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Social Network and Organizational Power Distance:
A Mixed Method Research on Academic Staff

Sosyal Aglar ve Orgutsel Giic Mesafesi: Ogretim Elemanlari Uzerine
Bir Karma Yontem Arastirmasi

Yasemin YESILBAS OZENC, Bertan AKYOL

ABSTRACT

In the study, which was carried out to compare the perception of organizational power distance of the academic staff working at the
university with the social networks they established with their colleagues at the university, the quantitative and qualitative data collection
and analysis processes were carried out simultaneously using the Convergent Parallel Design, one of the mixed methods research designs,
and the results of the data analysis were integrated. This research compares the organizational power distance perceptions of the faculty
members working at A University, a public university in Turkey, with the social networks they have established with their colleagues at
the university. In the quantitative dimension of the research carried out with the mixed method, the research population consists of 1848
academic staff working at A University, one of the public universities in Turkey, in the 2020-2021 academic year. The research sample
consists of 319 academic staff. 385 academic staff from 30 academic units, 14 faculties, and 16 colleges/vocational schools, were included
in the research. In the qualitative dimension of the research, 27 of 34 academic staff working in the C Department of the B Faculty of the
A University were included in the study group. Convergent Parallel Design was used in the research; within this context, the quantitative
and qualitative data collection and analysis processes were carried out simultaneously and the data analysis results were integrated. The
quantitative data were analyzed with the SPSS 21 program, the participants’ views on organizational power distance were analyzed with
the MAXQDA 2022 program, and social network analysis data were analyzed with the UCINET 6.0 program. According to the research
findings’ conclusion, the academic staff’s general social network tendencies in the quantitative dimension were high, and the participants
had the highest perception of “liking to connect.” It was determined that the academic staff’s general organizational power distance
perceptions were at a moderate level, and the participants had the highest perception of “acquiescence of power.” Another conclusion was
that the social network tendencies of academic staft did not differ according to the academic title variable. However, the organizational
power distance differed significantly in favor of research assistants. It was revealed that there was no statistically significant relationship
between the general social network tendencies of the academic staff and their perception of organizational power distance. In the qualitative
dimension of the study, it was observed that the participants expressed their opinions on organizational power distance mostly in terms
of accepting power and least in terms of consenting to power. Social network analysis revealed that the professional network had a denser
structure than the friendship network, but the friendship network had more structured and stronger ties. In social networks, professors
and research assistants were found to be at the center of the network. The study observed that the results of quantitative and qualitative
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data analysis confirmed each other at many points. This study is expected to contribute to the literature, policymakers in higher education
management, university senior management, academics, and researchers.

