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This research was conducted to determine the power distance in sports organizations
and the reflections of power distance on organizational silence. In the research, the
phenomenology design from the qualitative research model was used. Purposive
sampling method was used in the research. The study group of the research consisted
of 14 amateur and professional trainers or athletes. Content and descriptive data
analysis, which are frequently used in qualitative research methods, were used in the
analysis of the data. It was determined that the majority of the participants
participating in the research did not have good relations with people in the manager or
coach position. It was determined that the people who stated that the communication
was good were those who coached at the national team level. Some of the participants
in the research stated that their opinions were taken during the decision-making
process. When the results of the research are evaluated in general, it is seen that there
is a high power distance in individual and team sports. It has been determined that
power distance is used in sports organizations regardless of the branch of the sport,
which league it is in, amateur or professional. However, it is also among the results
that the power distance used causes organizational silence on the participants.
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Bu arastirma spor orgiitlerindeki giic mesafesini ve gii¢ mesafesinin orgiitsel sessizlige
yansimalarini belirlemek amaciyla yapilmistir. Arastirmada nitel arastirma modelinden
olgubilim (fenemoloji) deseni kullanilmistir. Arastirmada amagh Srnekleme yontemi
kullanilmustir. Arastirmanin ¢alisma grubunu amatdr ve profesyonel olarak antrendérliik ya
da sporcu olan 14 kisi olusturmustur. Verilerin analizinde nitel arastirma yontemlerinde
¢ok sik kullanilan igerik ve betimsel veri analizi kullanilmistir. Arastirmaya katilan
katihmalarin biiyiik bir cogunlugunun yonetici ya da antrendr pozisyonundaki kisilerle
iligkilerinin iyi olmadigi belirlenmistir. Arastirmaya katilanlardan bazilar1 karar verme
siirecinde fikrinin alindigini belirtmistir. Yapilan arastirmanin sonuglar1 genel olarak
degerlendirildiginde bireysel ve takim sporlarinda yiiksek giic mesafesinin varliginin s6z
konusu oldugu goriilmektedir. Gii¢ mesafesinin sporun bransi, hangi ligde yer aldigy,
amator ya da profesyonel olmasi fark etmeksizin spor Orgiitlerinde kullanildig
belirlenmistir. Bununla birlikte, kullanilan gii¢ mesafesinin katilimcilar iizerinde &rgiitsel
sessizlige yol actig1 da ortaya gikan sonuglar igerisindedir.

Sorumlu Yazar : Aysel KIZILKAYA NAMLI, Dog. Dr, Firat Universitesi, Tiirkiye, ayselkizilkaya@hotmail.com, ORCID ID: 0000-

0001-7980-421X.

Yazar2: Murat SAKAR, Dr. Ogrt. Uyesi, Munzur Universitesi, Tiirkiye, drmuratsakar@gmail.com, ORCID ID: 0000-0001-9853-

5879.

Atif icin: Sakar, M., & Kizilkaya Namli, A. (2023). Spor &rgiitlerinde gii¢ mesafesinin orgiitsel sessizlige yansimalari. Kirsehir

Egitim Fakiiltesi Dergisi, 24(1), 256-294.



KEFAD Cilt 24, Say1 1, Nisan, 2023

Giris
Toplumsal hayatin igerisinde, Orgiit ortaminda veya bir grubun igerisinde esitsizlikten
bahsedilebilir. Bazi bireyler, sahip olduklari farkli niteliklerden dolay:1 baskalarinin davraruslari
tizerinde daha belirleyici olabilirler. Birey zeka, fiziksel gii¢, statii ve zenginlik gibi kavramlardan
birine, birka¢ina veya hepsine ayn: anda sahip olabilir. Esitsizligin farkli alanlarinda bulunan bu gibi

durumlar bir problem olarak goriilmekte ve bu esitsizlik durumlar itibar, refah, gii¢ gibi kavramlarla

kendini gostermektedir (Batmaz, 2019).

Hofstede” ye (1984) gore gli¢ mesafesi; bir toplum igerisinde yer alan bireylerin, kurum ve
kuruluslardaki giiciin esit olamayan bir sekilde dagitildigini kabul etme 0l¢iistidiir. Boyle bir durum
toplumdaki giiclii bireylerin disinda daha az giiglii bireylerinde davramslarina etki etmektedir.
Yiiksek gii¢ mesafesinin bulundugu toplumlardaki bireyler, bir neden aramadan toplum icindeki
herkesin bir yere sahip oldugu hiyerarsik diizeni benimser. Gii¢ mesafesinin diisiik oldugu toplumlar
ise, gli¢ esitsizliklerinin nedenini sorgular ve giiclin esitlenmesi icin ugrasir. Gii¢ mesafesinin
durumuna gore, bireyler kurum ve kuruluslarin olusum bic¢imini belirler. Ertas ve Umur’ a (2017)
gore, glic mesafesinin yiikseklik ya da diisiiklitk diizeyi bir toplumun igindeki orgiitlerin isleyis
durumunu belirlemektedir. Tuna (2020) gii¢ mesafesinin diisiik oldugu toplumlarda yd&neticilerin
karar alirken astlarina rahat bir sekilde danisabildiklerini, yiiksek oldugu durumlarda ise yoneticinin

daha ¢ok itaat bekledigini belirtmektedir.

Hofstede ve Bond (1988), gilic mesafesinin her toplumda bulundugunu ancak esitsizligin
boyutunun kiiltiirden kiiltiire farkliik gosterdigini belirtmistir. Daniels ve Greguras (2014), giig
mesafesinin Orgiit i¢indeki giiciin esit olmadan dagitilmasini, orgiitsel baglamlarla iligkili bir kavram
oldugunu belirtmislerdir. Cetinoglu ve Biiber (2012), tiirii ve kaynag: fark etmeksizin her tiirlii giiciin
toplumda mesafe olusmasina kaynaklik ettigini ve giiciin kaynaklik ettigi mesafenin toplumun
Ozelliklerine gore sekillenip siireg igerisinde toplum tarafindan kabul edildigini belirtmislerdir. Sen
(2019) tarafindan yapilan tanimda; bir toplumun esitsizlige karsi toleransi bagka bir topluma gore
farklilasacag1 belirtilmistir. Giicli elinde bulunduran kesim hakimiyet alanlarini genisletmeye
calisirken, yonetilenleri yani giicii elinde bulundurmayanlarin bu hakimiyet alanlarini1 daraltmaya
calismaktadirlar. Bu durum ydneten ve yonetilen arasinda bir ¢atisma ortami yaratmaktadir. Meydana
gelen bu catisma sonucunda belli bir zaman sonra uzlasma saglanmaktadir. Bu uzlasmanin meydana

geldigi nokta ise denge noktasidir. Esitligin denge mesafesiyle arasindaki uzakliga giic mesafesi denir.

Akyol (2009) ve Atilla ve Dirin (2018), gii¢ mesafesinin iki boyuttan meydana geldigini
belirtmistir. Bunlar; yiiksek gii¢ mesafesi ve diisiik gli¢ mesafesidir. Yiiksek gii¢ mesafesine sahip olan
toplumlarda; giiciin dagilim1 ve firsat esitli§i dengesiz, toplumsal statii ve unvana verilen deger fazla,
ast ve iist arasindaki mesafe ¢ok fazladir. Diisiik giic mesafesine sahip toplumlarda giiciin dagilimi ve

firsat esitligi daha dengeli, kademeler arasindaki sorumluluklar dengeli, unvana ve statiiye verilen
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deger daha azdir. Brockner ve arkadaslar1 (2001), giic mesafesinin diisitk oldugu toplumlarda astlar
karar verme diizeyleri yiiksek iken, diisiik gii¢ mesafesine sahip toplumlara bakildiginda astlarmn

karar verme siirecine katiimlarinin diisiik seviyede oldugu gozlemlenmistir.
Diisiik Giig Mesafesine Sahip Toplumlarin Ozellikleri
e Toplumda veya grup icindeki kisiler arasindaki mesafe en az seviyededir.
o Giligclii ve daha az giiglii kisiler arasinda belli diizeyde bir bagimsizlik vardir.
e Orgiit icindeki hiyerarsi, gerekli olan rollerin esitsizligi anlamini tagimaktadir.
¢ Adem-i merkeziyetgilik yaygindir.
. Orgﬁtﬁn en altindaki ve en iistiindeki ¢alisanlar arasinda maas aralig1 azdir.
e (Calisanlar fikir ve karar konusunda kendilerine danisilmasini ister.
e Ideal olan patron tipi bol demokrattir.
e Statii ve ayricalik gibi kavramlar giizel karsilanmaz.
e Herkes esit haklara sahiptir.
Yiiksek Giig Mesafesine Sahip Toplumlarmn Ozellikleri
e Insanlar arasindaki esitsizlikler beklenen ve istenen durumlardr.
¢ Diisiik giice sahip insanlar yiiksek giice sahip insanlara bagimli olmalidar.
¢ Orgiit icindeki hiyerarsi ast ve iistler arasinda varolusgsal esitsizlik anlamindadiar.
o Merkeziyetcilik ¢ok yaygimndir.
¢ Orgiit hiyerarsisinde en alt ve en iistte galiganlar arasinda maas aralig1 yiiksektir.
e Ideal patron yardimsever, baba tarzi otokrattir.

e Unvan, ayricaliklar ve statii gostergeleri yoneticiler i¢in hem beklenir hem de ¢ok

popiilerdir.
¢ Giiglii olan ayricalikhidir (Atilla ve Dirin, 2018; Hofstede, Hofstede ve Minkov, 2010).

Bir orgiitiin icinde gii¢ mesafesinin yiiksek diizeyde olmasi, iiyelerin yonetim ile iletisimlerini
azaltmaktadir. Uyelerin diisiincelerini ifade edebilecekleri yoneticiler ile aralarindaki mesafeyi
a¢maktadir (Korkmaz, 2017). Korkmaz (2017) gii¢ mesafesinin diisiik oldugu orgiitlerde, oOrgiit
iiyelerinin fikirlerini korkmadan ve agik bir sekilde ifade edebildiklerini belirtmistir. Bu agidan
diisiiniildiigiinde gii¢ mesafesi diisiik olan orgiitlerde, orgiitsel sessizligin olmamasi beklenmektedir.
Aragtirmada gii¢ mesafesi ve orgiitsel sessizlik kavramu birlikte degerlendirilmistir. Orgiitsel sessizlik

kavrami orgiitlerin icinde giin gectikge yayginlasan bir eylem olmasina karsin arastirma konusu
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olarak c¢ok fazla ragbet gOormemistir. Ancak literatiire bakildiginda orgiitsel sessizlik ile ilgili
arastirmalara rastlanmaktadir. Orgﬁtsel sessizlik kavramini Van Dyne, Ang ve Botero (2003) tanimini;
isgorenin yalnizca konusup konusmamasi ya da sessizligin aksine bir anlam tasimadigini, isgorenin
isverene kars1 Orglitteki gelismelerle alakali fikirlerini bilingli olarak sunamamas: seklinde
yapmuiglardir. Yine ayni sekilde Morrison (2014) orgiitsel sessizlik kavrammi, orgiitiin gelismesi ve
degismesi i¢in biiyiik bir engel oldugunu ve ¢ogulcu bir 6rgiit atmosferi kurmanin oniinii tikayan bir
olgu oldugundan soz etmislerdir. Yine yukardaki tanimlara benzer olarak Korkmaz (2017) orgiitsel
sessizligi is goOrenlerin kisisel ve oOrgiitle alakali konular1 konusmada veya tartismada zorluk

yasamasindan dolay: orgiitte sessizlik iklimi meydana getiren bir unsur olarak ifade etmistir.

