ise Wald testi sonucuna gore alinan bagimsiz degiskenlerden sadece Uyumluluk
faktéri toplam puani (x> Wald (1) = 5,139; p < 0,05) ile gelir durumunun (x> Wald (1) = 14,060; p < 0,001) iyi olus
diizeyi dusik ve yiksek gruplarindan birinde yer almanin istatistiksel olarak anlamli diizeyde yordayicilari oldugu
belirlenmistir (Tablo 2). Buna karsin Disadéniiklik, Sorumluluk, Duygusal Dengelilik ve Zeka / Hayal Gucu
faktorleri toplam puanlari, yas, calisma yili, calisan sayisi, cinsiyetin, egitim durumu ve medeni durum
degiskenlerinin ise iyi olus dizeyi diistuk ve yiksek gruplarindan birinde yer almayi yordamadiklari gérilmastir.

Tablo 2. Hizmet ve Uretim Sektérii Calisanlarinda lyi Olusun Yordanmasinda Kisilik ve Sosyo-Demografik
Yordayicilara iliskin Lojistik Regresyon Modeli

B S.H. | Wald [s.d.| p |Exp(B)| Exp(B)nin Giiven Araligi(%95)
Hizmet Sektorii Calisanlari (n = 236)
Uyumluluk 1,154 |0,372| 9,624 | 1 |0,002]| 3,170 1,529 -6,572
Sorumluluk 0,948 |0,302| 9,866 | 1 [0,002| 2,581 1,428 - 4,663
Duygusal Dengelilik 0,977 (0,252|15,057| 1 |[0,000| 2,656 1,622 - 4,351
Sabit -10,024|12,021| 24,612 | 1 |0,000| 0,000
Uretim Sektérii Calisanlan (n = 176)
Uyumluluk 0,960 |0,423| 5,139 | 1 [0,023| 2,611 1,139 - 5,985
Gelir Durumu (dustk - yiksek) -1,624 (0,433 |14,060| 1 [0,000| 0,197 0,084 - 0,461
Sabit -3,712 2,292| 2,621 | 1 |0,105| 0,024
4. TARTISMA

Bu calismanin amaci, hizmet ve Uretim sektorlerinde calisanlar arasinda kisilik 6zellikleri ve sosyo-demografik
degiskenler ile kisisel iyi olus arasindaki iliskiyi karsilastirma yoluyla incelemektir. Elde edilen sonuglar, liretim
sektori calisanlarina gore hizmet sektori calisanlari igin biraz fazla olsa da kisisel iyi olustaki varyansin yaklasik
Ugte birinin calismada ele alinan degiskenlerle agiklanabildigini gdstermistir. Bu c¢alisma sonuglari, iyi olus
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acisindan hizmet ve liretim sektori calisanlari arasi farklari vurgulanmasinin yani sira bu gruplar icin gegerli olmak
kosuluyla kisilik 6zellikleri ile iyi olus arasindaki iliskilerin niteligi ve niceligine de isaret etmektedir. Kisilik 8l¢iimu
olarak Beg Faktor Kisilik Modeli yapilarinin kullanildigi ve bu yapilarla iyi olusun iligskilendirildigi dnceki ¢caligmalar,
olgular arasinda ¢ok giicli iliskilerin oldugunu ortaya koymaktadir (Berglund ve ark., 2015; Kokko ve ark., 2013;
Steel ve ark., 2008; Lucas ve Diener, 2009). Hizmet ve Uretim sektoérlerinde galisanlar arasinda, kisilik 6zellikleri
ile kisisel iyi olus arasindaki iliski incelendiginde, gruplar arasinda énemli farkliliklar oldugu goriilmektedir. Kisilik
ozellikleri agisindan ele alindiginda gozlenen temel fark, Uyumluluk, Sorumluluk ve Duygusal Dengelilik
faktorlerinin hizmet sektoéri galisanlari arasinda kisisel iyi olug ile iliskili gorlinmesine kargin tretim sektéri
¢alisanlari arasinda Sorumluluk ve Duygusal Dengelilik faktorlerinin bu iliskiyi géstermemesi olmustur. Sosyo-
demografik degiskenler agisindan bakildiginda ise Gretim sektori ¢alisanlari arasinda gelir durumu kisisel iyi olug
ile iliskiliyken hizmet sektorii ¢alisanlari igin bu degisken yordayici bir degisken degildir.

Bu noktada 6ne gikan ayrintilardan biri genel 6rneklemde iyi olustaki varyansin blyuk bir kismini agiklayan kisilik
ozellikleri igerisinde (DeNeve ve Cooper, 1998; Diener ve ark., 1999; Kokko ve ark., 2013; Steel ve ark., 2008) yer
alan Disadonikliik faktériiniin (Costa ve McCrae, 1980; Garcia, 2011; Larsen ve Ketelaar, 1989; 1991; Zhang ve
Tsingan, 2014) bu calismada alinan hizmet ve Uretim sektoérii calisanlarinda belirtilen iliskiyi gostermemis
olmasidir. Diger bir ayrinti ise 6nceki arastirmalarla uyumlu olarak (Costa ve McCrae, 1980; McCrea ve Costa,
1991; Soto, 2015) Deneyime Aciklik / Zeka / Hayal Guicl faktortniin kisisel iyi olusla iliski géstermemesidir. Bu
faktoriin pozitif ucunda yer almanin, kisinin hem olumlu hem de olumsuz durumlari deneyimlemesine olanak
saglayabilecek (Costa ve McCrae, 1980; McCrea ve Costa, 1991; Soto, 2015) olmasi nedeniyle iyi olus ile iliski
gostermemesi beklendigi icin bu durum genel 6rneklemde oldugu kadar galisan 6rneklemde de gecerli
gorinmektedir. Diger taraftan Digsadoniiklik faktdrinde pozitif ugta yer alan bireylerin olumlu duygular
deneyimlemeye daha egilimli (Lucas ve Baird, 2004; Lucas ve Fujita, 2000) olabilecekleri belirtilmis olmasina
karsin bu iliski bu ¢alisma katilimcilarinda elde edilememistir. Bu sonuca neden olan olasi faktoérlerden biri hem
hizmet hem de Uretim sektoérd calisanlarinin sinirlandirilmayarak ¢ok genel olarak ele alinmasidir. Her iki sektor
¢alisanlari icin Disadoniiklik faktord ya da Uyumluluk faktori gibi etkilesime vurgu yapan kisilik 6zelliklerinin
onemleri sektorlerdeki is kollari dikkate alinmadiginda goz ardi edilmis olmaktadir. Ancak bu ayrinti bu ¢calismada
genel olarak hizmet ve lretim sektorleri karsilastirildigi igcin dnemli olmamakta, sektorlerin, daha 6zel is kollari
olarak sinirlandirilarak incelenmesi kosulunda anlam kazanmaktadir.