Keywords: Higher education management, Organizational power distance, Social network tendency, Academic staff, Mixed method
research
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Universitede gorev yapan 6gretim elemanlarinin drgiitsel giic mesafesi algisi ile iiniversitedeki ¢alisma arkadaslariyla kurduklari sosyal
aglari kargilagtirmak amaciyla gerceklestirilen ¢alismada, karma yontem arastirma desenlerinden Yakinsak Paralel Desen kullanilarak nicel
ve nitel veri toplama ve analiz stire¢leri es zamanl olarak yiiritilmiis ve veri analizi sonuglar1 biitiinlestirilmistir. Bu aragtirma, Tiirkiye’de bir
devlet iiniversitesi olan A Universitesinde gérev yapan dgretim iiyelerinin drgiitsel giic mesafesi algilari ile iiniversitedeki meslektaslariyla
kurduklar1 sosyal aglar1 kargilagtirmaktadir. Karma yontemle gergeklestirilen aragtirmanin nicel boyutunda, aragtirma evrenini 2020-2021
akademik yilinda Tiirkiye'deki devlet iiniversitelerinden biri olan A Universitesi'nde gérev yapan 1848 akademik personel olusturmaktadir.
Aragtirma Orneklemi ise 319 akademik personelden olugmaktadir. Aragtirmaya 30 akademik birim, 14 fakiilte ve 16 yiiksekokul/
meslek yiiksekokulundan 385 akademik personel dhil edilmistir. Arastirmanin nitel boyutunda ise A Universitesinin B Fakiiltesinin C
Bolumiinde gorev yapan 34 akademik personelden 27’si calisma grubuna déhil edilmistir. Aragtirmada Yakinsak Paralel Desen kullanilmus;
bu kapsamda nicel ve nitel veri toplama ve analiz siiregleri es zamanl olarak yiiriitiilmiis ve veri analiz sonuglar butiinlestirilmistir. Nicel
veriler SPSS 21 programu ile, katiimcilarin 6rgiitsel giic mesafesine iligkin goriisleri MAXQDA 2022 programu ile, sosyal ag analizi verileri
ise UCINET 6.0 programu ile analiz edilmistir. Aragtirma bulgularina gore, akademik personelin nicel boyutta genel sosyal ag egilimlerinin
yiiksek oldugu ve katihmcilarin en yiiksek “baglant: kurma istegi” algisina sahip olduklar1 sonucuna ulagilmistir. Akademik personelin genel
orgiitsel giic mesafesi algilarinin orta diizeyde oldugu ve katilmcilarin en yiiksek “giice raz1 olma” algisina sahip olduklari tespit edilmistir.
Bir diger sonug ise akademik personelin sosyal ag egilimlerinin akademik unvan degiskenine gore farkhlasmadigidir. Ancak 6rgiitsel giig
mesafesi aragtirma gorevlileri lehine anlamh bir sekilde farklilagmigtir. Akademik personelin genel sosyal ag egilimleri ile orgtitsel giig
mesafesi algilar1 arasinda istatistiksel olarak anlamli bir iliski olmadig1 ortaya ¢ikmustir. Calismanin nitel boyutunda ise katihmeilarin
orgiitsel giic mesafesine iliskin goriislerini en ¢ok giicti kabullenme, en az ise giice riza gosterme yoniinde ifade ettikleri goralmistiir.
Sosyal ag analizi, profesyonel agin arkadashk agindan daha yogun bir yapiya sahip oldugunu, ancak arkadaglik aginin daha yapilandirilmig
ve daha giiglii baglara sahip oldugunu ortaya koymustur. Sosyal aglarda profesérlerin ve aragtirma gorevlilerinin agin merkezinde yer aldig:
tespit edilmistir. Calismada nicel ve nitel veri analizi sonuglarinin bir¢ok noktada birbirini dogruladig gézlemlenmistir. Bu ¢alismanin
literatiire, yiiksekogretim yonetimindeki politika yapicilara, tiniversite iist yonetimine, akademisyenlere ve aragtirmacilara katki saglamasi
beklenmektedir.

Anahtar Sézciikler: Yitksekogretim yonetimi, Orgiitsel giic mesafesi, Sosyal ag egilimi, Ogretim elemanlar, Karma ydntem arastirmast

INTRODUCTION tance is the degree of acceptance by organizational members
of inequalities in the distribution of power obtained through
status, financial resources, or prestige (Hofstede, 1980; Hofst-
ede, Hofstede & Minkov, 2005: 60; Hon, 2002; Wu, 2006). In
other words, power distance refers to the level of adoption of
power inequalities in the organization by individuals and so-
ciety (Dogan, 2012). Hofstede (2003) divided power distance
into high and low levels and stated that at high power distance,
employees accept their managers’ right to give orders and
impose sanctions (Hon, 2002) and submit to inequality and
authority against power inequalities (Farh, Hackett & Liang,
2007). Organizations with low power distance have a more
democratic structure as the social distance between managers
and employees is low (Tu & Lu, 2016). Therefore, organizations
should have low power distance in terms of organizational ef-
fectiveness. Power distance in organizations, which impacts
managerial processes and interpersonal relations, affects the
organizational structure and individuals (Hofstede, 2003). Ac-
cording to research, Turkey is one of the countries with high