Orgiitsel sessizlik tiirleri, Van Dyne, Ang ve Botero (2003) kaynagina gore iig baglik altinda

incelenmistir. Bunlar;
— Kabullenici Sessizlik
— Savunmaa Sessizlik
— DPrososyal Sessizlik

Kabullenici Sessizlik; bu sessizlik tiiriinde kisi orgiit i¢inde fark yaratma olasiliginin diisiik ve

anlamsiz olduguna inanir (Van Dyne, Ang ve Botero, 2003).

Savunmact Sessizlik; bu sessizlik tiirii kisinin konusmasi durumunda ortaya c¢ikabilecek
sonuglardan korkmasindan dolayi, kasitli olarak goriislerini ifade etmemesi olarak agiklanmaktadir

(Karacaoglu ve Cingoz, 2009).

Prososyal Sessizlik; bu sessizlik tiirii ise, orgiitteki kisinin Orgiitteki isle ilgili diisiincelerini,

orgiitiin ya da orgiitteki diger iiyelerin zarar gormemesi icin kendine saklamasidir (Korkmaz, 2017).

Orgiitsel sessizlik bireysel diizeyde ve orgiitsel diizeyde bazi sonuglar ortaya
cikarabilmektedir. Orgiitsel sessizligin bireysel agidan ortaya gikaracagi sonuglari Ozgen ve Siirgevil

(2009) asagidaki gibi siralamaistir:
e Orgiit iginde yaraticilik engellenebilir.
¢ Degisime uyarlanamama gibi sonugclar ortaya gikabilir.
e Orgiit igerisinde sessizlik bir kiiltiir olarak benimsenebilir.
e Orgiit iiyeleri kendilerini 6rgiitten dislayabilir.

° Orgﬁt iiyelerinin verimliligi azalabilir. Tiim bu olaylar 6rgiite baghligin azalmasina yol

acabilir.

Orgiitsel sessizligin orgiitsel agidan ortaya ¢ikaracagi sonuglar1 Cakici (2008) asagidaki gibi

siralamigstir:
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e Orgiitler iyelerinin goriislerinden yararlanamayabilir.
. C)rgﬁt i¢i iletisim aksayabilir. Ozellikle de ast ve iist iletisimi.

e Orgiitte meydana gelen sikintilarin goz ardi edilmesi sonucu yoneticiler ile isgorenler

arasinda olumsuz geri bildirimler meydana gelebilir.

Literatiirde gilic mesafesi ve Orgiitsel sessizlikle ilgili yapilan c¢alismalar incelendiginde;
Akytirek (2001) gii¢ mesafesi ve iletisim konusunu ele almistir. Tan ve Chong (2003) gii¢c mesafesi
algisini etkileyen faktorleri incelemislerdir. Altay (2004) gii¢ mesafesi, erillik-disilik ve belirsizlikten
kaginma boyutlar ile basar1 arasindaki iliskileri incelemistir. Turan, Durceylan, ve Sisman (2005) giic
mesafesi ile bazi demografik 6zellikleri incelemistir. Borii ve Islamoglu (2005) gii¢ mesafesi ve giiven
arasindaki iligskiyi incelemislerdir. Koslowsky, Baharav ve Schwarzwald (2011) gii¢ mesafesi ve gii¢
kullanim sekillerini arastirmiglardir. Khatri (2009) organizasyonlarda gii¢ mesafesi oryantasyonunun
calisanlar tizerine etkilerini incelemislerdir. Yaman ve Irmak (2010) tarafindan yoneticiler ve
Ogretmenler arasindaki gii¢ mesafesi diizeyini arastirmiglardir. Yiicel ve Koparan (2010) gii¢c mesafesi
ve cinsel taciz davranisi arasindaki iligskiyi dlgmiislerdir. Ghosh (2011) yaptig1 ¢alismada toplulukgu
glic mesafesini incelemistir. Batmaz (2019) algilanan gii¢c mesafesi ile is yasaminda yalmzlik duygusu
arasindaki iliskiyi incelemistir. Farkli 6rneklem ve meslek grubunun yaninda farkli kavramlarla ilgili
yapilan ¢alismalar karsimiza ¢ikmaktadir (Isik, Yalginsoy ve Bilen, 2017; Aytekin ve Selcen, 2017;
Atmaca 2021; Huang, Van De Vliert, ve Van Der Vegt, 2005; Bozkir ve Sandikgi, 2022). Gii¢ mesafesi
ve Orgiitsel sessizlik kavramlarnin birbiriyle olan iligskisinin yabanci arastirmacilar tarafindan
incelenmis olsa da iilkemizde konu ile ilgili pek fazla arastirmaya rastlamilmamistir. Ozellikle spor
orgiitleri {izerine yapilan iilkemizde herhangi bir calisma bulunmamaktadir. Bu ¢alismanin spor
biliminde ve spor orgiitlerine onciilitk edecegi diisiiniilmektedir. Spor orgiitlerindeki giic mesafesini
ve gii¢ mesafesinin Orgiitsel sessizlige yansimalarin1 belirlemek amaciyla yapilan bu arastirmada

asagidaki arastirma sorularina yer verilmistir.
1. Yonetici/Antrenor konumundaki kisilerle iliskiniz/tavir nasildir?

2. Yoneticilerin/Antrendrlerin uygulamalarini dogru ya da yanlis buldugunuzda tavriniz

nasildir?

3. YoOneticiniz/Antrendriiniiz karar verme siirecinde sizinle fikir aligverisi yapar mi1?

4. iyi bir yonetici/antrendr nasil olmalidir?

5. Yoneticinizle/Antrendriiniizle isinizle ilgili sorunlar hakkinda rahatlikla konusabilir
misiniz?

6. Bulundugunuz ortamda herhangi bir sorun/konu ile ilgili sessiz kaldiginiz durumlar var

mi1 / varsa nelerdir?
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Yontem

Aragstirma Modeli

Aragtirmada nitel aragstirma modeli kullanilmigtir. Nitel aragtirmalar daha 6nceden bilinen
veya fark edilmemis sorunlarin algilanmasina, soruna iliskin dogal olgularin gergekgi bir sekilde ele
almmasina yonelik 6znel-yorumlayici bir siireci ifade etmektedir (Seale, 1999). Sosyal hayatin akisi
icindeki olgulara odaklanir ve bu olgular1 herhangi bir doniisiime ugratmadan inceleme ugras:
tasimaktadir (Maxwell, 2008). Yapilan arastirmada nitel arastirma modelinden olgubilim (fenemoloji)
deseni kullamilmistir. Olgubilim deseni, farkinda oldugumuz fakat derinlemesine ve ayrintih bir
anlayisa sahip olmadigimiz olgulara odaklanmaktadir. Bununla birlikte tamamen yabancisi
olmadigimiz ancak tam olarak derinligini kavrayamadigimiz olgulari arastirmaya uygun bir
yontemdir (Yildirim ve Simsek, 2008). Olgu bilim deseni kullanilarak spor orgiitlerindeki iliskileri

hem daha derinlemesine incelemek hem de olaylara farkli bir sekilde gorebilmek istenmistir.
Calisma Grubu

Arastirmada amagclh 6rnekleme yontemlerinde maksimum gesitlilik yontemi kullanmilmistir. Bu
orneklemi se¢medeki amag, amacli Ornekleme tiiriinde arastirmada calisilan sorulari aydinhiga
kavusturacak zengin bilgi iceren durumlar1 se¢mektir (Patton, 2014). Arastirmanin ¢alisma grubunu
amator ve profesyonel olarak antrendrliik ya da sporcu olan 14 kisi olusturmustur. Calisma grubu
olusturulurken o6zellikle hem antrentrlerde hem de sporcularda milli takimdan amat6r takimlara
kadar genis bir yelpaze igerisinde olmasi saglanmistir. Arastirmaya katilan katilimcilarin demografik

ozelliklerine Tablo 1’de yer verilmistir.

Tablo 1. Caligma grubunun ézellikleri

Degiskenler f %
Cinsiyet Kadin 5 36
Erkek 9 64
Bireysel 7 50
Brang Takim 7 50
Konum Antrenor 4 29
Sporcu 10 71

Veri Toplama Arac1 ve Verilerin Toplanmasi

Aragtirmada spor Orgiitlerindeki gii¢ mesafesini ve giic mesafesinin Orgiitsel sessizlige
yansimalarint belirlemek i¢in yari yapilandirilmis goriisme formu kullanilmistir. Goriisme ile
arastirmact dnceden sormayi planladigi sorulari iceren protokoliinii hazirlar. Yar: yapilandirilmis
goriisme teknigi sahip oldugu belirli diizeyde standarthk ve ayni zamanda esneklik nedeniyle
egitimbilim arastirmalarina daha uygun teknik olarak goriinmektedir (Tiirniiklii, 2000). Arastirma
kullanilan yar1 goriisme formu iki kisimdan olusmaktadir. Birinci kisimda demografik degiskenleri
igeren ti¢ soru, ikinci kisimda arastirma sorularini igeren alt1 soru yer almaktadir. Hazirlanan goriisme

alan uzmani iki akademisyen tarafindan incelenmistir. Goriisme formuna son sekli verildikten sonra
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uygulamak icin arastirmaya katilan katilimcilarla goriistilmiistiir. Yapilan goriismeler arastirmacilar
tarafindan yiiz yiize yapilmistir. Katilimcilara arastirmayla ilgili kisa bir bilgi verildikten sonra
sorularin anlasirligl saglanmistir. Katilimcilardan alinan veriler temel veri kaynagi olarak

kullanilmigtur.
Verilerin Analizi

Katilma gortiislerinin dikkate alinarak yapilan verilerinin analizinde nitel arastirma
yontemlerinde ¢ok sik kullanilan igerik ve betimsel veri analizi kullanilmistir. Bir arastirmanin
bilimsel olarak kabul gormesinde gecerlik ve giivenirlik 6nemli kavramlardir. Arastirmanin bilimsel
olabilmesi belirli bir diizeyde gegerli ve giivenilir olmasina baghdir. Nitel arastirmalarda gecerlilik ve
glivenirligi saglayabilmek icin belirli sartlarin yerine getirilmesi gerekmektedir. Arastirmanin
tutarlihigr (i¢ gilivenirlilik), teyit edilebilirligi (dis giivenirlilik), inandiricihgr (i¢ gegerlilik) ve
aktarilabilirliginin (dis gegerliliginin) olmasi saglanmalidir (Creswell, 2013; Yildirim ve Simsek, 2008).

Bunun iginde belirli gecerlik ve giivenirlik stratejilerini saglamasi gerekmektedir.
Gegerlik ve Giivenirlik

Yapilan arastirmada gegerlik ve giivenirligi saglayabilmek icin cesitli stratejiler kullanilmistir.
Arastirmanin gegerliligi i¢in katilimci teyidi, uzman incelemesi, cesitleme, uzun siireli etkilesim
stratejileri, dogrudan alintilara yer verme, amagli ornekleme ve ayrintili betimleme stratejileri
kullanilmistir (Holloway ve Wheeler, 1996; Merriam ve Tisdell, 2016; Denzin ve Lincon, 2018; Patton,
2002). Katilimar teyidinde arastirma bulgularinin degerlendirilmesi kontrol edilir. Bu stratejinin veri
toplama asamasinda yapilmasi tavsiye edilmektedir (Miles, Huberman ve Saldafa, 2014).
Arastirmada veriler toplandiktan sonra dijital ortama aktarilmistir. Aktarilan bu veriler katihimcilara
gonderilip onaylar1 alindiktan sonra analize baglanmistir. Arastirmanin boliimleri ayni disiplindeki iki
uzman tarafindan incelenmigtir. I¢ gecerlii saglamak icin arastirmaci cesitlemesinden
yararlanilmistir. Ayrica alanda uzun siireli etkilesim ve gozlem yapilmistir. Arastirma verileri
toplanirken antrendr ya da sporcularin ortaminda belirli bir siire bulunulmus, kelime dagarcig:
anlasilmaya calisilmis ve uzun siireli gozlem yapilmistir. Arastirmanin gegerliligini saglamak igin
neden amagh Ornekleme kullanildigr belirtilmistir. Katihmcilarin goriisleri analiz edilirken her bir
katilimciya birer kod (K1, K2, K3.. gibi) verilmistir. Katiimc goriislerinden benzer ifadeler
gruplandirilmis ve temalar altinda kodlar olusturulmustur. Nitel aragtirmanin dogas1 geregi frekans
ve ylizde hesaplamalar1 yapilmadan ortaya g¢ikan tiim benzer goriisler “kodlar” olarak verilmistir.
Arastirmada katilimcilarin benzer goriislerine ait kodlar1 desteklemek amaciyla dogrudan alintilara

yer verilmistir.