Gozlenen diger bir baska ayrinti ise dnceki calismalarda belirtilenler dogrultusunda Uyumluluk faktoriiniin sosyal
ortamlarda olumlu deneyimleri kolaylastiracak olmasi nedeniyle (Costa ve McCrae, 1980; McCrea ve Costa, 1991;
Soto, 2015) iyi olus ile iliskili olacak olmasinin bu ¢alismada da acik bir sekilde gorilmesidir. Uyumluluk faktori
hem hizmet sektori calisanlarinda hem de lretim sektori calisanlarinda iyi olus ile iliski gbstermistir. Hizmet
sektoru ¢alisanlarinda, iyi olus ile iliskili diger yapilarla karsilastirildiginda Uyumluluk faktériiniin daha gugla bir
iliskiye sahip olmasi (Exp(B) = 3,170), bu faktorin iyi olusun en gliclii yordayicisi oldugunu géstermistir. Ayrica
hem hizmet sektorli hem de dretim sektori calisanlarinda, iliskili oldugu belirlenen kisilik yapilari 6nceki
¢alismalar dogrultusunda beklendigi yonde (Costa ve McCrae, 1980; Garcia, 2011; McCrea ve Costa, 1991; Soto,
2015; Zhang ve Tsingan, 2014) pozitif uglari, kisisel iyi olusla pozitif yonlu iliski ortaya koymustur.

Calismanin temel hipotezini, hizmet ve Uretim sektoriiniin 6zelliklerine ve galisma kosullarina baglanabilecek
kisilik 6zelliklerinin, bu sektorlerde calisan bireylerde kisisel iyi olus tizerinde birbirlerine gore farkli etkiye sahip
olacaklari olusturmaktadir. Elde edilen ve yukarida sunulan sonuglar bu hipotezin desteklendigini gostermistir.
Kisilik ozellikleri ile kisisel iyi olus arasindaki iliski, gosterilen farkliliklar dogrultusunda bu sektorlerin
calisanlarinda islevsel goriinmektedir. Dolayisiyla bu ¢alisma, farkl kisilik 6zelliklerinin farkli sektorler icin 6zellikle
onemli olabilecegini gostermektedir. Hizmet sektorl, sosyal iliskiler baglaminda yiliksek taleplerin yogun
olacagina isaret etmektedir. Bu durum ise kisisel iyi olus igin pozitif ucuyla uyumlulugun ve duygusal dengenin
Onemini ortaya koymaktadir. Bunun yani sira hizmet sektériinin sosyal iliskiler baglaminda “soyut dogasi”
sorumluluk faktorinin pozitif ucunu (biyik olasilikla 6z denetim ve basari ihtiyaci) kisisel iyi olus igin 6zellikle
onemli hale getirmektedir. Buna karsin Uretim sektoriinde ise ¢alisma kosullari, ¢alisma saatleri, materyal
kullanimi, tekrarlayan c¢alisma davranislari vb. nedeniyle daha sinirli ve belirli “somut Gretim” oldugu
varsayilabilir. Ayrica kiiglik ve orta biyukllkteki isletmelerde ¢alisanlarin yakin temas halinde ¢alismasinin kisiler
arasi faktorleri 6ne ¢ikardigi bilinmektedir (Maula-Bakhsh ve Razig, 2018). Bu nedenle de (iretim sektori
calisanlari arasinda diger kosullarin gérece “standart” olmasi, kisisel iyi olusun yordanmasinda uyumlulugu pozitif
ucuyla kritik bir faktor yapmis gériinmektedir.

iyi olus sosyo-kiiltiirel ve sosyo-demografik faktdrlerden etkilenmektedir (Diener ve ark., 1995; Khumalo ve ark.,
2011; Lindert ve ark., 2015; Makikangas ve ark., 2016; Ryff ve ark., 2021; Temane ve Wissing, 2008). Ekonomik
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durum da iyi olusu etkileyen bu faktorlerden biridir (Kapteyn ve ark., 2015; Makikangas ve ark., 2016; Ryff ve ark.,
2021). Bu gcalismada da ekonomik durum hizmet sektéri galisanlari icin degil ancak Gretim sektori galisanlari igin
kisisel iyi olusun yordanmasinda etkili bir degisken olarak belirlenmistir. iki farkli sektér icin gdzlenen bu farklilik
ise anlasihr gérinmektedir. Blylik oranda kol giiciiyle calisanlar olarak tretim sektorl c¢alisanlarinin hizmet
sektorl calisanlarina gore daha disik sosyo-ekonomik diizeye sahip olduklari varsayildiginda, bu grupta kisisel
iyi olus diizeyi icin ekonomik durum 6nemli bir degisken olmaktadir. Bu ¢alisma verisinde gelir disik-yliksek
olarak iki kategorili alinmig ve kisisel iyi olus duzeyi disuk ve yiksek gruplar lzerinde de ki-kare testine gore
dagilim farkliligi elde edilememistir. Ancak bu sonug lretim sektéri galisanlarinin hizmet sektori ¢alisanlarina
gore daha disiik sosyo-ekonomik diizeye sahip olduklari varsayimini nicel diizeyde ortadan kaldirmamaktadir.
Bu nedenle de uretim sektori ¢alisanlarinda ekonomik durum dizeyi arttikga kisisel iyi olus diizeyinin de artig
bulunmustur. Bu sonug sasirtici bir bilgi icermemesine karsin kritik 6nem tasimaktadir. Cinkli bu c¢alisma
baglaminda kisisel iyi olus dizeyini hangi sektor ¢alisanlarinda hangi sosyo-demografik degiskenlerin etkilediginin
bilinmesinden daha énemlisi, kisisel iyi olus duzeyi icin farkli sektér calisanlarinda sosyo-demografik degiskenlerin
farkh sekilde etkili oldugunun belirlenmesidir. Bu bilgi, daha sonra yiritilecek benzer ¢alismalarin planlanmasini
belirleyecek ve yonlendirecek olmasi nedeniyle 6nemli olmaktadir.