People communicate with the people around them through-
out their lives and maintain their relationships through the
emotional and social ties they establish with them. Social net-
work refers to the clusters of relationships that emerge due to
the ties that individuals establish with the people around them
in their social relationships (Christakis & Fowler, 2012; Marin
& Wellman, 2011; Marshall, 1999). Through social networks,
information and resources flow between actors in a group, and
individuals gain various benefits through the connections they
establish with each other (Daly, 2012). Social network analysis
is a research approach in which the ties between actors in a
group are examined, and the behaviors of individuals are eval-
uated as a whole within the system of networks (De Nooy, Mr-
var & Batagelj, 2005; Tichy, Tushman & Fombrun, 1979). Unlike
traditional approaches, the social network approach examines
the interactions and relationships between actors in a network
(Scott, 2000) and addresses the structure and causes of these

relationships (Freeman, 2004: 5; Wasserman & Faust, 1994).

Power distance, one of the dimensions of culture, is related
to the centralization of authority (Hofstede, 2001). Power dis-
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power distance (Hofstede Insight, 2021). When power distance
in higher education institutions is considered, it is thought that
power distance is also effective in higher education administra-
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tion, considering that culture in universities has many effects
on the institution from curriculum to administrative manage-
ment (Masland, 1985).

The problem statement of this research, which aims to deter-
mine the organizational power distance perceptions and social
network tendencies of academic staff working at the universi-
ty, is as follows: “What is the role of academic staff’s percep-
tions of organizational power distance on the social networks
they establish with their colleagues at the university?” In this
context, the sub-problems of the research were determined as
follows:

1. At what level are the perceptions of academic staff on so-
cial network tendency and organizational power distance?

2. What is the level of academic staff’s perceptions of social
network tendencies and organizational power distance ac-
cording to the academic title variable?

3. Do academic staff’s perceptions of organizational power
distance affect their social networks?

4. How are the social networks of the academic staff in their
departments?

5. What are the academic staff’s views on the organizational
power distance at the university?

6. To what extent do academic staff’s views on their social
networks and organizational power distance confirm their
social network tendencies and perceptions of power dis-
tance?

METHOD

In the study, the mixed method Convergent Parallel Design
was preferred to determine the social networks of the lec-
turers working at the university with their colleagues and to
reveal their perceptions of organizational power distance. In
this design, the researcher collects quantitative and qualitative
data simultaneously, analyzes the data separately, compares
the findings to determine whether the findings confirm each
other (Creswell, 2017b: 219), synthesizes and integrates the
results of quantitative and qualitative data analysis in a com-
plementary manner (Creswell & Plano Clark, 2015: 84). In this
context, it is thought that this design is effective in addressing
the whole university (academic staff working at University A),
then analyzing a small group (academic staff working in De-
partment C of the university), explaining the data by compar-
ing them with each other and synthesizing the results with a
holistic approach. In the quantitative dimension of the study,
the relational survey model was preferred and aimed to deter-
mine the relationships between two or more variables through
this model. In the qualitative dimension of the research, phe-
nomenology design was preferred in determining the views of
academic staff on organizational power distance, and the social
network approach was preferred in explaining their social net-
works.

Participants

In the quantitative dimension of the mixed-method research,
the research population consists of 1848 academic staff work-

ing at University A, one of the state universities in Turkey, in the
2020-2021 academic year, and the study group consists of 319
academic staff determined by proportional stratified and sim-
ple random sampling method according to the academic title.
The study included 385 academic staff from 30 academic units,
14 faculties, and 16 colleges/vocational schools. In social net-
work research, when it is not possible to reach all actors in the
network, the network can be represented to a large extent by
reaching at least 80% of the actors in the network (Moolenar,
2012). In the study, 80% of the 34 academic staff working in the
C Department of the university were included in the research
by snowball sampling method, and 27 academic staff were in-
cluded in the study group.

