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Degerli Okuyucular;

Dergimizin 6. Cildinin 3. Sayisi ile karsinizdayiz. Bu sayida ¢alisma iligkileri ve orgiitsel davranis
disiplinlerden ii¢ adet makaleye yer veriyoruz. Bu saymnin ilk makalesinde OZKAN ve YESILBAS ORHAN, sosyal
diyalog kavramini ele almiglardir. Sosyal diyalog kavraminin Avrupa Birligi ve Tiirkiye’de gelisim siirecini
tarihsel bir agidan ele alan yazarlar, sosyal diyalog mekanizmalarinin etkin kullanimin bir gostergesi olarak
sendikalasma oranlarini belirlemislerdir. Avrupa Birligi ve Tiirkiye’de sendikalasma oranlari lizerinden sosyal
diyalogun etkinligini inceleyen yazarlar, hem Avrupa Birligi'nde hem de Tiirkiye’de sendikal hareketin
etkinliginin azaldifini tespit etmislerdir. OZKAN ve YESILBAS ORHAN'in calismasi, sosyal diyalogu
sendikalasma oranlar1 lizerinden ele almalar1 ve hem Avrupa Birliginde hem de Tirkiye’de sendikalasma

oranlarinin genel bir diistis egiliminde oldugunu gostermeleri yoniiyle degerli bir katki sunmaktadir.

EFE ve arkadaslarn1 “POZITIF PSIKOLOJiK SERMAYE, ALGILANAN ORGUTSEL DESTEK VE CALISAN
PERFORMANSI ILISKISINDE ARACI ETKIYE SAHIP MIDIR?” baslikli calismalarinda, hizmet sektérii calisanlarinin
algiladiklar1 orgiitsel destegin orgiitsel inovasyona etkisini ve bu iliskide ¢alisanlarin pozitif psikolojik
sermayelerinin araci roliinii incelemislerdir. Bulgularda; ¢alisanlarin algiladiklar1 orgiitsel destegin orgiitsel
inovasyonu pozitif yonde etkiledigi ve bu iliskide pozitif psikolojik sermayenin araci rolii oynadig1 tespit
edilmistir. Yazarlarin, pozitif psikolojik sermayenin aracilik roliinii saptamalari, 6rgiitsel davranis yazinina

degerli bir katki olarak degerlendirilebilir.

Dergimizin bu sayisinin son makalesinde ise Avustralya, Tiirkiye ve Ukranya'dan yazarlarin katkida
bulundugu uluslararasi nitelikte bir ¢alismaya yer veriyoruz. Bu ¢alismada Mc LOUGHLIN ve arkadaslari,
orgiitlerde giiven konusunu kiiltiirleraras1 bir perspektiften ele almislardir. Karakter algilarinin, ¢alisanlarin
yonetime duyulan giivenin 6énemli bir dnciilii oldugu fikrini gelistiren ¢alisma, giiven arastirmalarina yeni bir yol

olusturmaktadir.

Yeni sayilarda goriismek dilegiyle
Prof. Dr. Recai COSKUN

Editor
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AB ve TURKIYE'DE SOSYAL DiYALOGUN GELiSiMi UZERINE BiR DEGERLENDIRME

Elifnaz OZKAN
Doktora (")grencisi, Sakarya Universitesi, Sosyal Bilimler Enstitiisti, elifnazozkann @gmail.com
Merve YESILBAS ORHAN

Yiksek Lisans Ogrencisi, Sakarya Universitesi, Sosyal Bilimler Enstitiisii, merveyesilbas@hotmail.com

0z

Sosyal Diyalog, kavram olarak ¢ok genis bir yapiya sahip olmakla birlikte icinde bir ulusun
tarihinden, sosyo-ekonomik kosullarindan ya da belirli bir déneminin siyasal durumundan izler tasiyabilir.
Bu bakimdan Sosyal Diyalog kavrami icin uluslararast alanda pek ¢ok farkli agiklama yapilmaktadir. Sosyal

diyalog anlayisinin milletler agisindan degisiklik gostermesi, bu kavramin her lilke ya da toplulukta farkl
seviyede gelismesine neden olmustur.