5. ARASTIRMANIN KISITLARI VE ONERILER

Bu calisma sonuglari, hizmet ve Uretim sektori ¢alislarinin karsilastirmasina olanak tanirken bazi sinirhliklar da
tagimaktadir. ilk olarak, uygulama kolay érnekleme yoluyla veri toplanmasini icerdigi icin her iki sektér
¢alisanlarinin kendi iglerindeki is ve meslek farkhlklarini, 6rnekleme yonteminin getirdigi belirsizlik dogrultusunda
sonuglara yansitmis olma potansiyelini tasimaktadir. Ornek olarak hizmet sektérii icin bir hemsire ile bir garsonun
is gereklilikleri baglaminda kisisel iyi oluslarina etki edecek faktorlerin cesitligi bu katimci grubunun o6zellikleri
dogrultusunda sonuglara yansiyacaktir. Diger taraftan, yine 6rnek olarak iki bilgisayar teknikerinin ayni mesleki
0z gecmise sahip olmalarina karsin birinin hizmet ve digerinin Uretim sektériinde calisiyor olmasinin bu galisma
baglaminda sonuglara nasil etki edecegi acik degildir. Bu durum dustntldigiinde kolay 6rnekleme yoluyla ve
oldukga “kaba” bir siniflamayla “hizmet” ve “Uretim” sekt6rii ¢alisanlari olarak iki grubun alinmis olmasi,
sonuglarin yorumlanmasini ve kisisel iyi olusun artirilmasi baglaminda pratik karsiligini belirsizlestirmektedir.

Calismadaki diger bir sinirlilik, galismanin kesitsel yontemle ve iki blylk sehirde gerceklestirilmis olmasidir. Bu
durumun her iki yénii de ayri sorunlara isaret etmektedir. iyi olusun kiiltiirel faktérlerden etkilendigi (Diener ve
ark., 1995; Khumalo ve ark., 2011; Lindert ve ark., 2015; Temane ve Wissing, 2008) bilindigine gore kir-kent
farklihgi, cografi bolge farkliigi, blyik-kigik isletme / organizasyon farkliigi gibi degiskenlerin dikkate
alinmamasi yine ¢alisma sonuglarinin genellenebilirligini ve yorumlanmasi sinirlandirmaktadir. Yontemsel olarak
kesitsel tasarim ise benzer ¢alismalarin genel bir sorunu olarak, farkl kisilik 6zelliklerine sahip bireylerin kisisel iyi
olustaki zamansal degisime nasil uyum gosterdigini ortaya koymada yetersiz kalmasindan kaynaklanan bir
sinirlilik tagimaktadir.

Calismada gozlenen bir bagka sinirliligl ise bagimli degisken olarak kisisel iyi olusun nasil kavramsallastirildig
olusturmaktadir. Hedonik ve 6demonik yaklasimlar gibi (Kapteyn ve ark., 2015; Ryan ve Deci, 2001; Ryff, 1989)
olguya farkli agilardan yaklasan kuramlara dayali lglimlerin farkli sonuglar Gretebilecegi distinilebilir. Bu
baglamda o6zellikle genel 6rneklemden farkli olarak ¢alisanlara 6zgi yaklasimlarla kavramsallastirilan iyi olusun,
kisilikle iliskisinin potansiyel farkhhklar tasiyabilecegi dogrultusunda 6lgimunin kuram temelli olarak yuratilmesi
gerekmektedir. Ancak bu noktada da Tiirkge 6lgme araclarinin yetersizligi bir sorun teskil etmektedir.

Bu calisma icin belirtilen bu sinirliliklar ayni zamanda yeni ¢calisma dnerilerini de olusturmaktadir. lyi olus, kisilik
iliskisinin incelenmesinde Ozellikle g¢alisanlarin ¢alisma alanlarinin daraltilarak alinmasi yoluyla daha homojen
gruplar icin gegerli olabilecek sonuglar elde edilebilir gibi gériinmektedir. Bu baglamda kolay 6érnekleme yontemi
yerine seckisiz, sistematik, tabakali gibi olasiligi bilinen baska 6rnekleme yontemlerinin kullaniimasi ise daha net
sonuglar Uretecektir. Yine yontemsel olarak dikkat edilmesi gerekli olan bir diger ayrinti da boylamsal ¢alismalarla
iyi olustaki zamansal degisimin de dikkate alinmasi gerektigidir (Lindert ve ark., 2015). Bir diger calisma Onerisi
de calisanlarda iyi olusun fakl yonlerine vurgu yapan ¢ok boyutlu daha fazla iyi olus 6lgeginin gelistiriimesine
duyulan ihtiyactir (Pradhan ve Hati, 2022).

Saglik sektorinin (Brunetto ve ark., 2020), o6zel sektorin (Johari ve ark., 2019; Lahat ve Ofek, 2022;
Martinkovicova ve ark., 2020), bankacilik sektérinin (Alam ve Rizvi, 2012), akademik ortamin (Kinman ve
Johnson, 2019) alinmasi ya da serbest meslek ve tcretli calisan karsilastirmasi (Berglund ve ark., 2015) gibi cok
az sayida cahsma, farkli sektorlerde calisan bireylerin kisilik 6zelliklerinin iyi olus Uzerindeki etkisine
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odaklanmistir. Bu calismada bu hedeflenerek, genel 6rneklemde iyi olusa iliskin 6nceki sonuglar, ¢alisan
ornekleminde sektér ayrimi yaparak dogrulanmis ve farkliliklari ortaya koyan yeni sonuglarla bilinenler
genisletilmistir. Bu sonuglar kisilik 6zellikleri gibi bireysel farkliliklarin galisma kosullari gibi belirli ortamlarda iyi
olusa ozellikle katki saglama egilimini gostermektedir. Ancak farkh sektorlerdeki calisma kosullari ve 6zellikleri
dikkate alindiginda, ¢alisan iyi olusuna katki saglama baglaminda kisilik 6zellikleri gibi bireysel farkhliklarin
o6nemini, isverenin is talepleri ve ¢alisma kosullari ile ilgili egilimlerin hesaba katilmasi 6ne ¢ikarmaktadir. Ayrica
¢alisanlarin zamanlarinin gogunu isyerinde gegirmeleri nedeniyle yagam doyumlari is yasamindan buyik élgude
etkilenmektedir (Maula-Bakhsh ve Razig, 2018). Ozetle, is verimini artirmak icin iyi olusu (st diizeye ¢ikarma
amaglandiginda, bireylerin kisilik 6zelliklerini g¢alisma kosullari dogrultusunda dikkate almak kaginilmaz
olmaktadir.
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ABSTRACT (EXTENDED)