Data Collection Process

In the quantitative dimension of the study, the “Social Network
Tendencies Scale” developed by Cohen, Klein, Daly, and Fin-
nigan (2011) and adapted into Turkish by Er (2017) was used to
collect quantitative data on social network tendencies. In the
study, the “Organizational Power Distance Scale” developed
by Yorulmaz, Colak, Altinkurt, and Yilmaz (2018) was preferred
to measure organizational power distance. In the qualitative
dimension of the study, the “Organizational Power Distance In-
terview Form” and “Social Network Analysis Interview Form”
developed by the researcher were used.

Data Analysis

The quantitative data were analyzed with SPSS 21 and AMOS
programs. In the study, the relationship between (1) general
social network tendency and general organizational power
distance perception, (2) social network tendency and gener-
al organizational power distance perception according to ac-
ademic title variable, (3) social network tendency and organi-
zational power distance perception of the participants were
determined through statistical analyses. The evaluation ranges
of the scales are 1.00 - 1.79 very low; 1.80 - 2.59 low; 2.60 -
3.39 medium; 3.40 - 4.19 high and 4.20 - 5.00 very high. In
qualitative data analysis, participants’ views on organizational
power distance were analyzed with MAXQDA 2022, and social
network analysis data were analyzed with the UCINET 6.0 pro-
gram.

Validity, Reliability, and Ethics

Within the scope of validity and reliability studies in the quan-
titative dimension of the study, Confirmatory Factor Analysis
(CFA) and reliability analysis were conducted for the Organi-
zational Power Distance Scale and Social Network Tendency
Scale. Both scales were found to have “acceptable fit” and
“good fit” values. Cronbach alpha values of the scales were
calculated as .81 for Social Network Tendency and .88 for Orga-
nizational Power Distance. Before the analysis, univariate and
multivariate normality tests were performed with the SPSS 21
program, and normal distribution was ensured. In the qualita-
tive dimension of the study, the data obtained were analyzed
and compared independently by both the researcher and the
field expert at separate times to ensure credibility. After the in-
terviews, feedback on the interviews was obtained from three
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participants and expert opinions were obtained from three
field experts. In the research, rich and intensive definitions
and purposeful sample selection were made. The results of the
data analysis were supported by direct quotations from the
participants’ views. Finally, official permissions were obtained
before the research and the research was conducted with ethi-
cal principles by giving importance to the confidentiality of the
participants’ identity information.

Findings

In this section of the study, quantitative analysis findings, qual-
itative data analysis findings, and mixed method findings are
explained, respectively.

Findings on Quantitative Dimension

In the quantitative part of the study, firstly, the mean scores of
the participants’ social network tendency and organizational
power distance, then the results of the analysis including the
participants’ social network tendency and organizational pow-
er distance perception according to the academic title variable,
and finally the correlation test results addressing the relation-
ship between the participant’s social network tendency and
organizational power distance perception were included.

Findings on Academic Staff’s Perception of Social Network
Tendency and Organizational Power Distance

The findings regarding academic staff’s social network tenden-
cy and organizational power distance perception are as follows
(Table 1).

Table 1: Descriptive Statistics Regarding Academic Staff’s Perception of Social Network Tendency and Organizational Power Distance

—mn-_n

Liking to connect

Social Network Tendency . > .
Assessing relationships

Acquiescence of Power
Acceptance of Power

Organizational Power
8 Instrumental Use of Power

Distance o
Justification of Power

Belief in having the right relationships

General social networking tendency

The general perception of power distance

4.23
377 4.06 .59 2
3.62 .63 3
3.97 44
3.02 75 1
2.84 .65 2
372 2.42 .79 3
1.88 .57 4
2.65 .55