Arastirmanin giivenirligini saglamak icin kodlarin tekrar ve c¢apraz kontrolleri yapilmistir
(Miles, Huberman ve Saldafia, 2014). Arastirmanin tekrar edilebilirligi giivenirlik kontrolleri

arasindadir. Arastirmanin giivenirligi zamana gore degismez olmasina yani siirekliligine ve bagimsiz
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uzmanlar tarafindan uyumuna baghdir (Miles ve Huberman, 1994; Patton, 2002). Giivenirligi
saglamak icin arastirma siireci ve verilerin analizi ayrintili olarak rapor edilmistir. Bunun yani sira
alan dist farkli uzmandan analiz destegi alinmistir. Miles ve Huberman'in (1994) uyum yiizdesi
kullanilarak arastirmacilar ve uzman arast uyum degerini %88 olarak belirlenmistir. Uyum
ylizdesinin %70 ve {izerinde olmasi arastirmanin giivenilir oldugu gostermektedir. Ayrica
arastirmada kullanilan ham veriler ve kodlamalar daha sonra ilgililerin inceleyebilmesi igin

arastirmacilar tarafindan saklanmaktadr.
Arastirmanin Etik Izinleri

Yapilan bu calismada “Yiiksekogretim Kurumlar1 Bilimsel Arastirma ve Yayin Etigi
Yonergesi” kapsaminda uyulmas: belirtilen tiim kurallara uyulmustur. Yonergenin ikinci boliimii
olan “Bilimsel Arastirma ve Yayin Etigine Aykir1 Eylemler” bashg: altinda belirtilen eylemlerden

higbiri gerceklestirilmemistir.
Etik kurul izin bilgileri: Etik degerlendirmeyi yapan kurul adi = Munzur Universitesi
Etik degerlendirme kararinin tarihi= 28.04.2022
Etik degerlendirme belgesi say1 numarasi= 2022/07-09
Bulgular

Bu boliim arastirma sorularimin dogrultusunda alt1 baslik halinde sunulmustur. Arastirmanin
bu béliimiinde arastirma sorularinin sonuglarina ait bulgulara ve bulgulara ait yorumlara yer

verilmistir.
1. Yonetici/Antrendr konumundaki kisilerle olan iligkiler

Arastirmada katilimcilara “Yonetici/Antrendr konumundaki kisilerle iliskiniz/tavir nasildir?”

sorusu sorulmustur. Katilimci goriislerine Tablo 2’de asagida yer verilmistir.

Tablo 2. Yonetici/antrendr konumundaki kigilerle olan iligkiler

Tema Kod
1yi bir iligkinin olmasi

Fazla goriismeme
Kisilik yapisina gore degismesi
Yonetici/antrenor konumundaki kigilerle olan Kararlara miidahale edilememesi
iliskiler Bulundugu pozisyonu kaybetme korkusu
[letisimin iyi olmamasi
Alttan alinmak zorunda kalinmasi
Diisiincelere saygi duyulmamasi

Arastirmaya katilan katiimcilarin biiyiik bir c¢ogunlugunun yonetici ya da antrendr
pozisyonundaki kisilerle iligkilerinin iyi olmadig1 belirlenmistir. Bunun yani sira herhangi bir sorun

yasamayan, iletisimi iyi olan katilimcilarda bulunmaktadir. Olumsuz diisiinceye sahip ancak bunu
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dile getiremeyen katilimcilar bulunmaktadir. Konu ile ilgili katilimc1 goriislerine ait bazi alintilara

asagida yer verilmistir.

“Takim igerisinde problem oldugu zaman sorun beni de igeriyorsa onceligim hoca olur.
Miskilerimiz iyidir ve hoca sorunu ¢ozmeye calisir. Hocayla genelde samimi iliskilerimiz
oldugu i¢in konusabiliyorum. Her zaman her seyi konusamazsin tabi ki.” K3 “Yoneticilerle
¢ok fazla bir araya gelemiyoruz. Biiyiik turnuvalarda ¢ok daha sik goriistiyoruz. Milli takim
teknik kurullarinda toplantilar yapilir. Magi hangi tarihlere alalim nasil yapalim diye,
fikirlerimiz ciddiye alinir. Toplu istisareler yapilir.” K4 “Antrentre gore degisiyor. Antrendr
ozelligine bagl bu. 2 antrendriimiiz var. 1 tanesi illa kendisinin dediginin olmasin istiyor.
Yanlis olsa dahi. Digeri daha acik fikirlerimize. Fikir almiyor ve zitlagsak bile program
degismiyor.” K6 “Antrendr kolay kolay sporcuyu kaybetmek istemez. Fakat alternatifi varsa
sporcunun kolay harcayabilir. O yiizden iletisim siz iyi sporcuysamz kesinlikle iyidir. Yoksa
iletigim sifir. "K12

2. Yoneticilerin/Antrendrlerin Uygulamalarina Sergilenen Tavir

Arastirmada katilimcilara “Yoneticilerin/Antrendrlerin uygulamalarini dogru ya da yanlis
buldugunuzda tavrimz nasildir?” sorusu sorulmustur. Katilimc goriislerine asagida Tablo 3’de yer

verilmisgtir.

Tablo 3. Yoneticilerin/antrendrlerin uygulamalarina sergilenen tavir

Tema Kod

e et .o Tletisim kurulmas:
Yoneticilerin/antrenérlerin uygulamalarina

] Islerine karisilmasina miisaade etmeme
sergilenen tavir

Yoneticilere itiraz edememe
Elestirememe

Yapilan arastirmada katilimcilar dogru uygulama oldugunda zaten bir tavirda
bulunmadiklarini belirtmislerdir. Yanlis uygulamalarda ise biiyiik bir ¢ogunlugunun miidahale
etmedigi tespit edilmistir. Bu durumun nedenleri ile ilgili katilimc1 goriislerinden bazi alintilara

asagida yer verilmistir.

“Antrenmanda yorum hakkin yok. Saat bellidir her sey bellidir. Sporcu olarak ufak bir
elestiremezsin. Cok ¢ok elit sporcu olursan belki ses ¢ikardiginda valizini topla git derler.” K5
“Cok rahatlikla cep telefonundan konusabiliyoruz. Olmasi gereken neyse onu konusuyoruz.
Yapilmas1 gerekeni konusuyoruz. Daha fazla hakka hukuka aykiri olmadan konusuyorum.
Soyledigin seyler 6nemli olan sporcunun hakkini savundugun zaman sikinti olmaz. Milli
takim kampina gittiginde Tiirkiye sampiyonasinda 5-6 kisi oldugunda itiraz edildiginde sonu
istifaya kadar gidebiliyor. Yoneticilerin inisiyatiflerine itiraz ettiginde ise ¢cok ufak bir olayda
diskalifiye olabilirsin.” K4 “Her zaman elestiri yapabiliyoruz ¢iinkii kétii sonug alindiginda
antrendr suclu konuma diistiigii icin mecburen konusmak zorundayiz. Federasyon bagkaniyla
birebir sorunlarimizi dile getirebiliyoruz. Basarinin gelmesini istiyorsak bizimle iletisim
halinde olmak zorunda olduklarini fark ettikleri igin bize damisiyorlar. Yanlista olsa ses
gikarmamiz gerekiyor. Cok fazla elestirdigimizde muhalif bir konuma oturuluyoruz. O
ylizden asirtya kagmadan katki sunma adina dile getiriyoruz.” K13

3. Yonetici/Antren6r Konumundaki Kisilerin Karar Verme Siireci

Arastirmada katilimcilara “YOneticiniz/Antrenoriinliz karar verme siirecinde sizinle fikir

aligverigi yapar m1?” sorusu yoneltilmistir. Katilimcilardan alman goériislere Tablo 4'de yer verilmistir.
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Tablo 4. Yonetici/antrendr konumundaki kigilerin karar verme siireci

Tema

Kod

Fikir alinmast
Diktator tavir sergilenmesi

Yonetici/antrenor konumundaki kisilerin karar Karar vericinin sporcu ge¢misi

verme siireci Elestiriye a¢ik olunmamasi
Son karar1 kendilerinin vermesi
Kisiye gore tavir sergilenmesi

Arastirmada karar verici kisilerin ¢ogunlukla calistiklar1 antrendr ya da sporcuyla fikir

alisverisi yapmadigi tespit edilmistir. Katihma goriislerinden bazi alintilara asagida yer verilmistir.

“Cok diktator tavir sergilenir. Antrenor karar veriyor olmasindan ziyade daha iist yonetimin
aldig1 karardan dolayi ses ¢ikarmadigimiz ¢ok oldu.” K8 “Karar alirken degisiyor. Kamplarla
ilgili kampin siiresi, yer konusu antrenman igerigine uygun olup olmadig hakkinda bize
antrendr olarak danisiyorlar. Bize ¢ok dogru gelmeyen konuda fikir beyan ettigimizde
alternatif baska birini ¢agiriyorlar itiraz edemiyoruz kisacasi. Itiraz eden olursa isten ¢ikarilma
durumu bile olmustur.” K7 “Fikir aligverislerini daha ¢ok kaptanla yaparlar. Aslinda
oyuncuyla da konusulmasi gerekir 6zellikle mevkisini degistirmek isterse. Fakat genelde eger
oyuncu iyiyse konusur onun haricinde sporcunun goriisiinii umursamazlar. Kendi sistemini
kurar sporcunun ona uymasin ister. Uymayan sporcu olursa gonderir hi¢ umursamazda bu
durumu.” K12 “Antrendriimiin mutlak dikteligi yok veya sporcuya farkli bir rol verdiginde
sporcuya sorar istiyor musun? Senin i¢in uygun mudur? Sistemimden ben sorumluyum basar1
sizin basarisizlik benim dedigi icin rahatlatirdi.” K9 “Su karar: aldik sizin diisiinceniz nedir
diye sorulurdu. itiraz1 olan dile getirebiliyorsun ama yine de son karari kendileri alirlar. Yani
gostermelik bir fikir alisverisi yapilir.” K2 “Spor gecmisi olan yonetici cogu kritik konularda
benden fikir alirlar, antrenor oldugum icin ama ¢ogu spordan gelmedigi icin genelde bizim
dedigimiz dogrudur tarzinda catismaya neden olacak kararlar alinir. Belli zaman sonra
anlasilmadigin hissedildiginde susmak zorunda kaliniyor.” K14 “Mesafeli olmak isteyen gok
bilgi paylasiminda bulunmayan, sadece kendisinin s6z sahibi oldugu ve korkulan antrenor
modelinde olanlar genelde karar alirken fikir almazlar. En iyi onlarin dogrusu ciinkii
elestiriye acik degiller. O yiizden karar alirken biz yokuz.” K1

4. Iyi Bir Yonetici/Antrenériin Tanim1

Yapilan aragtirmada katihimalara “lyi bir yénetici/antrendr nasil olmalidir?”  sorusu

sorulmustur. Tablo 5 de katiimcilardan alinan goriislerine yer verilmistir.