Yapilan bu calismada AB ile Tiirkiye'de sosyal diyalog kavraminin tarihsel stireg icerisinde gelisimine
yer verilmis ve sosyal diyaloga bakis acilar1 degerlendirilmistir. Bu degerlendirme ile AB ve Tiirkiye'de sosyal
diyalog gelisim siireglerinin karsilastirilmast amaglanmistir. Sosyal diyalog mekanizmalarinin etkin
kullaniminin sendikalasma oranlarint olumlu yénde etkileyecegi diistintilmektedir. Bu nedenle AB ile
Tiirkiye'deki sendikalasma oranlari incelenmistir. Elde edilen verilerle AB ile Tiirkiye'deki sosyal diyalog
stirecinin karsilastirmasi yapilmis ve kavram lizerinden teorik bir degerlendirme sunulmustur. Arastirma
sonucunda, AB ve Tiirkiye'de sendikal hareket etkinliginin azaldigi gériilmiistiir.

Anahtar Kelimeler: Sosyal Diyalog, Sendikalar, AB’de Sosyal Diyalog, Tiirkiye’de Sosyal Diyalog

AN EVALUATION ON THE DEVELOPMENT OF SOCIAL DIALOGUE IN THE EU AND TURKEY

ABSTRACT

Social Dialogue has a very broad structure as a concept, but it can carry traces of a nation's history,
its socio-economic conditions or the political situation of a certain period. In this respect, many different
explanations are made internationally for the concept of Social Dialogue. The fact that the concept of social
dialogue has changed in terms of nations has led to the development of this concept at different levels in
every country or community.

In this paper, the development of the concept of social dialogue in Turkey with the EU has been
discussed in the historical process and the perspectives of social dialogue have been evaluated. The aim of
this study is compare the social dialogue development processes in the EU and Turkey. It is thought that
effective use of social dialogue mechanisms will positively affect the rates of unionization. For this reason,
the rates of unionization in Turkey and the EU have been examined. The data obtained was compared with
the social dialogue process in Turkey with the EU and a theoretical evaluation was presented on the
concept. As a result of the research, it was observed that trade union activity in the EU and Turkey has
decreased.

Keywords: Social Dialogue, Trade Union, Social Dialogue in EU, Social Dialogue in Turkey


http://dergipark.gov.tr/search?q=Mehmet+Akif+%C3%96nc%C3%BC&section=author
mailto:merveyesilbas@hotmail.com

Ozkan,E. ve Yesilbas Orhan, M. Yorum-Yénetim-Yéntem oCilt: 6¢Sayi: 3ss:1-12

Giris
Endiistri iliskileri isci, isveren ve devlet arasindaki iliskileri iceren bir kavramdur. Isci, isveren ve

devlet iliskileri ise sosyal diyalog stireciyle sekillenmektedir. Gliniimiizde sosyal taraflar sosyal diyalog
slirecine aktif olarak katilmakta ve anlagsmalar imzalamaktadir.

Avrupa Birligi (AB) ve Tirkiye'nin sosyal diyalog tarihsel stireglerinin incelenmesi, Tiirkiye’'de
sosyal diyalog mekanizmalarinin gelisimini gorebilmek ve AB ile karsilastirma imkani sunmasi a¢isindan
o6nemlidir. Bu ihtiyactan dolay1 ¢alismada, Avrupa Birligi ve Tiirkiye’de sosyal diyalogun tarihsel stireci
incelenmistir. Bu kapsamda ¢alismada, AB ve Tiirkiye'de sosyal diyalogun gelisimi ve stirecin geldigi son
noktay1 degerlendirmek amaglanmistir.

Calismanin birinci béliimiinde, sosyal diyalog kavrami, sosyal diyalog bigimleri ve sosyal diyalog
tiirlerine yer verilmistir. Calismanin ikinci béliimiinde, AB’de sosyal diyalogun tarihsel siireci, siire¢ icinde
ortaya cikan sosyal diyalog komitelerine ve sosyal taraflara yer verilmistir. Sosyal diyalog komiteleri ve
kurullar sosyal diyalog siirecinde etkin rol oynamalari bakimindan énemlidir.