Table 2: Analysis of Social Networking Tendency Levels of Academic Staff According to Academic Title Variable

mnnmm-n

a. Professor
b. Associate professor
c. Assistant professor
d. Lecturer

Assessing relationships

e. Research assistant
a. Professor

b. Associate professor

c. Assistant professor
d. Lecturer

Liking to connect

e. Research assistant
a. Professor

b. Associate professor

c. Assistant professor
d. Lecturer

Belief in having the right
relationships

e. Research assistant
a. Professor

b. Associate professor

c. Assistant professor
d. Lecturer

General social
networking tendency

e. Research assistant
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3.57

42 3.49 .61

73 3.68 .70 72 .58
111 3.61 .63

101 3.65 .57

45 4.23 A1

42 4.15 42

73 4.26 .46 A8 .75
111 4.21 44

101 4.24 .48

45 4.10 .61 4 367

42 4.00 .62

73 4.01 .61 .52 72
111 4.05 .54
101 4.12 .61

45 3.97 .46

42 3.88 .45

73 3.98 46 .62 .65
111 3.96 43
101 4.00 43
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Based on the table, it is concluded that the academic staff’s
general social network tendency level is high (X=3.97). Consid-
ering the mean scores obtained from the dimensions of the
scale, it is seen that the academic staff have the highest per-
ception of liking to connect (X=4.23), then belief in having the
right relationship (X=4.06) and finally assessing relationships
(3.62). In addition, it was concluded that the academic staff’s
general organizational power distance perception level was
moderate (X=2.65). According to the mean scores obtained
from the dimensions of the scale, it is seen that academic staff
have the perception of acquiescence of power (X=3.02) at the
highest level, followed by acceptance of power (X=2.84), in-
strumental use of power (X=2.42) and justification of power at
the lowest level.

Investigation of Social Network Tendency and Organizational
Power Distance Perception Levels of Academic Staff
According to Academic Title Variable

The analysis results of social network tendencies and organiza-
tional power distance perceptions of academic staff according
to the theoretical title variable are below (Table 2).

As seen in the table, according to the academic title variable,
the social network tendencies of the academic staff do not
show a statistically significant difference in the dimensions of
assessing relationships [F(4-367) =.72; p>.05]; liking to connect
[F(4-367) = .48; p>.05]; belief in having the right relationships
[F(4-367) = .52; p>.05] and general social network tendency
[F(4-367) = .62; p>.05]. Table 3 analyses the academic staff’s
perceptions of organizational power distance according to the
academic title variable.

The table shows a statistically significant difference between
the perception of organizational power distance of the aca-
demic staff according to the academic title variable. According
to the academic title variable, academic staff’s perception of
organizational power distance, acceptance of power [F(4-367)
=2.93; p<. 05]; instrumental use of power [F(4-367) =9. 17; p<.
05]; justification of power [F(4-367) = 2.17; p<.05]; acceptance
of power [F(4-367) = 5.47; p<.05] and general power distance
perception [F(4-367) = 7.62; p<.05]. In the analysis, Scheffe
and LSD multiple comparison tests were used to determine
between which groups there was a significant difference. In

Table 3: Investigation of Academic Staff’s Organizational Power Distance Perception Levels According to Academic Title Variable

Academic Title X Sl.gmﬁcant
Difference

a. Professor 45 2.64 .67
b. Associate professor 42 2.74 74
Acceptance of power c. Assistant professor 73 2.75 .58 2.93 | .02* a Z g e_ €
d. Lecturer 111 2.92 .66
e. Research assistant 101 2.96 .60
a. Professor 45 2.20 .65
b. Associate professor 42 2.18 73
Instrumental use of power c. Assistant professor 73 2.27 72 9.17 | .00* | e>a,b,c,d
d. Lecturer 111 2.35 .82
e. Research assistant 101 2.80 .76
a. Professor 45 1.71 42
b. Associate professor 42 1.92 .62
Justification of power c. Assistant professor 73 1.76 .53 4,367 | 2.17 | .03* izg’ z
d. Lecturer 111 | 1.94 | .66 '
e. Research assistant 101 1.96 48
a. Professor 45 2.84 .80
b. Associate professor 42 2.83 .69
Acquiescence of power c. Assistant professor 73 2.82 77 5.47 | .00* e>a, b, c
d. Lecturer 111 3.09 .76
e. Research assistant 101 3.25 .66
a. Professor 45 2.45 .53
) b. Associate professor 42 2.50 .53
The gengral perception of c. Assistant professor 73 2.50 .51 7.62 | .00* e>a,b,c
power distance
d. Lecturer 111 2.68 .57
e. Research assistant 101 2.86 .50
* p<.05 level of significance.
269