Objectives: Employees' job satisfaction and organizational commitment is very important for the
steady growth and development of an organization. Today, with the increase in the competitive
environment, the attempts of organizations to understand how to ensure this stability have also
increased. Also, it is seen that the high psychological capital of the employees and their dissent
behavior increase the performance, while the high organizational power distance both reduces the
performance and constitutes an obstacle in exhibiting the organizational dissent behavior. It is known
that one of the most important factors contributing to the growth and development of organizations is
that employees’ expression of the problems that arise in the functioning of the organization and their
dissatisfaction. There are many individual, relational and organizational factors that affect
organizational dissent, which expresses the ability of employees to express their views openly. One of
the individual factors is the psychological capital level of the employees, and one of the organizational
factors is the perceived organizational power distance. The concept of psychological capital expresses
the individual's awareness of who he is and his cognitive capacity. Positive psychological capital has
defined as a new movement that goes beyond economic capital, which refers to what we have, human
capital, which refers to what we know, and social capital, which refers to who we know, to express
who we are. According to this approach, discovering the strengths of individuals and enabling them
to reveal these strengths in the most effective way contributes to individual well-being, while positively
reflecting on performance and increasing productivity. Positive psychological capital provides
competitive advantage by enriching the knowledge and human capital at the individual and
organizational level. Organizational power distance is related to how the power balance in the
subordinate-superior relationship is perceived. The concept of power distance was first aimed to
explain the structure of societies. In the concept of organizational power distance, the inequality of
power distribution between superiors and subordinates in organizations is mentioned. The
participation of the members of the organization in organizational decisions, the level of initiative and
responsibility also express the power distance. Studies have shown that high psychological capital
increases organizational dissent behavior, while high power distance reduces dissent behavior.
Accordingly, this research aimed to give insight for organizational communication by examining the
relationships between perceived organizational power distance, psychological capital and
organizational dissent.

Design/methodology/approach: The sample of the study consists of 300 participants who voluntarily
participated in the study with the snowball sampling method. Demographic form, organizational
power distance scale, organizational dissent scale and psychological capital scale were used to gather
data.

Results: Correlation analysis showed that there is a significant and positive relationship between
organizational dissent and psychological capital and a negative significant relationship between organizational
power distance and psychological capital. Lastly, it has founded that there is a negative and significant
relationship between organizational power distance and organizational dissent.

Practical implications: This research draws attention to the importance of individual factors such as
psychological capital in organizational communication. It provides an empirical basis for the initiatives of
workplaces to increase the psychological capital levels of their employees. In addition, by drawing attention to the
spread of organizational dissent culture, it paves the way for organizations to conduct cultural analysis.

Originality/value: In the Turkish sample, organizational dissent, perceived organizational power distance
and psychology capital concepts are evaluated together and it has a unique value in terms of being research that
reveals empirical data with quantitative study.
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Oz

Amag: Orgiitlerin biiyiimesine ve gelismesine katkida bulunan en dnemli faktérlerden birinin, orgiitsel
muhalefet oldugu ve calisanlarn drgiitiin isleyisinde ortaya ¢ikan sorunlart ve memnuniyetsizliklerini ifade
etmeleri oldugu bilinmektedir. Bu arastirma, algilanan orgiitsel giic mesafesi, psikolojik sermaye ve drgiitsel
muhalefet arasindaki iliskileri ampirik acidan inceleyerek drgiitsel iletisim konusuna yeni bir i¢gorii kazandirmay:
amaclanugtir.

Tasarim/Yontem: Arastirmanin Orneklemini kartopu ornekleme yontemi ile calismaya katilan 300 katilimcr
olusturmaktadir. Verilerin toplanmasinda demografik form, drgiitsel giic uzakhigr dlcegi, drgiitsel muhalefet
olcegi ve psikolojik sermaye dlgegi kullamlmstir.

Sonuglar: Korelasyon analizleri sonucunda, orgiitsel muhalefet ile psikolojik sermaye arasinda anlaml ve
pozitif yonde ve orgiitsel giic mesafesi ile psikolojik sermaye arasinda anlamli ve negatif yonde iliskiler oldugu
bulunmustur. Son olarak, drgiitsel giic mesafesi ile orgiitsel muhalefet arasinda negatif ve anlamli bir iliski
oldugu tespit edilmistir.

Uygulama Cikarimlari: Bu arastirma, 6rgiitsel iletisimde psikolojik sermaye gibi bireysel faktdrlerin dnemine
ve Orgiitsel muhalefet kiiltiiriiniin yayginlasmasina dikkat cekerek calisanlarin psikolojik sermaye diizeylerinin
artinlmasina yonelik egitimlerin olusturulmasina ve orgiitlerin kiiltiir analizlerini yapabilmelerine ampirik bir
zemin hazirlayarak 6n ayak olmaktadir.

Ozgiin Deger: Tiirkiye 6rnekleminde rgiitsel muhalefet, algilanan Srgiitsel giic mesafesi ve psikoloji sermaye

kavramlarim bir arada degerlendirerek nicel ¢calisma ile ampirik veri ortaya koyan bir arastirma olmast agisindan
ozgiin bir deger tasimaktadir.

Yazar notu: Bu makale, ilk yazarin Yiiksek Lisans tezi verilerinden tiiretilmistir.
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1.INTRODUCTION

Effective communication is a building block for organizations that are changing and constantly competing with
each other. Employees working for a common goal ensure goal-directed action with healthy communication. It
can be thought that healthy organizational communication can positively affect the motivation, performance,
and socialization processes of the employees. Healthy and effective communication is also important in terms of
the development of organizations, their survival, making the right decisions and the correct flow of information
within the organization. The attitudes of individuals who have knowledge and the performances and attitudes of
employees who have limited access to information may differ from each other. Therefore, effective
communication has an important place in terms of employee attitudes. When the literature is examined, it is
seen that there are significant relationships between variables such as effective organizational communication
and leadership, employee commitment (Ramos-Magdes & Roman-Portas, 2022; Mehra & Nickerson, 2019).

According to Schein (1990), organizational culture is the set of values, norms and beliefs shared among the
members of an organization that affect the behavior and decisions of employees. Based on this explanation, it
can be said that the organizational culture and the values adopted by the employees are determinative in terms
of the characteristics of organizational communication. At the same time, the communication style that
employees come together and create within the organization also creates the organizational culture. According
to Meng and Berger (2019), an open and supportive organizational culture increases the effectiveness of
communication and increases the level of job satisfaction and organizational commitment of employees.

As is expected, employees' job satisfaction and organizational commitment is very important for the steady
growth and development of an organization. Today, with the increase in the competitive environment, the
attempts of organizations to understand how to ensure this stability have also increased. Also, it is seen that the
high psychological capital of the employees and their dissent behavior increase the performance, while the high
organizational power distance both reduces the performance and constitutes an obstacle in exhibiting the
organizational dissent behavior. It is known that one of the most important factors contributing to the growth
and development of organizations is that employees’ expression of the problems that arise in the functioning of
the organization and their dissatisfaction (Shahinpoor & Matt, 2007).