Tiirkiye’de sosyal diyalogun gelisiminde is¢i olusumlari, sosyal diyalog kurul ve komiteleri sosyal
diyalog siirecinin gelisiminde 6nemli bir noktada yer almaktadir. Bu nedenle, ¢alismanin {ig¢lncii
béliiminde, Tiirkiye’de sosyal diyalogun tarihsel siirecine ve bu tarihsel siireci sekillendiren isci
olusumlarina ve sosyal diyalog mekanizmalarina yer verilmistir.

Calismanin son boélimiinde ise, AB ve Tiirkiye’de sendikalasma oranlar1 incelenerek, sendikal
oranlarin degisimi ve bu degisimin nedenlerine dair degerlendirmeler yer almaktadir.

1. Sosyal Diyalog Kavrami

Uluslararas1 Galisma Orgiitii (ILO)’ya gére sosyal diyalog; ekonomi ve sosyal politika alanlarinda
hiikiimet, isveren ve isci temsilcilerinin her tirli gériisme/miizakere, danisma ya da bilgi alisverisini
kapsayici bir siiregtir (www.ilo.org). Sosyal diyalog, sosyal taraflarin etkilesimi bakimindan dar anlamda
ya da genis anlamda ele alinmaktadir.

Dar anlamiyla sosyal diyalog; sosyal taraflar -is¢i ve isveren ve orgitleri- arasinda uzlasmayi igceren
ikili isbirligi ve etkilesime dayanmaktadir. Zamanla bu kavram devleti de icine alarak genislemistir (Dereli,
1997:113).

Sosyal taraflarin is¢i ve isverenden olustugu sosyal diyalog iki tarafli (bi-partite) olarak
adlandirilirken; isci, isveren ve hiikiimet birlikteliginin oldugu sosyal diyalog ii¢ tarafh (tri-partite) olarak
adlandirilmaktadir.

Giiniimiizde ¢ok tarafli (multi-partite) sosyal diyalog karsimiza c¢ikmaktadir. isci, isveren ve
hiikiimet birlikteligine diger o6rgiitlii toplum kesimlerinin de eklenmesiyle olusan ¢ok tarafli sosyal
diyalog, stirece toplumdaki diger aktorlerin de aktif katilimini saglamaktadir. Cok tarafli sosyal diyalogta;
isci, isveren, hiikiimet temsilcileri ve sivil toplum orgiitlerinin temsilcileri de yer almaktadir (Ersoz, 2008:
24).

Sosyal diyalog diizeyleri iilkeler ve bolgeler arasinda farklilik gostermektedir. Bu farklilik, ulusal,
bolgesel ve isyeri diizeyinde sosyal diyalog diizeyleri olarak karsimiza ¢ikmaktadir.

Ulusal diizeyde sosyal diyalog, endiistri iliskileri ve ¢alisma iliskilerinin ele alindig1 bir siirectir. Bu
slirecte ulusal diizeyde ekonomik ve sosyal politikalar belirlenmektedir. Sosyal taraflar diyaloga ti¢ farklh
sekilde katilabilmektedir. Hiikiimetlerin hazirladigi taslak mevzuatlara tavsiye ve goriis olusturma;
hiikiimet politikalariyla ilgili anlagsmalara katilma; sosyal taraflarin yerlesik mevzuat ve sdzlesmelerin
uygulanmasi stireclerini yonetme ve denetleme gibi sosyal diyaloga katilim sekilleri bulunmaktadir (ILO,
2014: 20).

Ulkenin idari yapisina, bélgesel ve Kkiiltiirel farkhliklarimin olmasi, ulusal diizeyden daha alt
diizeylerde de sosyal diyalog mekanizmalari olusturma ihtiyacin1 dogurmustur. Bolgesel diizeyde sosyal
diyalog, bu olusumlardan birisidir. Bdlgesel diizeyde isbirlikleri araciligiyla sosyal diyalog siirecleri

2
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yuritiilmektedir. Bunlardan birisi AB diizeyinde kurulan Ekonomik ve Sosyal Komite (ESK)'dir (Tokol,
2000: 525-526).