Tablo 5. lyi bir yéneticilantrendriin tanim

Tema

Kod

Anlayish
Otoriter

Iyi bir yonetici/antrenériin tanim Saygi duyulan
Sert
Isinde iyi olan

Yapilan arastirmada katilimcilar iyi bir yonetici/antrendr icin “anlayisli, otoriter, saygi

duyulan, sert ve isinde iyi olan” tarzda olmalar1 gerektigini belirtmislerdir. Konu ile ilgili katilimc1

goriislerinden bazi alintilara asagida yer verilmistir.

”iyi bir antrenériin 6ncelikle anlayish olmasi gerekir. Sporcunun ruhundan anlamasi, duruma
gore antrenman yaptirmas: gerekir. Ben kendimi kotii hissederken verimli olamam ki. O
ylizden sporcuyu anlamali.” K11 “Su ana kadar hep otoriter antrendrlerle ¢alistim o yiizden
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daha verimli oldugunu diistiniiyorum. Diger tiirlii hocay:1 dinlemezler. Tabi bu bransa gore
degisebilir ama sertlik igeren sporlarda bence antrentrde yoneticide otoriter olmali.” K6
“Yonetimin ¢evre tarafindan nasil algilandigi benim igin onemli, ¢iinkil saygt duyulan biri
olmas1 bence kisinin de ¢alisanlarina saygi duymasini sagliyor.” K4 “Bence kisi yaptig: iste
oncelikle ¢ok iyi olmali, iyi olmadigimmiz bir alanda ne iyi bir antrendr ne de yonetici
olabilirsiniz. Bize gore nedir iyi olma? Yani yaptigimiz sporu, bransi iyi olmali hele de bir siire
bu sporu yapmigsa ve profesyonel olarak ugrasmissa kesinlikle hangi kisilik yapisinda olursa
olsun bize faydasi olur.” K1

5. Yonetici/Antrenor ile is ile ilgili sorunlarin konusulmas:

Arastirmada katilimcilara “YoOneticinizle/Antrendriiniizle isinizle ilgili sorunlar hakkinda
rahatlikla konusabilir misiniz?” sorusu yoneltilmistir. Katilimcilarin goriislerine Tablo 6’da yer
verilmigtir.

Tablo 6. Yonetici/antrendr ile is ile ilgili sorunlarin konusulmast

Tema Kod
Kendi bildiklerine devam edilmesi

Yonetici/antrendr ile is ile ilgili sorunlarin Giig sahibiysen konusulabilmesi
konusulmasi Atilma korkusuyla konusulmamasi
Rahatlikla konusulmast

Katilimcilardan bazilar1 rahatlikla konustugu ifade ederken, diger katihimcilar kendi
bildiklerine devam edilmesi, gii¢ sahibi olunca konusulmas: ve atilma korkusuyla konusulmamasi

gibi temalarda ortaya ¢ikmistir. Katihimcilara ait bazi alintilara asagida yer verilmistir.

“Yoneticilerle hemen hemen her konuda konusuruz. Konuyu begenmese de dinler gibi
goziikiiyor ama kendi bildigini devam ediyor. Baz1 konularda apagik elestirilerim olmustur.
Senin iligkilerin kotiiyse senle ipleri koparmanin derdine diisiiyor. Soylemlerin hosuna
gitmiyor. Eger yapamadiklarinda ¢ok konusuyor bu antrendrde her seyi biliyor diye tepkiler
alabiliyorum. Federasyona yakin bir isim oldugunda her dedigin yapilabiliyor ama ¢ok fazla
elestiride bulundugunda araya mesafe koyuluyor. Benim dedigim olacak tavirlari ¢ok fazla.
Kamplara gelecek sporcu sayisimi onlar belirliyor. Bu gibi konularda gatismalar bashyor.
Kabul edildiginde stirekli antrendr olarak ¢agrilabiliyorsun.” K1 “Takimda yonetimden giiglii
birisinin yanindaysam, parali olan birisine yakin oldugumda belki tek basima bir seye ses
cikarabilir, konusabilirim. Cok sert tepki alacakta olsam giiglii bir yoOnetici yanimda
oldugunda daha rahat hareket eder itiraz eder, kendimi rahat ifade ederim. O yiizden
yoneticiye yakin olmak i¢in ¢aba gosteririm, iliskilerimi iyi tutarim. Onunla da konustugumda
tepki cekmemek icin. Takim igerisinde bir arkadasim yonetime ¢ok yakinsa ben onla kavga
etmeyi goze alamam. Ciinkii bilirim ki Oyle bir durumda onun tarafi tutulacaktir.” K11
“Takimdaki pozisyonunuz fark etmiyor, sporcu ya da antrendr olabilirsiniz. Cok fazla
konustugunuzda size kap: gosterilir. Ama sporcu olarak ya da takimi sampiyonluga cikaran
bir antrenor olarak konusursaniz o zaman isler degisir. Takimin size ihtiyaci varsa o zaman
antrendrle rahathikla konusabiliyorsunuz. Ciinkii size muhtag. Bu pozisyonda zaten sayili
kisiler oldugu icin genel olarak atilma, gonderilme korkusundan konusamazsiniz.” K9 “Su
ana kadar hep saygili, isini bilen, hocaya ya da sporcuya ¢ok miidahale etmeyen yoneticilere
sahip oldum. O ylizden rahatlikla konusabildim. Ama herkes benim gibi sanshi degil.
Sporcularimin da benimle rahatlikla iletisim kurmasini isterim. Kendini iyi hissederse daha
verimli olur.” K13
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6. Sessiz Kalinan Sorunlar

Yapilan arastirmada katilimcilara “Bulundugunuz ortamda herhangi bir sorun/konu ile ilgili

sessiz kaldigimiz durumlar var m1 / varsa nelerdir?” sorusu sorulmustur. Tablo 7’de katilimci

goriislerine yer verilmistir.

Tablo 7. Sessiz kalinan sorunlar

Tema

Kod

Umursanmama
) Saglam bir konumlarinin olmamasi
Sessiz kalinan sorunlar

Gelecek kaygisi

Huzursuzluk ¢tkmamasi igin

Arastirmada katihmecilarin bulunduklar: ortamda sorunlari konusmamay: tercih ettiklerini

sessiz kaldiklarini ifade etmislerdir. Sessiz kalmalarinin asil sebebi temelde yaptiklar: ise ya da sahip

olduklar1 pozisyonlara zarar verecegi korkusundan kaynaklanmaktadir. Katilime goriislerine ait bazi

alintilara asagida yer verilmistir.

“Itiraz ettiginde, konustugunda ciddiye alinmazsin, seni umursamazlar. O yiizden
susuyorsun ister istemez. Eger beni sevmiyorlarsa 6grencimi de maca gotiirmiiyorlar. O
ylizden sessiz kalmak zorunda oluyorsun. Ya muhalif olacaksin ya da boyun egeceksin.
Yonetime yakin oldugunda her dedigin oluyor. Kimsede ses c¢ikaramaz her kafileye
yazdirabilirsin. Mevcut yonetimden yana olmak isteriz ¢linkii isimiz diistiyor.” K4 “Sporcular
paralarini alamadigr dénemlerde bile korkudan sdylemedigi donemler oluyor. Soylersem
acaba kadro disi kalabilir miyim korkusu oluyor. Bu sebeple konusmayip sessiz kalmak
mecburi tercihimiz oluyor.” K12 “Sessiz kalmak zorundayiz ¢linkii ters diistiigiimiizde
kampa cagrilmayabilirim. Zulme ugrayabilirim hakkim gasp edilebilir korkusu oluyor.
Sporculugum bittikten sonra antrendr olmak istediginde de sorun ¢ikabilir diye sessiz
kaldigim zamanlar oluyor.” K2 “Genelde sessiz kalmay1 tercih ediyoruz ve kabullendik. Yeri
geldiginde yonetim bdyle uygun gormiis deyip susuyoruz. Federasyonlarda gii¢ dnemli,
saglam konumlara sahip olmaniz gerekiyor. Delege sayis1 fazla olan yerlerin ya da kisilerin
¢ok fazla sesi gikabiliyor. Sikint1 olsa da bir sekilde ses ¢ikabiliyorlar. Bolgelerdeki birlik
giiclinii kabulleniyoruz. O cesareti kendilerinde daha rahat gordiiklerini soyle bilirim. Bizim
Oyle bir giiclimiiz olmadig i¢i sesimiz de yok” K7 “Yanls bir durum olmasma ragmen
huzursuzluk ¢ikmamasi adina benimde sustugum sessiz kaldigim dénemler ¢ok olmustur. Bu
gibi durumlarda ya kabullenmek zorundasin bu ayricalikli olanlar1 ya da eger etrafinda senin
yaninda sporcular olursa itiraz etme hakkin olabiliyor. Takim iyi gidiyorken bunu kolay kolay
kimse goze alamaz. Ama takim koétii gittiginde konusmalar veryansinlar daha ¢ok olur. Bu
durumda iki 6nemli pozisyon var ne ¢ok ulasilmaz olup kimsenin agzini1 agmasin bir derdini
anlatmasina vermemek, ne de bdyle siirekli i¢ ice olup da sporcularla yiiz goz olmak bu kez
hepsi agzmna geleni konusur.” K13

Tartisma ve Sonug

Bu aragtirma spor Orgiitlerindeki gii¢ mesafesini ve giic mesafesinin Orgilitsel sessizlige

yansimalarint belirlemek amaciyla yapilmistir. Kiiltiirel degerlerin ve yonetimsel uygulamalarin

sessizligi tesvik etmedeki rollerinin Onemi bilinmesine ragmen, gii¢ mesafesinin kabullenici,

savunmaci ve prososyal gibi farkli sessizlik big¢imlerini nasil etkiledigine dair pek az calisma yer

almaktadir. Bu baglamda, gii¢ mesafesinin sessizlik gesitlerini nasil etkiledigine dair bir ¢alisma ortaya

koyarak spor oOrgiitlerinde yoOnetici veya antrendr konumunda bulunan kisilere sporcularin
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endiselerini saklamaya yoOnelik temel nedenlerini anlamalarina yardimci olacag: diistiniilmektedir.
Yonetime, sporcularin endiselerini paylasma konusunda nasil tesvik edecekleri ve sessizligi nasil daha
az bir seviyeye kadar indirgenecegi konusunda daha spesifik yaklagimlar1 gbz oniine getirmede

yardimci olacagi sOylenebilir.

Gii¢ mesafesinde kisilerle iletisim 6nem arz etmektedir. Bu nedenle ilk olarak spor orgiitleri
icerisinde birbiriyle ast-iist iliskisi bulunan kisilerle aralarindaki iliskilerin nasil oldugu sorulmustur.
Bazi katilmcilar iliskilerinin iyi oldugunu belirtse de ¢ogu katiimci yoOnetici ya da antrenor
konumundaki kisilerle iletisimde sorun yasadigini belirtmistir. Yonetici ya da antrenér konumdaki
kisilerin kararlarina miidahale edilememesi, bulundugu pozisyonu kaybetme korkusu (takimdan
¢ikarilma), alttan almak zorunda kalinmasi gibi gesitli sonuglar ortaya c¢ikmistir. Alan yazin
incelendiginde yonetimsel uygulamalarla ilgili olarak ceza, sessizligin ana onciillerinden biri olarak
algilanmaktadir (Milliken, Morrison ve Hewlin, 2003). Ozellikle de arastirmanin ana hattini olusturan
glic mesafesinin Orgilitsel sessizligi arttirdigi hipotezi yapilan diger c¢alismalarla benzerlik
gostermektedir (Aslan, 2022; Korkmaz, 2018; Hsuing ve Tsai, 2017; Cicek ve Gol Dede, 2020;

Yalcinsoy, 2017; Sari-Aytekin ve digerleri., 2017).