There are many individual, relational and organizational factors that affect organizational dissent, which
expresses the ability of employees to express their views openly. One of the individual factors is the psychological
capital level of the employees, and one of the organizational factors is the perceived organizational power
distance. The concept of psychological capital expresses the individual's awareness of who he is and his cognitive
capacity (Luthans et al., 2005). Organizational power distance is related to how the power balance in the
subordinate-superior relationship is perceived (Hofstede, Hofstede, & Minkov, 2010). Studies have shown that
high psychological capital increases organizational dissent behavior, while high power distance reduces dissent
behavior. Accordingly, this research aimed to examine the relationships between perceived organizational power
distance, psychological capital, and organizational dissent behavior.

2. LITERATURE REVIEW
2.1. Psychological Capital

Luthans et al. (2004) defined positive psychological capital as a new movement that goes beyond economic
capital, which refers to what we have, human capital, which refers to what we know, and social capital, which
refers to who we know, to express who we are. According to this approach, discovering the strengths of
individuals and enabling them to reveal these strengths in the most effective way contributes to individual well-
being, while positively reflecting on performance and increasing productivity (Luthans & Avolio, 2003). Positive
psychological capital provides competitive advantage by enriching the knowledge and human capital at the
individual and organizational level. The concept of psychological capital is a high-level structure consisting of four
elements, namely self-efficacy, optimism, hope and resilience, and expresses more than the sum of these
elements (Luthans et al., 2004; Siu, 2003). It is argued that the openness of psychological capital types to
development and change reflects on positive psychological capital as a whole and is closely related to both
individual well-being and high job performance (Avey, Luthans, & Jensen, 2009).

Self-efficacy is defined as the evaluation of the motivations, cognitive competencies, and beliefs of the members
in the organizational field that they need to perform a task (Stajkovic & Luthans, 1998). Individuals with a sense
of self-efficacy believe and have confidence in themselves that they will successfully complete the task, no matter
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how difficult it is. People with this feeling are able to exhibit patient and motivated behaviors during the task,
thanks to their positive beliefs about themselves (Stajkovic & Luthans, 1998). Also, individuals with high self-
efficacy have some common characteristics as keeping goals high, being resistant to the difficulties, and being
successful in motivating themselves (Luthans, Youssef, & Avolio, 2007).

Another component of psychological capital is optimism. According to Seligman (1998), optimism is an
individual's evaluation of positive events and experiences as internal, permanent, and generalizable, and
negative events as external, temporary, and context-specific. While the optimistic view that negative events are
temporary and situation-specific affects the psychological resilience and well-being of the individual positively, a
pessimistic perspective pushes the individual to learned helplessness (Segerstrom, 2005; Seligman, 1998). On the
other hand, it is thought that an individual with a pessimistic perspective can also learn about optimism, and as
a result of successfully developing this perspective, their quality of life will increase and their life will become
more meaningful (Seligman, 2002).

Hope is defined as the positive belief that a person will be motivated by revealing the ways that he can use in
line with his goals and thinking about these ways, and that he will achieve these goals (Synder, 1994). According
to Synder (2002), individuals with high hopes are self-confident in reaching their goals, they can solve the
problems they encounter thanks to this confidence, and they can achieve success by developing alternative
solutions to unsolvable problems. Individuals with high hopes are more likely to be successful because they do
not give up easily in the face of obstacles and act in a determined and planned manner towards the solution of
the problem (Luthans, Norman, Avolio, & Avey, 2008).

Psychological resilience as last component is also expressed as the positive psychological capacity that enables
the individual to return to their former state after challenging situations such as obstacles, failures, and increasing
responsibilities (Luthans, 2002). According to Norman (2006), resilience includes not only being resilient in the
face of negative situations, but also resolutely advancing towards one's goal in the face of unexpected and
positive situations for which one is caught unprepared. In this respect, psychological resilience also requires being
resistant to uncertainty and flexible in adapting to change, unlike other psychological capital components
(Luthans & Youssef, 2004). Studies have shown that psychological resilience has many positive contributions to
the lives of individuals, both in the individual and organizational field. While individual resilience enables
individuals with traumatic experiences to become functional again after the traumatic experience (Richardson,
2002), it makes it easier for the individual to cope with difficulties in the organizational field and helps them to
be motivated again by learning from the difficulties they encounter (Youssef & Luthans, 2007).

2.2. Organizational Dissent

In order to better understand the definition and scope of the concept of organizational dissent, it is thought that
it is important to go down to the etymological origin of this concept. According to the Turkish Language
Association (2021), the concept of “dissent” refers to an opinion, an action, an attitude, etc. The state of being
against is in the form of a group of people who have an opposite or opposing view. The origins of the word
dissent, which is the English equivalent of the word opposition, are based on the Latin word dissentire (Morris,
1969). In the word dissentire, “dis” means separate, different, while “sentire” means to feel. When we look at
the origin of the word, when we consider the concept of dissent as feeling separate, we can define the concept
of organizational dissent as feeling separate from one's organization (Kassing, 1997).

According to Kassing (1998), employees prefer to dissent in three different ways: vertical (overt), horizontal
(latent) and displaced dissent. Vertical (open) dissent is when employees convey their ideas to people who can
directly affect the decisions made in the organization. Employees who engage in vertical dissent convey their
ideas to their managers, managers or any superiors, waiting for a solution to the situation they are not satisfied
with (Kassing, 1998). Employees who engage in vertical dissent believe that their opposition will be perceived as
constructive, and they will not face retaliation (Kassing & Kawa, 2013).

Contrary to vertical dissent, horizontal (latent) dissent means that employees convey their ideas to their
colleagues who are not active in this process, instead of expressing their ideas to those who have the authority
to solve problems (Kassing, 1998). The most important factor in the emergence of this type of dissent is the
presence of a triggering event, but the lack of a suitable environment where employees can share their ideas
about this event with their superiors (Kassing, 2011). In this context, it can be thought that organizational factors
play a more important role in the emergence of horizontal dissent. Employees prefer horizontal dissent when
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they think that they have poor quality relationships with their managers or that their managers are not open to
giving positive feedback (Kassing, 2000). Similarly, the perception of authority can lead employees to horizontal
dissent behavior (Tutar & Sadykova, 2014).

Displaced dissent occurs when employees express their opposition to friends, partners, or family members who
are not at work (Kassing, 1998). It is thought that the emergence of this type of dissent is similar to horizontal
dissent, and that employees tend to be displaced dissent when they do not have a suitable environment for
vertical dissent. Displaced dissent employees need a safe environment where their ideas will not be judged
(Kassing et al., 2012).

2.3. Organizational Power Distance

The concept of power distance was first introduced by Hofstede (1980) to explain the structure of societies.
Considered in a social context, a high-power distance results in a large difference between the powerful and the
powerless and the implementation of the decisions taken by the powerful by the powerless. In the concept of
organizational power distance, the inequality of power distribution between superiors and subordinates in
organizations is mentioned (Hofstede & Hofstede, 2005). The participation of the members of the organization
in organizational decisions, the level of initiative and responsibility also express the power distance (Uzun &
Tamimi, 2007).