Cilt/Volume 14, Sayi/Number 2, Agustos/August 2024; Sayfa/Pages 265-281



Journal of Higher Education and Science/Yiiksekégretim ve Bilim Dergisi

the general perception of power distance, it is seen that the
mean power distance scores of research assistants are higher
than those of professors, associate professors, and assistant
professors. In the calculation of the effect size, Green and Sal-
kind (2005: 157) state that the value of 0.01 in the eta square
is interpreted as a small effect size, 0.06 as a medium effect
size, and 0.14 as a large effect size, and in the study, the effect
size of the general power distance (n2 = 0.08) shows that this
difference is at a medium level.

Findings on the Relationship between Social Network
Tendency and Organizational Power Distance of Lecturers

The results of the correlation analyses regarding the social net-
work tendencies and organizational power distance of lectur-
ers are given below (Table 4).

As seen in the table, there is no statistically significant rela-
tionship between the general social network tendencies of the
academic staff and their perception of organizational power
distance (p=0.93, p>.05). Based of dimensions, it is seen that
the perception of assessing relationships among the social
network tendencies of the academic staff have a low level and
positively significant relationship with the perception of ac-
ceptance of power (r=.13; p<.05). It is seen that the academ-
ic staff’s perception of liking to connect have a low level and
positively significant relationship with the perception of accep-
tance of power (r=.17; p<.01). It is seen that academic staff’s
perception of belief in having the right relationships have a low
level and positively significant relationship with the perception
of acceptance of power (r=.18; p<.01) and a low level and pos-
itively significant relationship with the perception of instumen-
tal use of power (r=.13; p<.05). It is concluded that there is
a low level and positively significant relationship between the
general social network tendencies of the academic staff and
the perception of acceptance of power (r= .20; p<.01), and a
low level and positively significant relationship with the per-
ception of instrumental use of power (r=.11; p<.05).

Findings on Qualitative Dimension

In the qualitative part of the study, content analysis was con-
ducted based on the participants’ views on organizational pow-
er distance, and social network analysis was conducted to de-
termine the professional relationships and friendship networks
among the participants. The results of the content analysis on
organizational power distance are as follows.

Content Analysis Results Regarding Organizational Power
Distance

As a result of qualitative data analysis, based on codes and
categories, four themes were reached similar to the Organi-
zational Power Distance Scale developed by Yorulmaz, Colak,
Altinkurt, and Yilmaz (2018). These are; acceptance of power,
instrumental use of power, justification of power, and acquies-
cence of power. Within the scope of the research, it was first
aimed to determine the participants’ views on the managers’
privileges. Participants’ views on the theme of Accepting Pow-
er are presented in Table 5.

In the study, most participants stated that it is normal for uni-
versity administrators to have certain privileges to facilitate
their administrative work. However, these privileges should
be audited within the transparency and accountability frame-
work. Participants who stated that administrators should not
have privileges stated that administrators should not be giv-
en financial privileges, should not have the privilege of sitting
in the protocol at organized events, and should not be given
privileges in scientific publications. The opinion of a participant
who stated that university administrators should have various
privileges is as follows:

“If the manager has a vision, if he carries out the actions he
needs to do step by step, if they are privileges that will make
his life easier to help him see them quickly, | can accept it. How-
ever, if he only benefits from his managerial position and uses
it for his interests, | do not think he has the right to have these
privileges.” (Participant 2)