Arastirmada temelde bu tedirginlik sebebiyle katilimcilarin {ist pozisyondaki kisilerle iletisim
kurmadig1 belirlenmistir. Iletisimin iyi oldugunu belirten kisilerin de milli takim diizeyinde
antrendrlitk yapan kisiler oldugu ortaya c¢ikmistir. Bundan dolay: bireylerin bulunduklar
pozisyonlarina gore iletisimin diizeylerinin degistigi soylenebilir. Konusmak, yiiksek gii¢ mesafesinin
kiiltiirel degeri ile tutarsizdir. Bu nedenle, yiiksek gii¢ mesafesine sahip Kkiiltiirlerdeki
organizasyonlarda yer alan bireylerin fikirlerini ifade etme olasiliklar1 daha diisiiktiir. Aksi takdirde
bu yoneticinin statiisiine meydan okumak olarak anlagilmaz (Porter ve digerleri.,, 1980). Yapilan
calismalar incelendiginde arastirmay1 destekler nitelikle birgok bulguya rastlanmaktadir. Orgiitlerde
glic mesafesi algist diisiik oldugunda; bireylerin acik muhalefet, yiiksek ise gizli muhalefet davranisi
icinde olduklari, orgiitsel muhalefetin bir belirleyicisi oldugu (Kassing, 2000; Goodboy, Chory ve
Dunleavy, 2008) ¢alismalar bulunmaktadir. Gili¢ mesafesi diisiik ise bireyler yonetim kademesindeki
kisilerin uygunsuz tutumlarina karsi meydan okuyabilmekte, yiiksek ise kosulsuz kabul
gostermektedir (Goodwin ve Goodwin, 1999; Lam ve Xu, 2018). Gii¢ mesafesi yiiksek oldugunda
yonetime korkuyla baktiklari (Newman ve Nollen, 1996), dahasi saglikli iletisim kuramamasi
sonucunda fikirlerini agik¢a dile getirememe durumu da ortaya ¢ikmaktadir (Ghosh, 2011). Bireyler
arasi iletisimin yiiksek oldugu Orgiitlerde gii¢ mesafesinin azaldig1 (Erdogan ve digerleri., 2008),
diisiik gii¢ mesafesinin bireylerin fikirlerini dile getirdiklerinde kiiciik diisme endiselerini azalttig1 ve
toplumlarda fazla sesliligi arttirdig1 belirlenmistir (Edmondson, 2003; Brockner ve digerleri, 2001).
Gili¢ mesafesi arttikca sessizlik arasinda ters yonde bir etkinin veya kolerasyonun oldugu (Saribay ve
Saribay, 2016; Seymen ve Korkmaz, 2017) gilic mesafesi arttikca yonetimin performans: konusunda

fikir beyan etmenin azaldig1 (Askun, Bakoglu ve Berber, 2009) ortaya ¢ikmaktadir.
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Sinif ici ortamdaki gii¢ mesafesinin yansimalarina bakildiginda, yiiksek gii¢ mesafesi olan
smiflarda 6gretmen odakli bir egitim modeli esas oldugu ve elestiriye kapali bir ortamin varlig1 soz
konusu iken, diisiik gii¢ mesafesinde 6grencilerin hata yapma olasiigina daha iyimser bakildig:,
O0grencinin bagimsiz hareket edebildigi ve motivasyonlarinin daha yiiksek oldugu goriilmektedir
(Yoo, 2014). Benzer sekilde egitim ortaminda, okul yoneticilerinin davranislariyla 6gretmenlerin
sessizligi tercih etmesi arasinda gii¢ bir iliski vardir (Alqarni, 2020). Zorlayic1 ve yasal gili¢ kullanan
yoneticilerin orgiitsel sessizligi arttirdig1 (Deviren ve Okcu, 2020), odiillendirme ve yasal giiciinii
kullanmalarmin orgiitte bireylerin daha fazla sesli davranis sergilemelerini sagladigi, zorlayici giig

orgiitsel sessizligi arttirdigi tespit edilmistir (Bongoz, 2020).

Arastirmada katilimcilara yonetici/antrendr konumundaki kisilerin uygulamalarint dogru ya
da yanlis bulduklarinda tavirlarinin nasil oldugu sorulmustur. Katilimcilar uygulamalar dogruysa
eger zaten herhangi bir tepki (takdir ya da tesekkiir etme, onaylama gibi) vermediklerini ifade
etmisglerdir. Yanlis uygulamalar sergilendiginde ise yine biiyiik bir ¢ogunluk itiraz edemedigini,
yOneticiyi elestiremedigini ya da iist konumdaki kisilerin islerine karisilmasina miisaade
etmediklerini belirtmislerdir. Benzer sekilde, 6gretmenlerin yoneticilerin kararlarina sessiz kalip giice
raz1 olduklar1 sonucu da yapilan arastirmay1 desteklemektedir (Yorulmaz, 2021; Yorulmaz, Colak,

Altinkurt ve Yilmaz 2018).

Gili¢ mesafesinin yine nemli bir gostergesi olan karar verme siireciyle ilgili de katilimcilara
soru sorulmustur. Arastirmaya katilanlardan bazilar1 karar verme siirecinde fikrinin alindigim
belirtmistir. Karar verici kisinin sporcu ge¢misi daha fazla ise veya takimdan ¢ikarilmasinin goze
almamayacag kisiler oldugu icin fikir alindigini, kisiye gore tavir sergilendigini (adamcilik ya da
kollamacilik) belirlenmistir. Ayrica elestiriye agik olunmamasi, diktator tavir sergilenmesi ve son
karar1 kendilerinin vermesi gibi cesitli goriisler ortaya c¢ikmustir. Benzer calismada Ucar (2016),
pozisyon olarak yiikselen bireylerin kendini daha giiclii hissetmesiyle beraber daha fazla seslilik
davranis: sergiledigini belirtmistir. Gii¢ mesafesini bireyin bagli oldugu grup igindeki smnif diizenini
ve giiclin esitsiz dagilimini kabul etme derecesi olarak bilinmesi sonuglarin literatiirle ortiistiigtinti
gostermektedir. (Ng, Koh, Ang, Kennedy ve Chan, 2011; Hofstede, 2001). Giice razi olan bireyler,
elestirilerini dile getirmek yerine daha ¢ok boyun egici ya da uysal davrans sergilemektedirler (Wang

ve Guan, 2018; Truong, Hallinger ve Sanga, 2017).

Arastirmada katilimcilara yoOneticinizle/antrendriiniizle isinizle ilgili sorunlari hakkinda
konusup konusamayacaklari soruldugunda; katihmcilardan bir kismi zaten konustugunda
karsisindaki kiginin fikirlerini degistiremeyecegi icin konugsmuyor seklinde genel bir durum ortaya
¢itkmistir. Buradan hareketle, gilic mesafesinin yiiksek olusunun sporcularin bazi durumlarda
fikirlerinin herhangi bir seyi degistirecegine veya dikkate alinacagma yonelik umutlarinin olmayist

kabullenici sessizlige yol actif1 sdylenebilir (Kulualp ve Cakmak, 2016; Knoll ve Van Dick, 2013).



Sakar, M., & Kizilkaya Namli, A.

Benzer iliskileri irdeleyen c¢alismalar incelendiginde arastirmadaki bulgular1 destekleyen ¢alismalar
mevcuttur (Rhee, Dedahanow, ve Lee, 2014). Burada {ist konumdaki kisinin alt konumdaki kisiye
kars1 uyguladig1 sindirme ya da biktirma politikasi oldugu soylenebilir. Bazi katiimcilar giiglii ise
yonetimden destek aliyorsa konusulabilecegini belirtirken bir kismi ise takimdan atilma korkusu ile
konusmadigimi ifade etmektedir. Aynmi zamanda, sessiz kalma nedenleri soruldugunda ise
umursanmadiklari, saglam bir konuma sahip olmamalari, gelecek kaygisi yasadiklari ve huzursuzluk
¢ikmamasi igin sessiz kaldiklar tespit edilmistir. Burada {ist-ast iliskisinde ¢ok kontrolstiz bir sekilde
gli¢ kullanildig1 soylenebilir. Buradan hareketle, giice razi olma tutumu igerisinde olduklar1 sonucu
karsimiza ¢ikmaktadir. Bu tutum karsisinda sporcularin yanitlarindan hareketle (kadro dist kalma,
kampa ¢agrilmama) gibi durumlarla karsilasma korkusu ve kendini koruma i¢giidiisiiyle onerilerini
seslendirmeyip savunmaci sessizlik tutumu sergiledikleri sdylenebilir. Ozellikle de savunma
davranisi olusturma da korkunun etkisi biiyiik olmakla beraber, olasi durumda alinacak cezanin
diisliniilmesi tehdit algis1 olusturmakta ve savunmaci sessizlikle sonuglanmaktadir (Argyris, 1990;
Cetin ve Cakmakgi, 2012; Van Dyne, Ang ve Botero, 2003 ). Giice raz1 olmanin sonucunda savunmaci
sessizligi arttirdigina dair (Acaray ve Sevik, 2016; Saribay ve Kayali, 2016), anlamh iliskilerin
bulunamadig1 (Rhee, Dedahanow, ve Lee, 2014), politik davramsin sessizlige etkisinin oldugu, fakat
glic mesafesinin sessizligi yordamadigina dair ¢alismalarda mevcuttur (Karabey ve Aliogullari, 2020).
Arastirmanin bir baska sonucu ise, kadin ve erkek sporcularda gii¢ mesafesi algilarinda her hangi bir
farkliligin olmadig1 goriilmiistiir. Benzer arastirma sonuglar1 olan arastirmalarla beraber (Ates, 2019;
Ersoy, 2019; Can, Kaptanoglu ve Halo, 2018; Ziblim, 2020), erkeklerin gii¢ mesafesi algilarinin yiiksek
oldugu arastirmalarda mevcuttur (Giil, 2019; Karagelebi, 2016; Ulus, 2018). Arastirmada bir diger
bulgu kadin ve erkek sporcularin sessizlik diizeylerinin benzer oldugudur. Bu bulgumuzu
destekleyen calismalarda alan yazinda yer almaktadir (Dal, 2017; Onder, 2017; Demir ve Comert,
2018).

Yapilan arastirmanin sonuglar1 genel olarak degerlendirildiginde bireysel ve takim
sporlarinda yiiksek giic mesafesinin varliginin s6z konusu oldugu goriilmektedir. Gii¢ mesafesinin
sporun bransi, hangi ligde yer aldigi, amatdr ya da profesyonel olmasi fark etmeksizin spor
orgiitlerinde kullanildig1 belirlenmistir. Bununla birlikte, kullanilan gii¢ mesafesinin katilimcilar
iizerinde Orgiitsel sessizlige yol actig1 da ortaya ¢ikan sonuglar icerisindedir. Dahasi, gii¢ mesafesinin

orgiitsel sessizlik gesitlerinden savunmaci ve kabullenici sessizligi arttirdig1 sonucuna varilmaistir.