In organizations with high power distance, employees obey the orders of their managers and are not involved in
the decision-making process in any way. In organizations with low power distance, employees follow the orders
of their managers if they think they are right (Hon, 2002), expect their managers to get ideas from them (Begley
et al., 2002), and see themselves as equivalent to their managers (Ozgener, Ogiit, & Kaplan, 2008). High power
distance arises when employees accept the inequality between them and their managers, take orders from their
superiors and find it necessary to obey these orders (Hofstede, 1980). Employees in organizations with high
power distance apply the orders given to them without questioning and see their managers at a higher level than
themselves (Sekerli & Gerede, 2011). Employees with high power distance do not feel willing to participate in
these decisions because they see participating in the organizational decision-making process as a weakness of
their managers (Rhee, Dedahanov, & Lee, 2014).

In organizations with high power distance, there is a centralized structure and top-down communication is weak
(Hofstede and Hofstede, 2005). In this centralized structure, the authority, and boundaries of each employee in
the organization have been determined and subordinates expect orders from their superiors (Acaray & Sevik,
2016). Societies where high-power distance in organizations is parallel to social power distance and where power
distance is high reflecting this approach to organizational culture (Kemikkiran, 2015). For this reason, being able
to determine the characteristics of societies with high power distance is of great importance for the
arrangements to be made to bring the power distance in organizations closer to the equilibrium point. Hofstede,
Hofstede, and Minkov (2010) argued that one of the main characteristics of societies with high power distance
is that the strong in these societies are considered “right and good”. In organizations with high power distance,
employees are divided into decision makers and those who implement the decisions. Contrary to high power
distance, there is an equal hierarchical power among employees in organizations with low power distance
(Hofstede & Hofstede, 2005). It is known that organizations with low power distance are mostly common in
societies with low power distance. Some of the characteristic features of societies with low power distance are
that these societies have a high level of development and an individualistic culture (Aydintan, 2005). Hofstede
(2010) states that some of the characteristics of low power distance societies are that inequalities in the society
are minimized and the use of power is based on a legal basis. In organizations with low power distance, superiors
want their subordinates to be included in the decision-making processes and respect their subordinates' ideas
(Hofstede, 1983a). However, employees in organizations with low power distance are not involved in the
decision-making process, and even if they only take orders from their managers, they apply these orders because
they think they are correct and necessary (Hon, 2002). In organizations with low power distance, subordinates
can easily reach their superiors (Celik, 2007). In these organizations, subordinates can develop closer
relationships with their superiors as they expect their superiors to consult them and can request their superiors
to express their opinions (Begley et al., 2002).

In low power distance organizations, the hierarchical pyramid among employees is quite low and there are
limited number of employees with supervisory authority. However, the salary difference between employees in
organizations with low power distance is quite small, and the fringe benefits they have been almost equal (Sulis-
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Oreng, 2021). Since a positive communication style is dominant in subordinate-superior relations in these
organizations, subordinates do not hesitate to consult their superiors for ideas or to conflict with their superiors.
This situation ensures that more ideas are generated in the solution of emerging problems and that the problems
are solved in a shorter time (Dogan, 2012). Studies have shown that employees in organizations with low power
distance are freer to express their opinions and encourage other employees to express their opinions (Celik,
2007). When low power distance and organizational dissent behaviors are considered together, it is expected
that employees will determine dissent strategies in low power distance organizations.

Based on literature review; the hypothesis of this research are as follows:

H1: There is a positive and significant relationship between psychological capital and and organizational
dissent

H2: There is a negative significant relationship between psychological capital and organizational power
distance

H3: There is a negative significant relationship between organizational power distance and
organizational dissent

3. METHODOLOGY
3.1. Participants

The sample of the study consists of 300 participants who voluntarily participated in the study with the snowball
sampling method, had an active working life and were at least high school graduates. The ages of the participants
of the study ranged from 21 to 65 (average age = 34.21; sd = 11.105). 59% of the participants were women
(n=177) and 41% were men (n=123). The age of female participants was between 21 and 65 (mean age=33.06;
sd=10.376); The age of male participants ranged between 22-65 (mean age=35.85; sd=11.928).

3.2. Data analysis

The data obtained in the research were subjected to statistical analysis with the SPSS v.21 program. Before
starting the statistical analysis, it was verified whether the scores of the participants from the scales met the
assumption of normal distribution, by examining the normality tests and the skewness and kurtosis values of the
bell curve they created. In the Shapiro-Wilk normality test, it was observed that the total score of the
Organizational Power Distance Scale and the sub-dimension of Consent to Power and the Organizational Dissent
Scale total score of the same scale showed normal distribution, Psychological Capital Scale and subscales did not
exhibit normal distribution. Thereupon, the skewness (Skewness) and kurtosis (Kurtosis) values of the scales were
examined. Statisticians have various views for skewness and kurtosis values. For example, Tabaschnick and Fidell
(2013) found skewness and kurtosis values within +1.5; reported that data can be considered normally
distributed if the skewness value is within the range of +2 and the Kurtosis value is within the range of £7.
Therefore, statistical analyzes were carried out with parametric tests. Pearson correlation analysis was carried
out in the correlation analysis.

3.3. Data Collection Procedure

Before starting the research, approval was obtained from the Istanbul Kent University Ethics Committee. The
data of the research were collected over the internet via Google Forms. The participants were sent the link via
cell phones or e-mail, , and they were asked to share it with other people who fits in terms of qualities of sample.
Thus, the data collection process was carried out with the snowball sampling method and volunteerism was
taken as the basis for participation. Before answering the questions to the participants, they also approved the
voluntary consent form for participation in the study, which is available at the same link.

3.4. Data Collection Tools

Demographic Information Form: This form was prepared by the researcher and the participants were asked
about their age, gender, relationship status, children, education level, working status, working time at their
workplace, total work experience, the sector they work and the city they live in.
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Organizational Power Distance Scale: The Organizational Power Distance Scale was developed by Yorulmaz,
Colak, Altinkurt & Yilmaz (2018) to determine perceptions about organizational power distance. This scale
consists of 20 items and 5-point Likert type (1: Never, 5: Always). Subdimensions of the scale are; Acceptance o
Power of the Scale (Ex: | show more respect to people in managerial positions), Instrumental Use of Power (Ex: |
try to be close with managers to make my work easier), Legitimation of Power (Ex: | find it normal for managers
to give some privileges to employees with the same worldview) Consent to Power (For example: If | am not going
to influence the decision of the management, | will consent to the decisions taken). In the original study the
Cronbach Alpha coefficients for the sub-factors of the scale were found to be .79 for the Acceptence of Power,
.77 for the Instrumental Use of Power, .74 for the Legitimation of Power, and .79 for the Consent to Power. The
Cronbach Alpha of the scale for the sample of this study was found to be .82. The Cronbach Alpha internal
consistency coefficients were calculated as .50 for the Accepting Power, .73 for the Instrumental Use of Power,
.70 for the Legitimation of Power, and .73 for the Consent to Power.