Isyeri diizeyinde sosyal diyalog ele alimirken sirket konseyleri karsimiza c¢ikmaktadir. Sirket
konseyleri, sirket hakkinda ¢alisanlarin temsilcilerine bilgi verilmesi ve danisilmasi amaciyla
kurulmaktadir. isveren calisanlar bilgilendirmekte ve alacag kararlar hakkinda damismaktadir. Fakat
calisanlara danisma, ¢alisanlarin tavsiye sunmasi niteligindedir, baglayiciligi bulunmamaktadir. Sirket
konseyleri Avrupa Iskolu Komiteleri tarafindan kurulmustur. Bu sayede sirket calisanlarim drgiitleyen
sendikalar ve isveren temsilcileri bir araya gelmistir (Unal, 2005: 2).

Sosyal diyalog ulusal, isyeri ve boélgesel diizeyde gerceklesebilecegi gibi; sadece bir sektorde,
sektorler arasinda ya da her ikisini kapsayan bigcimlerde gerceklestirilmektedir.

2. Avrupa Birligi'nde Sosyal Diyalogun Tarihsel Gelisimi

AB’de sosyal diyalog, Avrupa Toplum Modeli'nin temel unsurlarindan biridir. Sosyal taraflar
arasindaki uzlasma, ililke yonetimlerinin basarilarini yansitmaktadir. Bu nedenle AB’de siyasal ve
toplumsal uzlasmay:1 saglayici ¢ok tarafli mekanizmalar bulunmaktadir (Koray, 2001: 25). AB’'de
biitlinlesmenin artmasi, sosyal diyalogun da 6nemini artirmistir (Koray ve Celik, 2007: 154).

AB’de sosyal diyalogu ii¢ donem icinde incelemek miimkiindiir. 1951-1974 arasinda sosyal politika
baslig1 altinda yer alan diizenlemeler bulunmaktadir. 1957 Roma Antlasmasi ile baslayan 1985’e kadar
devam eden donemde sosyal diyalogun temelleri atilmistir. 1985 Val Duchesse Goriismeleri ile birlikte
sosyal taraflar arasindaki sosyal diyalog kurumsallasmistir. 1992 Maastricht Antlasmasiyla birlikte ise;
sosyal taraflar AB diizeyinde cerceve sozlesmeler imzalayarak, topluluk miiktesebatinin olusumuna
dogrudan katilma hakkina sahip olmuslardir (Uckan, 2005: 251).

1951 Avrupa Komiir Celik Toplulugu (AKCT)’yi kuran Paris Antlagsmasi’'nda komiir ve celik sektori
icin gecerli olan “sektorel diizeydeki” antlasmada sosyal politikaya dair bazi diizenlemeler yer almaktadir
(2,3/e,46,55,56, 68 ve 69. maddeler) (Tokol, 2013: 144).

1957 tarihli Roma Antlasmasi’'nda; toplulugun ekonomik entegrasyonu 6n planda oldugundan
sosyal politikaya dair diizenlemeler az sayidadir. Bunlar, Sosyal Politika bashgi altinda, 117 ile 128.
maddeler arasinda diizenlenmistir. Maddelerin iceriginde Komisyon’a ortak sosyal politika belirleme ve
iilkelerin sosyal politikalarini koordine etme gorevi verilmistir (Ugkan, 2005: 252; Tokol, 2013: 148).
Komisyon 1985’e kadar, sosyal taraflarin toplulugun karar alma siireglerine dolayli yoldan katilimini
saglayan danisma komiteleri ve kurumlar araciligiyla sosyal diyalogu saglamaya ¢alismistir (Ugkan, 2005:
252).

ESK, 1957 Roma Antlasmasi’'nin 193.-198. maddeleri uyarinca kurulan bir danisma organidir.
ESK'de isci, isveren ve giftciler, tasiyicilar, kii¢lik esnaf, serbest meslek sahibi, kamu temsilcileri gibi ii¢
farkli grubu temsil etmektedir. is¢i grubu, Avrupa Sendikalar Konfederasyonu (ETUC) iiyesi olan ulusal
isci konfederasyonlarinin temsilcilerinden meydana gelmektedir. isveren grubu ise 6zel sektor ve kamu
sektorii isverenlerinin temsilcilerinden olusmaktadir (Avrupa isverenler Konfederasyonu (UNICE -
simdiki adiyla BUSINESSEUROPE- ve Kamu Katiimh Isletmeler ve Genel Ekonomik Fayda Saglayan
Isletmeler Avrupa Merkezi (CEEP))’. Diger grupta ise, kar giitmeyen kurulus, tiiketici ve cevre érgiitleri
gibi farkli kurulus temsilcileri yer almaktadir (Koray ve Celik, 2007: 189). Her iilke niifusuyla dogru
orantili sayida iiye bulundurmaktadir. 222 iye ile baslayan ESK, genisleme ile birlikte 344 iiyeye
ulasmistir. Suanda ise 350 tliyesi bulunmaktadir (www.eesc.europa.eu, 2018).