Arastirmada amator, profesyonel ve milli takim diizeyinde sporcu ve antrendrle goriismeler
yapilmustir. Bu goriismelerin sonucunda ¢ikan sonug goz oniinde bulundurularak arastirmamizin bazi
smirliliklarinin da oldugu go6z ard:i edilemez. Bu siurliliklara ve genel olarak sonuglara istinaden
cesitli Oneriler sunula bilinir. Cok farkli spor branslar1 oldugu i¢in bu 6rneklem disinda akademik
calismalarin fazla yapilmadig: spor branslarinda da gii¢ mesafesi veya orgiitsel sessizlik konusunun

cahisilmas gerektigi sdylenebilir. Bu durumun yamu sira yiiksek gilic mesafesine inanan yoneticilerle
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veya antrendrlerle neden bdyle bir inanca sahip olduklar: arastirilarak alana katki saglanabilir. Dahasi,
glic mesafesinin daha diisiik oldugu spor branslar1 arastirilarak diisiik gii¢ mesafesinin getirmis
oldugu sorunlar1 tespit ederek veya yiiksek gilic mesafesi algisi olan spor branslariyla kiyaslama
yapilarak avantajlar1 ve dezavantajlar1 ortaya koyularak daha iyi bir liderlik- yoneticilik uygulamas:
onerilebilir. Tleri ki calismalarda, orgiitsel sessizligin sporcularin performansi ve nasil etkiledigine dair
calismalar yapilabilir. Yapilan arastirmanin verilerinden yola ¢ikarak gii¢ mesafesi veya Orgiitsel
sessizlik kavramlarinin sadece akademik olarak degerlendirmenin yani sira sahada kuliiplerdeki
yonetim kademesinde yer alan kisilerde de bu kavramlara yonelik farkindalik olusturulmas: gerektigi
diisiiniilmektedir. Bu amactan yola ¢ikarak, orgiitsel sesliligin arttirilmasinda sporcularin {ist kademe
de yer alan yoneticilerle daha fazla iletisim kurmalar1 saglanmalidir. Sporcunun fikrini sodyledigi
zaman bir zarar gormeyecegi psikolojik giivenlik ortaminin arttirilmasi, sporcularn bir sorunun
¢ozlimiinde etkili olmaktan ziyade pasif konumda kalmasi gerektigine yonelik olumsuz diisiince
kaliplarinin degistirilmesine yonelik daha cesaret verici bir iklimin olusturulmasi gerektigi ifade

edilebilir.
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Introduction

Inequality can be encountered in social life, an organizational environment, or within a group.
Some individuals may be more decisive in the behaviors of others due to their different qualities. An
individual may have multiple qualities such as intelligence, physical strength, status, and wealth at
the same time. Such situations in different areas of inequality are seen as a problem, and these
inequalities manifest themselves through concepts such as reputation, wealth, and power (Batmaz,

2019).

According to Hofstede (1984), power distance is the extent to which individuals in a society
accept that power in institutions and organizations is distributed unequally. Such a situation affects
the behaviors of less powerful individuals, apart from powerful individuals in society. Individuals in
societies with a high level of power distance adopt the hierarchical order in which everyone in society
has a place without looking for a reason. Societies with a low level of power distance question the
causes of inequalities of power and strive for the equalization of power. According to the state of
power distance, individuals determine the formation of institutions and organizations. According to
Ertas and Umur (2017), the degree of power distance in a society determines the functioning of
organizations in that society. Tuna (2020) stated that in societies where the level of power distance is
low, managers can easily consult their subordinates while making decisions, and in cases where it is

high, managers expect more obedience.

Hofstede and Bond (1988) argued that power distance exists in every society, but the extent of
inequality differs from culture to culture. Daniels and Greguras (2014) stated that power distance is a
concept related to organizational contexts which is the unequal distribution of power within the
organization. Cetinoglu and Biiber (2012) asserted that all kinds of power, regardless of type and
source, are a source of distance in society, and the distance caused by power is shaped according to
the characteristics of society and accepted by society in the process. In the definition made by Sen
(2019), the tolerance of one society towards inequality will differ from that of another society. While
those who hold the power try to expand their dominance, they try to narrow these areas of dominance

for those who are ruled, that is, those who do not hold the power. This situation creates an
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atmosphere of conflict between the ruler and the ruled. As a result of this conflict, a compromise is
reached after a certain time. The point where this compromise occurs is the equilibrium point. The

distance between equality and the equilibrium is called power distance.

Akyol (2009) and Atilla and Dirin (2018) posited that power distance consists of two
categories. These are high power distance and low power distance. In societies with a high level of
power distance, the distribution of power and the equality of opportunities are unbalanced, the value
attributed to social status and titles is high, and the distance between subordinates and superiors is
substantial. In societies with a low level of power distance, the distribution of power and the equality
of opportunities are more balanced, responsibilities are balanced between levels, and the value
attributed to titles and status is low. Brockner et al. (2001) observed that while the decision-making
levels of subordinates are high in societies with low levels of power distance, the participation of

subordinates in the decision-making process is limited in societies with high levels of power distance.

Characteristics of Low Power Distance Societies

The distance between people in the community or group is at the minimum level.

o There is a certain level of independence between the powerful and the less powerful.
¢ Hierarchy within the organization means the inequality of roles required.

¢ Decentralization is common.

e Salary gap is small between employees at the bottom and those at the top of the

organization.
¢ Employees want to be consulted about opinions and decisions.
e Theideal boss is very democratic.
e Concepts such as status and privilege are not welcomed.
¢ Everyone has equal rights.

Characteristics of High Power Distance Societies

Inequalities between people are expected and desired.
e People with low levels of power should be dependent on people with high levels of power.

e Hierarchy within the organization means existential inequality between subordinates and

superiors.
¢ Centralization is very common.

e Salary gap is high between the lowest and highest employees in the organizational

hierarchy.
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e Theideal boss is a benevolent, fatherly autocrat.
o Title, privileges, and status indicators are both expected and very popular for managers.
e The strong are privileged (Atilla and Dirin, 2018; Hofstede, Hofstede and Minkov, 2010).

The existence of a high level of power distance within an organization reduces the
communication of the members with the management. It widens the distance between members and
managers, where they may become unable to express their thoughts (Korkmaz, 2017). Korkmaz (2017)
asserted that members of the organization can express their ideas openly and without fear in
organizations with low levels of power distance. From this point of view, it is expected that there will
be no organizational silence in organizations with low power distance. In this study, the concepts of
power distance and organizational silence were evaluated together. Although the concept of
organizational silence is an action that is becoming more and more widespread in organizations, it has
not drawn much attention as a research topic. On the other hand, in the relevant literature, there are
studies on organizational silence. Van Dyne, Ang, and Botero (2003) defined organizational silence
and stated that whether the employee merely speaks does not have a meaning contrary to silence, if
the employee cannot deliberately present their ideas about the developments in the organization
against the employer. Likewise, Morrison (2014) mentioned that the concept of organizational silence
is a major obstacle to the development and transformation of the organization, and it is a phenomenon
that prevents the establishment of a pluralistic organizational atmosphere. Again, similar to the
definitions above, Korkmaz (2017) expressed organizational silence as an element that creates a
climate of suppression in the organization because employees have difficulty speaking or discussing

personal and organizational issues.

Forms of organizational silence are examined under three categories according to Van Dyne,

Ang, and Botero (2003) as follows:
— Acquiescent Silence
— Defensive Silence
— Prosocial Silence

Acquiescent Silence: In this case of silence, the person believes that the possibility of making a

difference in the organization is low and meaningless (Van Dyne, Ang, and Botero, 2003).

Defensive Silence: This case of silence is explained as intentionally refraining from expressing
one's views because of the fear of the consequences that may arise in the case of speaking (Karacaoglu

and Cingd6z, 2009).
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Prosocial Silence: This form of silence is when the person in the organization keeps their
thoughts about the work in the organization to themselves so that the organization or other members

of the organization are not harmed (Korkmaz, 2017).

Organizational silence can produce some consequences on the individual and organizational
levels. Ozgen and Siirgevil (2009) listed some individual consequences of organizational silence as

follows:
¢ Creativity within the organization may be hindered.
¢ Consequences such as inability to adapt to change may occur.
o Silence within the organization can be adopted as a culture.
¢ Organization members can isolate themselves from the organization.

e The productivity of the members of the organization may decrease. All these events may

lead to a decrease in organizational commitment.
Cakicr (2008) listed some organizational consequences of organizational silence as follows:
¢ Organizations may not benefit from the views of their members.

¢ Communication within the organization may be disrupted, especially regarding

communication between subordinates and superiors.

¢ Negative feedback may occur between managers and employees as a result of the neglect

of problems in the organization.

Among studies on power distance and organizational silence in the literature, Akyiirek (2001)
discussed power distance and communication. Tan and Chong (2003) examined the factors affecting
the perception of power distance. Altay (2004) investigated the relationships between power distance,
masculinity-femininity, uncertainty avoidance dimensions, and success. Turan, Durceylan, and
Sisman (2005) studied power distance and some demographic characteristics. Bérii and Islamoglu
(2005) conducted research on the relationship between power distance and trust. Koslowsky, Baharav,
and Schwarzwald (2011) investigated power distance and power usage patterns. Khatri (2009)
analyzed the effects of power distance orientation on employees in organizations. Yaman and Irmak
(2010) explored the level of power distance between administrators and teachers. Yiicel and Koparan
(2010) measured the relationship between power distance and sexual harassment behaviors. Ghosh
(2011) examined the collectivist power distance. Batmaz (2019) researched the relationship between
perceived power distance and the feeling of loneliness in business life. In addition to different samples
and occupational groups, we come across studies on different concepts (Isik, Yal¢insoy, and Bilen,
2017; Aytekin and Selcen, 2017; Atmaca 2021; Huang, Van De Vliert, and Van Der Vegt, 2005; Bozkir

and Sandikgi, 2022). Although the relationship between the concepts of power distance and
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organizational silence has been examined by researchers in different countries, not many studies have
been found on the subject in Turkey. There are no such studies in Turkey, especially in the context of
sports organizations. It is thought that this study will guide sports organizations in sports science. The
following research questions were included in this study, which was conducted to determine the

power distance in sports organizations and the reflections of power distance on organizational silence.
1. How is your relationship with/attitude towards people in the manager/coach position?

2. What is your attitude when you consider the actions of the managers/coaches right or

wrong?
3. Does your manager/coach consult you during the decision-making process?
4. How should a good manager/coach be?
5. Can you comfortably talk to your manager/coach about problems related to your job?

6. Are there any situations where you remain silent about any problem/issue in your

environment? If so, what are these problems/issues?
Method
Design

A qualitative research model was used in this study. Qualitative research refers to a
subjective-interpretive process of perceiving previously known or unrecognized problems and
realistically handling the natural phenomena related to the problem (Seale, 1999). It focuses on facts in
the flow of social life and endeavors to examine these facts without any transformation (Maxwell,
2008). In this study, phenomenology, which is a qualitative research model, was adopted as the
design. The phenomenology design focuses on phenomena that we are aware of but do not have an
in-depth and detailed understanding of. Besides, it is a method suitable for researching facts that we
are not completely unfamiliar with but cannot fully grasp (Yildirim and Simsek, 2008). By using the
phenomenology design, it was desired to examine the relationships in sports organizations more

deeply and see events from a different perspective.
Sample

The maximum variation method, which is a purposive sampling method, was used in this
study. The purpose of choosing this sampling method is to select cases with rich information that will
clarify the questions that are aimed to be answered (Patton, 2014). The sample of the study consisted
of 14 amateur and professional coaches and athletes. While forming the sample, it was ensured that
both coaches and athletes were in a wide range from the national to the amateur levels. The

demographic characteristics of the participants are given in Table 1.
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Table 1. Characteristics of the participants

Variables f %
Female 5 36
Gender Male 9 64
Individual 7 50
Branch Team 7 50
Position Coach 4 29
Athlete 10 71

Data Collection

In this study, a semi-structured interview form was used to determine the power distance in
sports organizations and its reflections on organizational silence. In the semi-structured interview
method, the researcher prepares a protocol that includes the questions that they plan to ask in
advance. The semi-structured interview technique seems to be a more suitable technique for
pedagogical research due to its level of standardization and flexibility (Ttrntiklii, 2000). The semi-
structured interview form that was used in this study consisted of two parts. In the first part, there
were three questions that were designed to collect information on demographic variables, while in the
second part, the six research questions of this study were included. The interview form was examined
by two academicians who are experts in the field. After the interview form was given its final shape,
the participants were interviewed using this form. The interviews were conducted face-to-face by the
researchers. After providing brief information about the study to the participants, the questions were

clarified when necessary. The data obtained from the participants were used as the main data source.
Data Analysis