3.4.3. Organizational Dissent Scale: The Organizational Dissent Scale (SME) was developed in 1998 by Kassing.
The Turkish standardization of the scale was carried out by Dagh (2015). The scale consists of 15 items in a 5-
point Likert type (1: Never, 5: Always). The factors of the scale were named as Upward Dissent (Ex. | hesitate to
ask questions or presenting opposing ideas in my school) and Lateral Dissent (Ex. | do not question the school
administration). In the original study the correlation coefficient of the whole scale is .98, the test-retest reliability
is .84, and the Cronbach Alpha internal consistency coefficient is .85. Cronbach Alpha values for the sub-
dimensions are .79 for Upward Dissent and .82 for Lateral Dissent. For this study, the Cronbach Alpha internal
consistency coefficient of the scale was found to be .82 and the Cronbach Alpha internal consistency coefficients
were calculated as .82 for the Upward Dissent and .78 for Lateral Dissent.

3.4.5. Psychological Capital Scale: The Turkish standardization study of the Psychological Capital Scale (Luthans
et al., 2007), which was developed to explain the psychological capital structure, was carried out by Cetin and
Basim (2012). A six-point Likert-type scale consisting of 24 items, Optimism (Ex. When there are uncertainties in
my job, | always want the best.), Psychological Resilience (Ex. Because | have had difficulties before, | can
overcome difficult times at work.), Hope (Ex. It consists of four sub-dimensions: sometimes | fulfill the business
goals that | set for myself.) and Self-Efficacy (For example, | feel confident when presenting information to a
group of colleagues.). While the total Cronbach Alpha internal consistency coefficient of the scale was .91, the
Cronbach Alpha internal consistency coefficients of the sub-dimensions were .67 for Optimism, .81 for Hope, .68
for Psychological Resilience and .85 for Self-Efficacy. The test-retest coefficients of the scale are .70 for Optimism,
.73 for Hope, .77 for Psychological Resilience, and .72 for Self-Efficacy. The Cronbach Alpha internal consistency
coefficient of the scale for the sample of this study was found to be .95. The Cronbach Alpha internal consistency
coefficient values for the sub-dimensions of the scale were calculated as .81 for Optimism, .87 for Hope, .85 for
Psychological Resilience, and .90 for Self-Efficacy.

4. FINDINGS

Relationships Between Organizational Power Distance, Organizational Dissent Scale and
Psychological Capital Levels Correlation Analysis

In Table 1, the Pearson correlation analysis findings between the scores of the individuals on the Organizational
Power Distance Scale, the Organizational Dissent Scale and the Psychological Capital Scale are given.

Table 1
1 2 3 4 5 6 7 8 9 10 11 12 13
1.Power Distance Total 1
.70
2.Acceptance of Power - 1
3.Instrumental Use of .81 .49 1

Power
- . .62 .29 .36
4.Legitimation of Power

.76 .29 43 .34
5.Consent to Power * *
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6.0rganizational 42 .25 .22 .27 .45
Dissent Total
A7 .26 .26 .29 .51 .82

7.Vertical Dissent " o » » o - 1

) . .19 13 .14 .20 .78 .29
8.Horizontal Dissent - . .08 . H " o 1
9.Psychological Capital .18 12 12 .16 13 .36 42 .15 1
Total o . . o . o - o

22 .15 14 .22 .16 .37 42 .17 .87

10.Hope - . . v . v - v v 1

. .14 13 .32 .38 12 .93 .75
11.Resilience . .08 A1 . .09 - o . - - 1

o - .23 28 .88 .62 .79
12.0ptimism .07 .03 07 .06 .04 - ", .08 - o » 1
. 21 17 12 .16 17 .39 46 .15 .89 71 .80 .75

13.Self-efficacy o " . " " ” " " ., i ” " 1

*p<.05; **p<.01

As seen in Table 1, there is a significant and positive relationship between organizational dissent and
psychological capital. Participants' organizational dissent and psychological capital (r=.36; p<.01), hope (r=.37;
p<.01), resilience (r=.32; p<.01), optimism (r=.23; p<.01), self-efficacy (r=.39; p<.01) scores were found to be
positively significant. As organizational dissent increases, psychological capital, hope, resilience, optimism and
self-efficacy increase. Also, participants' vertical dissent and psychological capital (r=.42; p<.01), hope (r=.42;
p<.01), resilience (r=.38; p<.01) .01), optimism (r=.28; p<.01), self-efficacy (r=.46; p<.01) scores were found to be
positively significant. As vertical dissent increases, psychological capital, hope, resilience, optimism, and self-
efficacy increase. In addition, horizontal dissent and psychological capital (r=.15; p<.01), hope (r=.17; p<.01),
psychological resilience (r=. 12; p<.01), and self-efficacy (r=.15; p<.01) scores were positively correlated. As
horizontal dissent increases, psychological capital, hope, resillience and self-efficacy increase. No significant
relationship was found between other variables.

When the second hypothesis of the research is checked, it has seen that there is a negative significant
relationship between organizational power distance and psychological capital has been confirmed.
Organizational power distance total scores and psychological capital total scores of participants (r=-.18; p<.01),
hope (r=-.22; p<.01), psychological resilience (r=- .14; p<.05) and self-efficacy (r=-.21; p<.01) scores were
negatively correlated. As organizational power distance increases, psychological capital, hope, psychological
resillience and self-efficacy decrease.

Lastly, the third hypothesis of the research, that there is a negative significant relationship between
organizational power distance and organizational dissent has been confirmed. Organizational power distance
total scores and organizational dissent total scores (r=-.42; p<.01), vertical dissent (r=-.47; p<.01) and horizontal
dissent (r=-. =-.19; p<.01) scores were found to be negatively correlated. As organizational power distance
increases, organizational dissent and its sub-dimensions decrease.

5. CONCLUSION, DISCUSSIONS AND SUGGESTIONS

In the correlation analyzes carried out to determine the relationship between the research variables; it has been
seen that psychological capital and its sub-dimensions have positive relationships with organizational dissent and
anegatively with power distance. Also results showed that; perceived organizational power disance has negative
relationship with organizational dissent.