' ESK'da isci tarafini temsil eden ETUC, 38 lilkede 90 ulusal sendika konfederasyonu ve 10 Avrupa sendika
federasyonunu orgiitlemektedir. Tirkiye’den TURK-iS, HAK-iS, DISK ve KESK, ETUC iiyesidir. isveren tarafini
temsil eden BUSINESSEUROPE ise, 34 Avrupa ilkesinde orgiitlenmektedir. Tirkiye’den TiSK ve TUSIAD,
BUSINESSEUROPE uiyesidir. Kamu c¢alisanlarini temsil eden CEEP ise, bircok Avrupa ulkesinde 6rglitlenmektedir.
Tirkiye’den Tirk Kamu Iisletmeleri Birligi, CEEP dyesidir (www.businesseurope.eu, www.etuc.org,
WWww.ceep.eu).
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ESK iiyelerinin 5 yil gérev siiresi bulunmaktadir. Uyeler, iiye devletler tarafindan gosterilen adaylar
arasindan, Konsey tarafindan atanmakta ve gorev siireleri yenilenebilmektedir (www.ab.gov.tr, 2018). En
son gorevlendirme Ekim 2015’te, 2015-2020 donemi i¢in yapilmistir (www.eesc.europa.eu, 2018).

ESK iiyeleri, AB tyesi tlilkelerin gosterdigi adaylar arasindan Bakanlar Konseyi tarafindan
secilmektedir. Bu nedenle, tiyeler bagh olduklar1 ulusal ya da bolgesel orgiitleri degil; tlkelerin sosyal
taraflarini temsil etmektedir. Ozetle; ESK ulusal ¢ikarlardan ¢ok, AB’'nin ekonomik biitiinlesme siirecind eki
hedeflerin gerceklestirilmesinde sosyal taraflarin ¢ikarlarini temsil etmekte ve taraflar arasinda diyalog ve
uyumu saglamada etkin bir role sahiptir (Uckan, 2005: 252).

ESK bu dogrultuda; AB’nin temel kurumlarina (Avrupa Parlamentosu, Konsey ve Komisyon)
tavsiyelerde bulunmak, AB iiyesi olmayan tilkelerde sivil toplum orgiitlerinin rollerini giiclendirmek igin
calismak, AB’nin li¢ temel kurumunun talebi {lizerine goriis bildirmek, yorumlayici ve agiklayic1 gorts
bildirmek gibi faaliyetlerde bulunmaktadir (Koray ve Celik, 2007: 188).

ESK'nin disinda sosyal politikalarla ilgili konularda tavsiyelerde bulunmalar1 amaciyla, farkl ¢ikar
gruplarinin temsilcilerinin yer aldigi Damisma Komiteleri olusturulmustur. Danisma Komiteleri,
Komisyon’a goriis hazirlaylp sunma gorevine ragmen; istenen silire icinde goriis hazirlayip
sunamamaktadir. Bu nedenle Danisma Komiteleri sosyal diyalog stirecinde etkili bir mekanizma olarak
gorilmemektedir (Ugkan, 2005: 253-254).

1974 tarihli Sosyal Eylem Plani’nda sosyal politika alaninda yaklasik yirmi tane amag belirlenmistir.
Bu amaglar; toplulukta tam istihdam ve daha iyi istihdamin yaratilmasi, ¢alisma ve yasam kosullarinin
iyilestirilmesi, sosyal taraflarin toplulugun ekonomik ve sosyal kararlarina, is¢ilerin isletme y6netimine
artan oranda katiliminin saglanmasi eksenlerinde belirlenmistir (Tokol, 2013: 152). Fakat diinya
ekonomisindeki yavaslamalar, Britanya Hiikiimeti'nin vetosu gibi nedenlerle Sosyal Eylem Plani amacina
ulasamamistir (Celik, 2004: 3-4).