Content analysis and descriptive data analysis, which are frequently used in qualitative
research, were used in the analysis of the data, considering the 'views of the participants. Validity and
reliability are important concepts in the scientific acceptance of research. To be scientifically rigorous,
research depends on being valid and reliable on a certain level. To ensure validity and reliability in
qualitative research, certain conditions must be met. It should be ensured that the research has
consistency (internal reliability), confirmability (external reliability), credibility (internal validity), and
transferability (external validity) (Creswell, 2013; Yildirim and $imsek, 2008). For this, it is necessary

to follow certain validity and reliability strategies.
Validity and Reliability

Various strategies were used in this study to ensure validity and reliability. For the validity of
the study, the participant confirmation, expert review, diversification, long-term interaction strategies,
direct quotations, purposive sampling, and detailed description strategies were used (Denzin and
Lincon, 2018; Holloway and Wheeler, 1996; Merriam and Tisdell, 2016; Patton, 2002). An evaluation of
findings is made in for participant confirmation. It is recommended that this strategy be utilized

during the data collection phase (Miles, Huberman, and Saldafa, 2014). After the data were collected
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in this study, they were transferred to the digital environment. After these transferred data were sent
to the participants, and their consent was obtained, the analysis was started. Steps of this study were
examined by two experts in the same discipline. The strategy of researcher diversity was used to
ensure internal validity. Additionally, the long-term interaction and observation strategies were
employed in the field. While collecting data a certain amount of time was spent in the environment of
the trainers and athletes, it was aimed to understand the jargon, and a long-term observation was
made. The purposive sampling method was used to ensure the validity of this study. While analyzing
the views of the participants, each participant was given a code (such as P1, P2, P3...). Similar
statements from the views of the participants were grouped, and codes were created under themes.
Due to the nature of qualitative research, all similar opinions that emerged without frequency and
percentage calculations are given as "codes". In this study, direct quotations were also included to

support the codes of the similar views of the participants.

To ensure the reliability of this study, the codes were re-checked and cross-checked (Miles,
Huberman, and Saldafia, 2014). The reproducibility of a study is among reliability checking steps. The
reliability of a study depends on its time-invariance, that is, its continuity and compliance by
independent experts (Miles and Huberman, 1994; Patton, 2002). The research and data analysis
processes are reported in detail to ensure reliability. Additionally, in this study, analysis support was
received from different experts outside the field. Drawing upon Miles and Huberman's (1994)
definition of agreement, the rate of agreement among the researchers and experts was determined as
88%. An agreement rate of 70% or above indicates that the study is reliable. Moreover, the raw data

and coding processes used in the study are kept by the researchers so that they can be examined later.
Ethical Aspects of Research

In this study, all rules specified to be followed within the scope of "Higher Education
Institutions Scientific Research and Publication Ethics Directive" were complied with. None of the
actions specified under the heading "Actions Contrary to Scientific Research and Publication Ethics",

which is the second part of the directive, were taken.

Ethics committee approval information: Name of the committee that made the ethical evaluation =

Munzur University Ethics Committee

Date of ethical evaluation decision = 28.04.2022

Ethics assessment document issue number = 2022/07-09
Results

This section is presented under six headings in line with the research questions. In this section,

the results regarding the research questions and the interpretations of the results are presented.

1. Relationships with people in manager/coach positions
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The participants were asked, “How is your relationship with/attitude towards people who are

in the manager/coach position?”. Participant views are summarized with codes in Table 2.

Table 2.

Relationships with people in manager/coach positions

Theme Codes

Having a good relationship
Not talking too much
Varies according to personality structure

Relationships with people in manager/coach  Failure to interfere with decisions

positions Fear of losing position
Poor communication
Being sidelined
Not respecting opinions

It was determined that the majority of the participants did not have good relationships with

people in the manager or coach position. Additionally, there were participants who had good

communication and did not have any problems with their managers/coaches. There were also

participants who had negative views but could not express them. Some excerpts from the views of the

participants on the subject are given below.

“When there is a problem in the team, if the problem includes me, my priority will be the
coach. Our relationship is good, and the coach tries to solve the problem. I can talk to the
coach because we usually have a cordial relationship. Of course, you can't always talk about
everything." P3

“We can't get together with the managers much often. We meet much more often at big
tournaments. Meetings are held in the technical committees of the national team. Our ideas

are taken seriously, as to when and how we will play the match. Collective consultations are
held.” P4

“It depends on the coach. We have two coaches. One of them always wants what s/he says to
happen. Even if it's wrong. The other is more open to our ideas. S/he doesn't get opinions, and
the program doesn't change even if we disagree.” P6

“The coach does not want to lose the athlete easily. ...but if there is an alternative, the coach
can bench the athlete easily. So, communication is definitely good if you are a good athlete.
Otherwise, there is zero communication.” P12

2. Attitude towards the actions of managers/coaches

The participants were asked, "What is your attitude when you consider the actions of the

managers/coaches right or wrong?” Participant views are summarized with codes in Table 3.

Table 3.

Attitude towards the actions of managers/coaches

Theme

Codes

Establishing communication
Attitude towards the actions of Not allowing interference in their affairs
managers/coaches Failure to object to managers

Inability to criticize
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The participants stated that they did not take an attitude when it was the right action. It was
determined that the vast majority of the participants did not interfere with the ill-advised actions of
their managers/coaches. Some excerpts from the ’'views of the participants on the reasons for this

situation are given below.

“You have no right to comment in training. The time is set, and everything is clear. As an
athlete, you cannot criticize even a little. If you become a very, very elite athlete, maybe when
you speak up, they say pack your suitcase and go.” P5

“We can talk very easily on mobile phones. We're talking about whatever needs to happen.
We talk about what needs to be done. I'm speaking more and more without breaking the
rules. When you defend the right of the athlete, when what you say is important, then it is not
a problem. When you go to the national team camp, when there are 5-6 people in the Turkish
championship, when there is an objection, it can end up in resignation. When you object to the
initiatives of the managers, you may be disqualified for the slightest incident.” P4

“We can always criticize, and we have to talk because when we get bad results, the coach is at
fault. We can express our problems one-on-one with the President of the Federation. They
consult us because they realize that if we want to succeed, they have to stay in touch with us.
We need to speak, even if it's wrong. When we criticize too much, we take an oppositional
position. This is why we are expressing it in the name of contributing without overdoing it.”
P13

3. Decision-making processes of managers/coaches

The participants were asked, “Does your manager/coach exchange ideas with you during the

decision-making process?” The views of the participants are summarized with codes in Table 4.

Table 4. Decision-making processes of managers/coaches

Theme Codes

Getting ideas
Displaying a dictator-like attitude
Decision-making processes of Athlete’s history with the decision-maker
managers/coaches Not being open to criticism
Making the final decision themselves

Attitude changes from person to person

It was determined that decision-makers mostly did not exchange ideas with the coach or

athlete they worked with. Some excerpts from the views of the participants are given below.

“There is a very dictatorial attitude. There were many times that we did not speak out because
of the decision taken by the upper management rather than the coach making the decision.”
P8

“It changes when making decisions. They consult us as coaches about the duration of the
camp and whether the location is suitable for the training content. When we express an
opinion on a subject that does not seem right to us, they call for another alternative; in short,
we cannot object. There was even a case of dismissal when someone objected.” P7

“They exchange ideas mostly with the captain. In fact, the player should also be talked to,
especially if they want to change their position. ...but in general, if the player is good, they
will talk to the player, other than that they don't care about the athlete's opinion. They set up
their own system and want the athlete to follow it. If there is an athlete who does not fit, they
will send him/her away, and they will not care about this situation at all.” P12
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“My coach asks the athlete when s/he gives a different role to the athlete if it is okay with
them or if they want it or not. S/he does not have absolute dictation. The coach was
comforting because s/he said that s/he is responsible for his/her system; success is ours, and
failure is his/hers” P9

“They would ask about our opinions about the decisions they had made. You can voice your
objections, but they still make the final decision themselves. In other words, there is a so-
called exchange of ideas.” P2

“The manager with a sports background gets our opinions on most critical issues but since
most of them do not come from sports, decisions that will cause conflict are taken in the style
of what they say is true because they are coaches. After a certain time, when you feel that you
are not understood, you have to keep silent.” P14

“Those who want to be distant, do not share much information, only have a say themselves
and are in the model of a feared trainer, generally do not take opinions when making
decisions. The best is their right because they are not open to criticism. This is why we're not
involved in making decisions." P1

4. Definition of a Good Manager/Coach

The participants were asked, “How should a good manager/coach be?” Table 5 summarizes

the opinions of the participants with codes.

Table 5. Definition of a good manager/coach
Theme Codes

Understanding

Authoritative
Definition of a good manager/coach Respected

Tough

Good at their job

The participants specified that a good manager/coach should be "understanding,
authoritative, respected, tough, and good at their job”. Some excerpts from the 'views of the

participants on the subject are given below.

“A good coach must first be understanding. They must understand the athlete's soul and train
them according to the situation. I can't be productive when I'm feeling bad. So, they have to
understand the athlete.” P11

“So far, I have always worked with authoritative coaches, so I think it is more efficient.
Otherwise, they [athletes] will not listen to the coach. Of course, this may vary according to
the branch, but in sports involving toughness, I think both the coach and the manager should
be authoritative.” P6

“How the management is perceived by the environment is important to me, because I think
being a respected person makes one respect their employees as well.” P4

“In my opinion, first of all, a person should be very good at what they do, you cannot be a
good coach or manager in an area where you are not good. What is good for us? In other
words, the sport we do, the branch must be good, especially if they have done this sport for a
while and have been professionally engaged, it will definitely benefit us no matter what
personality structure they have.” P1

5. Discussing work-related problems with the manager/coach

The participants were asked, “Can you comfortably talk to your manager/coach about

problems related to your job?” The views of the participants are summarized in Table 6.
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Table 6. Discussing work-related problems with the manager/coach
Theme Codes

. i . Continuing to have their own way
Discussing work-related problems with the Being able to speak if you have the power
manager/coach Not speaking due to the fear of dismissal

Talking comfortably

While some of the participants stated that they spoke up easily, others participants also
revealed cases such as continuing to have their own way, being able to speak when they had power,

and not speaking due to the fear of dismissal. Some quotes from the participants are given below.

“We talk to the managers about almost everything. Although they don't like the subject, they
seem to listen, but they continue to do it their own way. I had some clear criticisms on some
issues. If your relationships are bad, they are worried about breaking the ties with you. They
don't like your words. If they can't do it, I can get reactions like I talk too much or like I know
everything. When you are close to the Federation, everything you say can be done, but when
you criticize too much, distance is put in between. Them putting their foot down is too much.
They determine the number of athletes who will come to the camps. Conflicts arise over such
matters. Once accepted, you can be called up as a permanent coach.” P1

“If I am with a strong manager in the team or when I am close to someone with money, maybe
I can speak up and talk about something on my own. Even if I get a very harsh reaction, when
a strong manager is with me, I can act more comfortably, object, and express myself
comfortably. This is why I make an effort to be close to the manager, I keep good relationships
to not react when I talk to him/her. If a friend in the team is very close to the management, I
cannot risk fighting with him/her. Because I know that in such a situation, his/her side will be
taken.” P11

“Your position in the team does not matter, you can be an athlete or a coach. When you talk
too much, you are shown the door. ...but if you talk as an athlete or as a coach who leads the
team to championships, then things change. If the team needs you, then you can easily talk to
the coach. ...because it needs you. Since there are already a limited number of people in this
position, you cannot talk due to the fear of being dismissed or sent away.” P9

“Until now, I have always had managers who are respectful, know their job, and do not
interfere too much with the coach or the athlete. So, I could speak freely. ...but not everyone is
as lucky as me. I also want my athletes to communicate with me easily. They will be more
productive if they feel good.” P13

6. Issues that they have been silent about

The participants were asked, " Are there any situations where you remain silent about any
problem/issue in your environment? If so, what are these problems/issues? " The views of the

participants are summarized with codes in Table 7.