Table 4: Analysis Results on the Relationship between Social Networking Tendencies and Organizational Power Distance Levels of Academic

Staff

|| ASSE_ UK BEL_| GSOC_| _ACP_| NS | JUST | _ACQ_| GPOW |

ASSE 1
LIK 402** 1
BEL 402** 496%* 1
GSOC .796** .754** .809** 1
ACP .128* 167** 175%* .197%*
INS .088 .025 .130* .109*
JUST .010 .013 -.041 -.009
ACQ -.021 -.049 -.018 -.035
GPOW .070 .050 .095 .093

1
.528** 1
435%* .298** 1
484** .515%* .369%** 1
.809** .803%* .567** .823%* 1

Note : The names of the scale dimensions are abbreviated in the table. In this context, abbreviated as ASSE: Assessing relationships, LIK: Liking to connect,
BEL: Belief in having the right relationships, GSOC: General social network tendency, ACP: Acceptance of power, INS: Instrumental use of power, JUST:

Justification of power, ACQ: Acquiescence of power, GPOW: General perception of power distance.
Note ,: The p-value is significant at the .05* level and the .01** level.
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Table 5: Acceptance of Power

Theme 1. Acceptance of Power
Subcategory -

Should not have privileges

. There should be no financial privilege 8
Lack of privileges o o
Should not have the privilege of sitting in protocol 5
Privileges of . S N
There should be no privilege in scientific publication 1
the manager
Must have limited privileges 17

Restricted privilege

Must have the privilege to sit in protocol

It is usual for the manager to have some privileges due to his/her position. 3

f: frequency.

Table 6: Instrumental Use of Power

Theme 2. Instrumental Use of Power
Category Subcategory -

Positive impact of close relations with the manager

Solution of problems with the manager

Advantage of people with high titles 3

Intermediaries being effective during communication 4

Conflict with the manager

The number of participants who stated that administrators
should not have privileges is close to that of participants with
positive views on privileges. Some participants stated that priv-
ileges distanced managers and employees from each other and
caused inequalities at the university. The views of some partici-
pants on this issue are as follows:

“..The administrator at the university is an academic like me.
Therefore, it bothers me that he/she has various privileges dif-
ferent from me.” (Participant 1)

“Administrators at the university are given office vehicles. | am
against them using their office vehicles even within the univer-
sity campus. Managers should only use this vehicle if there is
an official justification because they are paid for doing this job.
They cannot use the opportunities given to them by the state
for their purposes” (Participant 24)

“Why should an administrator at a university have a financial

privilege? He/she already gets that salary because of his po-

sition as a rector. He/she does not need any other privilege.

There is no need for that kind of privilege in a scientific institu-
on. “(Participant 21)

In the study, the participants stated that university administra-
tors should be appointed according to merit and that the em-
ployees will accept the power of the administrators appointed
on merit. The second theme, Instrumental Use of Power, is re-
lated to the employees’ thinking that they can easily carry out
their jobs by being close to their superiors and acting when
necessary. Employees who use power instrumentally believe
they will gain an interest when they are close to their manag-
ers (Yorulmaz et al., 2018). Almost all participants stated that
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close relations with the manager effectively solved the prob-
lems. If positive relations were developed with the manager (in
friendship or a relationship of interest), these problems could
be solved as soon as possible. The findings on the instrumental
use of power are as follows (Table 6).

The opinions of some participants who think that close rela-
tions with administrators are positively effective in solving the
problems experienced are as follows:

“Even in micro-scale managerial positions, the closeness with
the manager makes your job easier and solves your problem.
I could easily handle my work if | had close relations with the
manager.” (Participant 6)

“It is like this in all institutions in our country. Not only in aca-
demic institutions. If your communication and relations with
managers are good, you are more likely to solve your problems.
It is like this in 3rd world countries.” (Participant 13)

Within th