1985 yilinda Jacques Delors’'un Komisyon baskanligina gelmesiyle birlikte, sosyal diyalog yeni bir
doneme girmistir. Delors, ekonomik basarinin ancak sosyal reformlarla gergeklesebilecegine
inanmaktadir; bu nedenle topluluk diizeyinde sosyal diyalogun gelistirilmesi amaciyla yeni bir girisim
baslatmistir. Komisyon, 31 Ocak 1985 tarihinde Belgika Val Duchesse’de iist diizey goriismelere
baslamistir. Gorlismelerde is¢i ve isveren taraflar1 (ETUC, UNICE, CEEP) arasinda sosyal diyalogu
giiclendirmek amaglanmistir. 1986’da imzalanan Avrupa Tek Senedi ile Roma Antlagsmasi’na eklenen
118(b) maddesi geregi, sosyal taraflara topluluk diizeyinde sosyal politika olusturma imkani verilmistir.
Bu sayede topluluk diizeyinde toplu pazarlik mekanizmasinin hukuki dayanaklar1 olusmaya baslamis,
sosyal diyalog siireci kurumsallasmistir. Taraflar sosyal politika konularinda “ortak goriis” gelistirme
fikrini benimsemis ve cesitli konularda ortak goriisler yayinlamislardir (Ugckan, 2005: 256; Parlak, 2007:
6). Sosyal taraflar artik sosyal ortak konumuna gelmislerdir.

Ozetle, Val Duchesse goriismeleri sosyal ortaklar arasinda goniillii olarak ortak hareket etme ve
ortak goris bildirme siireglerini gelistirmistir (Ugkan, 2005: 257).

1993’te Maastricht Antlasmasi ile bu antlasmanin eki olan Sosyal Politika Protokolii 11 iilke
tarafindan imzalanmistir. Sosyal Politika Protokolii ii¢ agidan olduk¢a 6nemlidir; ilk olarak isci saghigi ve is
giivenligi, iscilerin danisilma, bilgilendirilme ve katilim haklari, ¢alisma hayatinda kadin erkek esitligi gibi
onemli konularda tedbirlerin alinmasinda nitelikli oy c¢okluguyla yonergeler kabul etme imkani
taninmustir. ikinci olarak; toplu is hukukundan c¢ok bireysel haklara odaklanan bir protokoldiir. Ucret
6deme sorunlari, grev hakki ve lokavt hakki AB yasama yetkisi disinda birakilmistir. Son olarak; topluluk
is hukukunun olusturulmasinda sosyal ortaklara 6énemli roller verilmistir. Sosyal ortaklarin AB diizeyinde
sosyal diyalog stireci resmi ve kurumsal bir yapiya kavusmustur. Komisyon sosyal politika yonergeleri
hazirlarken, ilke ve igerek acisindan sosyal ortaklara danisma yiikiimliiliiglindedir. Bu sayede sosyal
ortaklar yasama siirecini durdurma ve AB diizeyinde ¢erceve anlasma yapma hakkina sahip olmuslardir
(Parlak, 2007: 7).
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1992’de UNICE, ETUC ve CEEP’den olusan, sosyal politika, makroekonomik konular ve istihdam
konusunda danismanlik gérevini yerine getiren Sosyal Diyalog Komitesi kurulmustur. 1998’de Komisyon,
AB diizeyinde sektorel sosyal diyalogun gelismesi icin komiteler kurmaya karar vermistir. Sektorel Sosyal
Diyalog Komiteleri, belli bir sektorde is¢i ve isveren temsilcilerinden olusmaktadir (Giiray, 2013: 149;
Ugkan, 2005: 261).

2000 tarihli Nice Zirvesi'nde; sosyal ortaklarin yilda bir defa bahar toplantisindan 6nce bir araya
gelmesi kararlastirilmistir. Toplantilarin ilki 2001’de Stockholm’de; ikincisi 2001’de Leaken’de; iiciinciisii
ise 2002’de Barselona’da gerceklesmistir. Komisyon ve ESK giindemindeki ekonomik ve sosyal sorunlari
miizakere etmek iizere ESK ve sosyal ortaklar1 bir araya getiren “Uclii Sosyal Zirve” 2003’te
kurumsallasmistir. Bu durum AB diizeyinde ii¢lii sosyal diyalog yapisi i¢in yeni bir ¢cerceve olusturmustur
(Parlak, 2007: 11).