Table 7. Issues that they have been silent about
Theme Code

Being ignored
Issues that they have been silent about Lack of a stable position
Future anxiety

Avoiding unease
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The participants stated that they preferred not to talk about the problems in their environment
and remained silent. The main reason they remained silent was mainly the fear that it would harm

their job or the positions they held. Some excerpts from views of the participants are given below.

“When you object, when you speak up, you are not taken seriously, they do not care about
you. It's why you keep silent. If they don't like me, they don't take my student to the game.
This is why you have to remain silent. You will either oppose or submit. When you're close to
management, everything you say happens. Nobody can say anything about it, you can write
to every group. We want to be on the side of the current management because we sometimes
need their help.” P4

“There are times when the athletes do not speak out of fear, even when they cannot get their
money. There is a fear that if they talk, they might be kept out of the squad. For this reason, it
is our obligatory choice to not speak and remain silent.” P12

“We have to keep quiet because if we disagree, I may not be called for the camp. There is a
fear that I may be persecuted, and my rights may be usurped. There are times when I remain
silent because there might be problems in case I want to be a coach after my athlete years are
over.” P2

“In general, we prefer to remain silent and we have accepted this. When inappropriate, we say
that the management has seen it appropriate, and we keep silent. Power is important in
federations; you need to have solid positions. Places or people with a large number of
delegates can make a lot of noise. They can still make noise, even if it's a nuisance. We accept
the power of unity in the regions. I can say that they find that courage more comfortable in
themselves. We do not have such power, so we do not have a voice.” P7

“There have been many times when I was silent to avoid unease even though it was a
wrongdoing. In such cases, you either have to accept these privileged ones or if there are
athletes standing by you, you may have the right to object. No one can easily risk it when the
team is doing well. ...but when the team is doing badly, the complaints get louder. In this
situation, there are two important positions, not being too inaccessible and not allowing
anyone to open their mouth to talk about a problem, or being face to face with the athletes.
This time, they all talk about what they can.” P13

Discussion and Conclusion

This study was conducted to determine the power distance in sports organizations and its
reflections on organizational silence. Despite the recognition of the importance of the roles of cultural
values and managerial practices in promoting silence, few studies have been conducted on how
power distance influences different forms of silence, such as acquiescent, defensive, and prosocial
silence. In this context, it is thought that presenting a study on how power distance affects the forms
of silence will help those who are managers or coaches in sports organizations to understand the main
reasons for athletes to hide their concerns. It can be stated that it will help management to consider
more specific approaches on how to encourage athletes to share their concerns and how to reduce

silence to a lesser level.

Communication with people at a power distance is important. For this reason, it was first
asked how the relationships between people in sports organizations who had subordinate-superior
relationships with each other were. Although some participants stated that their relationships were

good, most stated that they had problems communicating with people in the position of manager or
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coach. Various results emerged, including not being able to interfere with the decisions of people in
the position of manager or coach, the fear of losing their position (exclusion from the team), and
having to comply with decisions. According to the information in the relevant literature, punishment
is perceived as one of the main antecedents of silence in relation to administrative practices (Milliken,
Morrison, and Hewlin, 2003). In particular, the hypothesis that power distance increases
organizational silence, which is the main focus of this study, is similar to the approaches adopted in
other studies (Aslan, 2022; Cicek and G0l Dede, 2020; Hsuing and Tsai, 2017; Korkmaz, 2018; Sari-
Aytekin et al., 2017; Yal¢insoy, 2017).

In this study, it was determined that the participants did not communicate with people in the
superior positions due to uneasiness. It was revealed that the participants who stated that their
communication was good were also those who coached at the national team level. Therefore, it can be
argued that the communication levels of individuals change according to their positions. Speaking up
is inconsistent with the cultural value of high power distance. Therefore, individuals in organizations
with high power distance cultures are less likely to express their opinions. Otherwise, this would be
understood as challenging the status of the manager (Porter et al., 1980). In previous studies, there are
several results that have supported the results of this study. There are studies that have demonstrated
that individuals show overt opposition behaviors when the perception of power distance is low in
organizations, but when it is high, they show covert opposition behaviors, which is a determinant of
organizational opposition (Goodboy, Chory, and Dunleavy, 2008; Kassing, 2000). If the power
distance is low, individuals can challenge the ill-advised attitudes of the people at the management
level, and if it is high, they are likely to show unconditional acceptance (Goodwin and Goodwin, 1999;
Lam and Xu, 2018). When the power distance is high, they look at the management with fear
(Newman and Nollen, 1996). Moreover, they cannot express their opinions openly as a result of not
being able to communicate well (Ghosh, 2011). It has been determined that power distance decreases
in organizations with high interpersonal communication levels (Erdogan et al., 2008), and low levels
of power distance reduces the concerns of humiliation when individuals express their opinions and
increases loudness in societies (Brockner et al., 2001; Edmondson, 2003). It is revealed that as power
distance increases, the likelihood of silence in the relevant group also increases (Saribay and Saribay,
2016; Seymen and Korkmaz, 2017), and as power distance decreases, expressing an opinion on the

performance of the management becomes more likely (Askun, Bakoglu and Berber, 2009).

Considering the reflections of power distance in the classroom environment, it is seen that a
teacher-oriented education model is essential in high power distance classrooms, and there is an
environment that is closed to criticism, while in cases of low power distance, the probability of
students making mistakes is considered more optimistic, the student can act independently, and their
motivation is higher (Yoo, 2014). Similarly, in the educational environment, there is a strong

relationship between the behaviors of school administrators and the preference of silence by teachers
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(Algarni, 2020). It has been determined that managers using coercive and legal power increase the
likelihood of organizational silence (Dviren and Okcu, 2020), using rewarding and legal power
enables individuals to exhibit more vocal behavior in the organization, and coercive power increases

the probability of organizational silence (Bongoz, 2020).

In the study, the participants were asked what their attitudes were when they considered the
actions of their managers/coaches right or wrong. The participants stated that if the actions were right
in their opinion, they did not give any reaction (e.g., appreciation or thanks, approval). When they
considered actions to be wrong, again, a large majority stated that they could not object or criticize the
manager or people in higher positions who did not allow them to interfere in their business. Similarly,
the result that teachers remain silent on the decisions of administrators and consent to power also

supported the result in this study (Yorulmaz, 2021; Yorulmaz, Colak, Altinkurt, and Yilmaz 2018).

The participants of this study were also asked questions about the decision-making process,
which is also an important indicator of power distance. Some of the participants stated that their
opinions were asked during the decision-making process. It was determined that if the decision-maker
had a sports background or when there were people who could not be taken out of the team, opinions
were asked, and attitudes were displayed according to the person (cronyism). Additionally, various
opinions emerged regarding managers/coaches such as them not being open to criticism, displaying a
dictatorial attitude, and making the final decision by themselves. In a similar study, Ugar (2016) stated
that individuals who rise in position feel stronger and speak up more. Knowing power distance as the
degree of acceptance of the class order and the unequal distribution of power within the group to
which the individual belongs shows that the results of this study were in line with the literature
(Hofstede, 2001; Ng, Koh, Ang, Kennedy and Chan, 2011). Individuals who consent to power display
meeker or more submissive behaviors rather than voicing their criticism (Truong, Hallinger and

Sanga, 2017; Wang and Guan, 2018).

In this study, when the participants were asked whether they could talk to their
managers/coaches about problems related to their jobs, some of the participants said they usually did
not speak up because they could not change the views of the other person if they spoke up. From this
point of view, it can be expected that the high level of power distance and the lack of hope that the
athletes would change anything or that their opinions would be taken into account in some cases
could lead to acquiescent silence (Knoll and Van Dick, 2013; Kulualp and Cakmak, 2016). Among
studies examining similar relationships, there are those supporting the findings of this study (Rhee,
Dedahanow, and Lee, 2014). Here, it may be stated that the person in the superior position has a
policy of intimidation against the lower position. Some participants stated that if they were strong,
they could talk if they could get support from the management, while others stated that they did not

speak up out of the fear of being kicked out of the team. At the same time, when asked about the
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reasons for their silence, the participants responded that they were not cared about, they did not have
a stable position, they had anxiety about the future, and they remained silent to avoid trouble.
Accordingly, power is used in a very uncontrolled way in the superior-subordinate relationship. From
this point of view, we came to the conclusion that the participants of this study had an attitude of
consent to power. Considering this attitude, based on the answers of the athletes, they did not voice
their suggestions, and they exhibited a defensive silence attitude due to the fear of confronting
situations such as being excluded from the squad and not being invited to the camp, and with the
instinct of self-preservation. While the effect of fear may be substantial, especially on the formation of
defensive behaviors, thinking about possible punishment creates a perception of threat and results in
defensive silence (Argyris, 1990; Cetin and Cakmakgi, 2012; Lam and Xu, 2019; Van Dyne, Ang and
Botero, 2003;). Some studies have revealed no significant relationship showing that consenting to
power increases defensive silence (Acaray and Sevik, 2016; Rhee, Dedahanow, and Lee, 2014; Saribay
and Kayali, 2016), and while political behavior has an effect on silence, power distance does not

predict silence (Karabey and Aliogullari, 2020).

As another result of this study, it was seen that there was no difference in power distance
perceptions between the male and female athletes. Along with studies with similar results (Ates, 2019;
Ersoy, 2019; Can, Kaptanoglu, and Halo, 2018; Ziblim, 2020), there are also those in which men
perceived higher levels of power distance (Giil, 2019; Karagelebi, 2016; Ulus, 2018). Another result of
this study was that the silence levels of the male and female athletes were similar. Some studies in the

relevant literature also supported this result (Dal, 2017; Demir and Cémert, 2018; Onder, 2017;).

Considering the results of this study in general, it is seen that there is a high level of power
distance in individual and team sports. It was determined that power distance is used in sports
organizations regardless of the branch of sports, which division individuals are in, gender differences,
or being amateur or professional. Furthermore, it was also among the results that power distance
caused organizational silence among the participants. Moreover, it was concluded that power distance

increases defensive and acquiescent silence among different forms of organizational silence.

In this study, interviews were conducted with athletes and coaches on the amateur,
professional, and national team levels. Considering the results of these interviews, it should be noted
that there were some limitations in our study. Based on these limitations and the results in general,
various recommendations can be made. Since there are many different sports branches, it can be
argued that the concept of power distance or organizational silence should be studied in sports
branches where academic studies are not performed frequently, as well as those in the sample of this
study. In addition to this situation, a contribution can be made to the field by investigating why
managers or coaches who believe in a high level of power distance have such a belief. Moreover, a

better leadership-managerial practice can be suggested by investigating the sports branches with
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lower levels of power distance, identifying the problems brought about by low levels of power
distance, or by making comparisons to sports branches with high levels of perceived power distance,
revealing applicable advantages and disadvantages. In the future, studies can be conducted on how
organizational silence affects the performance of athletes. Based on the data of this study, it is thought
that the concepts of power distance or organizational silence should not just be evaluated
academically, but awareness of these concepts should be raise in people who are on the management
level of clubs in the field. Based on this objective, athletes should be provided with opportunities to
communicate more with their managers on the superior levels to increase their voice in their
organization. It can be stated that a more encouraging climate should be created to increase the
psychological safety environment in which the athlete will not be harmed when they speak their
opinions and change negative thought patterns suggesting that the athletes should remain passive

rather than effective in solving a problem.
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