Considering the relationship between organizational dissent behavior and psychological capital, which is the first
hypothesis of the research, it is seen that psychological capital and all its sub-dimensions are in a positive
relationship with both horizontal and vertical dissent behavior. Although all the relationships between these two
variables are positive, it is quite remarkable that the strongest relationships are between vertical dissent and
total psychological capital, hope and self-efficacy. A similar result emerged in a previous study, and it was
observed that employees' self-efficacy perceptions were a significant predictor of external dissent behaviors, and
that self-efficacy was in a stronger relationship with external dissent compared to implicit dissent (Bakan, Dogan,
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& Yilmaz, 2017). Researchers have suggested that employees with high self-efficacy tend to carry their discontent
to senior management and that self-efficacy is an important determinant of external dissent behavior. Similarly,
Acaray & Sevik (2018) examined the effect of psychological capital on organizational dissent behavior and
reported that psychological capital showed a positive relationship with all types of dissent behavior. Like this
research, it was seen that the type of dissent behvior that total psychological capital showed the strongest
relationship was vertical dissent. Studies examining the relationship between organizational silence and
psychological capital have given similar results, showing that organizational silence decreases as psychological
capital (Dagtekin, 2017) and self-efficacy (Kahya, 2015) increase. It is an important finding that especially the self-
efficacy sub-dimension of psychological capital has a strong relationship with vertical dissent behavior, which is
one of the dissent behaviors that is desired in organizations and increases job performance. It is thought that the
interventions aimed at increasing the self-efficacy perceived by the employees will have a positive effect on the
job performance by increasing the vertical dissent behavior (Acaray & Sevik 2018). In summary, the relationships
between the research variables are in line with the findings in the literature, organizational dissent behavior and
psychological capital decrease as the power distance increases; as psychological capital, especially self-efficacy
and hope levels increase, organizational dissent behavior also increases.

The second hypothesis of the research is that power distance is negatively related to is psychological capital. It
was observed that as the perceived power distance increased, the total psychological capital, hope levels and
self-efficacy of the employees decreased. When this negative relationship is examined within the framework of
the literature, it is thought that low psychological capital may result in an increase in perceived power distance.
In other words, it is quite expected that individuals with high self-efficacy have low perceived power distance. It
is thought that employees who are more confident in their professional skills and ability to use their cognitive
resources effectively can see themselves in a more equal position with their superiors. On the other hand, past
studies show that as authentic leadership behavior (Rego, Sousa, Marques, & Cunha, 2012) and organizational
support (Avolio & Avey, 2008) increase, psychological capital also increases. These findings suggest that the
supportive behaviors of the managers, in other words, the low power distance, may increase the psychological
capital of the employees. Due to the limited number of studies in this area, it is very difficult to make an
interpretation about the causality of the relationship. While high psychological capital results in low perceived
power distance, low perceived power distance may increase psychological capital. Therefore, more studies are
needed to examine how power distance and psychological capital change together.

Lastly, perceived total power distance and power acceptance, power legitimation, power consent, and power
instrumental use dimensions are negatively related to organizational dissent behavior. On the other hand, no
significant relationship was found between the instrumental use of power, which is one of the sub-dimensions
of power distance, and horizontal dissent. These findings support the third hypothesis that there is a negative
relationship between organizational power distance and organizational dissent. As individuals' perceived power
distance increases, their tendency to engage in dissent behavior decreases. Although power distance shows a
negative relationship with both types of dissent behavior, it has a stronger relationship with vertical dissent. This
rather expected finding shows that the remoteness of the superior-subordinate relationship in the organizations
shows that the employees are more reluctant to express their dissatisfaction with their managers. It is known
that the existence of a tolerant environment in organizations where employees can express their opinions openly
increases the vertical dissent behavior (Payne, 2014). The high organizational power distance, the acceptance of
power by the employees in the organization, their legitimation and consent to power constitute an obstacle to
exhibiting dissent behavior. Looking at the past studies, there are studies showing that employees who are afraid
of losing their relations with their superiors are reluctant to exhibit vertical dissent behavior (Otken & Cenkci,
2012), and that employees in organizations with high power distance tend to follow their orders without
qguestioning (Sekerli & Gerede, 2011). Celik (2007) showed that in organizations with low power distance,
managers care about employee feedback and encourage employees to openly express their opinions. Similarly,
another study showed that the manager's openness to the ideas of the employees increases the organizational
voice behavior (Detert & Burris, 2007).

In conclusion, the findings of this research carry certain theoretical and practical implications. It has been shown
that there is a correlational relationship between psychological capital, which is one of the personal
characteristics of individuals, and organizational dissent, which is a part of organizational communication. At the
same time, personal characteristics revealed that there is a relationship with the perception of organizational
power distance, which is one of the different dimensions of culture. The findings revealed that these variables
are a complex phenomenon by revealing the importance of perception of both individual characteristics and
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cultural elements in understanding organizational communication. For further studies, the predictive power of
these variables can be determined. Different individual factors related to the concept of organizational dissent,
which is related to organizational communication, can be examined.

It is stated by the authors that organizations need employees who do not hide their thoughts, are aware of
environmental changes and share their ideas in appropriate ways to maintain their competitive structure and
improve their ability to keep up with environmental changes (Vakola & Dimitris, 2005). When the ability to
oppose is considered as being able to communicate effectively, presenting opposing views and sharing ideas, it
can be argued that it is of vital importance for organizations. In this respect, taking initiatives that will ensure the
spread of organizational dissent by organizations will make positive contributions to the organization. In order
to encourage employees to display vertical opposition behavior, both effective communication, feedback-
forward feedback to both employees and managers receiving trainings including techniques such as attempts
can be made to establish it in the institutional structure. The ability of employees exhibiting dissent behavior to
present their opposing views and the development of personal characteristics such as psychological capital will
also contribute. It can be thought that with the development of their psychological capital, results such as
performance and work output may also have positive results.

6. LIMITATIONS

In this study, it can be said that there are various limitations due to the data collection method. Depending on
the use of self-report scales, the possibility of response bias and social desirability may have occurred. In addition,
the simultaneous collection of the scales distributed to the participants in order to obtain information about the
variables may have caused common method bias and thus threatening the validity of the results regarding the
relationships between the scales. Common method bias is a research limitation that misleadingly increases the
relationships between variables (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003). The answers received from the
participants were obtained by the questionnaire method. For this reason, it can be said that the results obtained
are limited to the scales filled by the participants. Due to the quantitative nature of the data obtained, it may
have been an obstacle in terms of in-depth analysis of the subjects examined in the research. Considering that
the employees participating in the research voluntarily participated in the research, it can be said that there may
be differences between those who agreed to participate in the research and those who did not, and these
differences may affect the results. Finally, this research is a cross-sectional study and there is no cause-effect
relationship in such studies. Also, the Cronbach alpha value of the power acceptance dimension, which is one of
the sub-dimension of the organizational power distance scale, is at the level of .50.
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