2000 tarihli Lizbon Avrupa Zirvesi'nde, siirdiiriilebilir ekonomik biiyiime ve daha fazla ve daha iyi
isler ortaya cikarmak i¢in cesitli ekonomik, sosyal ve cevresel politika alanlarinda biitiinciil bir yaklasim
ortak goriis olarak belirlenmistir. Biitiinciil yaklasimin basarili bir bicimde uygulanabilmesi i¢in de sosyal
taraflarin aktif katiiminin gerekliligi vurgusu yapilmistir (Erséz, 2008: 63). Zirve’de belirlenen Lizbon
Stratejisi, AB’nin istihdamini giiclendirme ve bilgi tizerine kurulu bir ekonomi 15181nda, ekonomik reform
ve sosyal uyumu gerceklestirme amaglar1 tasimaktadir. Bu amaglar dogrultusunda sosyal diyalog,
Avrupa’nin rekabet giicliniin artiritlmasinda ve dayanismanin saglanmasinda 6nemli roller tistlenmektedir
(Ugkan, 2005: 264).

3. Tiirkiye’de Sosyal Diyalogun Tarihsel Gelisimi

Tirkiye’de sosyal diyalog uygulamalarinin temeli Osmanli doénemindeki uygulamalara
dayanmaktadir.

1909 Tatil-i Esgal Kanunu’yla kurulan “Heyet-i itilafiye” (uzlasma kurulu) ilk sosyal uzlasma ve
sosyal diyalog mekanizmas olarak kabul edilmektedir (Koray ve Celik, 2007: 340). 1917'de Ittihat ve
Terakki tarafindan kurulan iktisadiyat Meclisi, Ekonomik ve Sosyal Konsey (ESK)'nin énciilii olarak
karsimiza ¢ikmaktadir (Koray ve Celik, 2007: 343). 1921’de Eregli Kémiir Havzasi Yasag), “ilk gercek is
yasasl” olarak sosyal diyalogta 6nemli bir yere sahiptir. Yasaya gore maden ocaklarinda ¢alisan isg¢ilerin
asgari Ucreti 3 kisiden olusan komisyon tarafindan belirlenecektir. Komisyonda isveren, Amele Birligi ve
Iktisat Vekaleti temsilcileri yer almaktadir.

Cumhuriyet Dénemi uygulamalarina baktigimizda, 1923’te izmir Iktisat Kongresi ulusal diizeyde
farkl toplum kesimlerinin ilk kez bir araya geldikleri bir kongredir. Kongrede farkli toplum kesimlerinin
uzlasma ve karar alma zemini olusturulmustur. Bu nedenle sosyal diyalog ve uzlasmanin onciilerinden
kabul edilmektedir (Koray ve Celik, 2007: 344-345).

1946’da kurulan Calisma Meclisi, Is¢i Sigortalar1 Kurumu, is ve Is¢i Bulma Kurumu Danisma Kurulu;
1951’de kurulan Asgari Ucret Tespit Komisyonu; 1965’te kurulan Milli Prodiiktivite Merkezi de sosyal
diyaloga 6rnek teskil edecek kurul ve kurumlar olarak kabul edilmektedir (Parlak, 2007: 19).

1967'de 274 ve 275 sayil kanunlarin degistirilmesi amaciyla, TURK-I$ ve TISK arasinda
Kizilcahamam Goriismeleri diizenlenmistir. Goriismeler sonunda 6ngoriilen yasa degisiklikleri kismen
gerceklestirilebilmistir. . Gériismelerin 6nemi; TURK-I$ ve TISK’in iyi niyetli yaklagimlari ve ¢oziim tiretme
¢abasi olarak belirtilmektedir (Atasayar, 1998: 94-95).

Tiirk endiistri iligkileri tarihinde sosyal diyaloga dair ilk gercek¢i adim, 1978’de TURK-IS ile
doénemin Ecevit hiikiimeti arasinda imzalanan Toplumsal Anlasma’dir (Gormis, 2007: 122). Toplumsal
Anlasma, ekonomi ve demokrasiye giic kazandirmak, dengeli ve saglikli bir bigimde kalkinmayi
hizlandirmak, refahi tiim toplum kesimlerine dagitmak, demokratik ¢alisma yasami ve adil bir diizenin
olusturulmasi amaciyla imzalanmistir (Talas, 1982: 16).

Hiikiimet ile TURK-IS isbirligiyle, ekonomik biiyiime ile birlikte yeni istihdam alanlariyla issizlik
oranlarinin diistiriilmesi, gelir ve fiyatlar arasinda refah artisinda bir denge saglamak gibi ekonomik
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sorunlarin ¢6zlimiinde uzlasma yoluna gidilmistir. Ayrica, ekonomik ve sosyal konularda alinacak
onlemlerin, is¢i haklarim1 kisitlamayacak ve askiya almayacak bicimde diizenlenecegi kararlastirilmistir
(Gormiis, 2007: 122).

DISK, Toplumsal Anlasma’ya katilmamis ve anlasmayi siddetle elestirmistir. DiSK’e gére Toplumsal
Anlasma, is¢inin lcretlerini dondurmay: ve bunalimin yiikiinii is¢i ve emekg¢iye yikmay1 amaglayan bir
belgedir (Koray ve Celik, 2007: 370).

Toplumsal Anlasma 14 ay yiirirlikte kalmistir ve basarisizlikla sonuglanmistir. Anlagsma’nin
basarisiz olmasinda, Anlasma’ya taraf olan hiikiimetin kisa siireli olmasi ve Tiirk sendikal hareketinde
boliinmiis bir yapinin olmasidir. Toplumsal Anlasma basarisizlikla sonuglansa da, lilkemizde sosyal
diyalog siirecinde ilk ve tek somut anlasma olarak Tiirk endiistri iliskileri icin dnemli bir kilometre tasidir
(Gormiis, 2007: 123).

1990’1 yillarla birlikte kiiresellesme ve neoliberal politikalarin etkileri artmaya baslamistir. AB’ye
adaylik stireci, artan grev ve endiistriyel eylemler nedeniyle sosyal diyalog Tiirk ¢calisma hayatinda 6nem
kazanmaya baslamistir. Sosyal diyaloga yonelik ilk talepler isveren kesiminden gelmeye baslamis, 5 Nisan
kararlarindan hemen sonra, TiSK’in davetiyle bir Sosyal Diyalog Zirvesi gerceklestirilmistir. Temmuz
1994’te diizenlenen zirvede, TURK-IS, HAK-IS, DISK ve TiSK yéneticileri yer almistir. Zirvenin sonug
bildirgesinde hiikiimetin ¢alisma hayatiyla ilgili konularda, sosyal taraflara danisma ve isbirligi icinde
olma ¢agrisinda bulunulmustur. Agustos 1994’te diizenlenen bir diger zirvede ise; sosyal taraflar, sosyal
givenlik ve tcretlilerin vergi yiikiyle ilgili goriis birligine varmistir. Yapilan ortak agiklamada vergi
yuklnln adaletsiz dagildig1 vurgulanmis, sosyal giivenligin devlet politikas1 haline getirilmesi talep
edilmistir (Parlak, 2007: 19).

Ekonomik ve Sosyal Konsey (ESK), lilkemizde sosyal diyalog uygulamalar1 agisindan iizerinde en
¢ok tartisilan yapilardandir. Uglii bir siirekli konsey fikri 60 ve 70’li yillara dayanmaktadir (Celik, 2014:
24). 1980-1990’1 yillar boyunca isveren gevreleri, hiikiimetler ve akademik ¢evreler toplumsal uzlasma
iizerine odaklanmis ve bunu saglayacak bir ESK fikrini dile getirmislerdir (Akkaya ve Cetik, 1999: 219).

Bu talep ve fikirler dogrultusunda, 17 Mart 1995’te 1995/5 sayili Basbakanlik Genelgesi’yle, Ankara
Anlasmasi’'nin 27. Maddesi uyarinca AB’ye entegrasyon c¢alismalar ¢ergevesinde, Tirkiye'nin ilk ESK’si
kurulmustur (Akkaya ve Cetik, 1999: 220; Parlak, 2007: 20).

ESK’nin kurulus amaci; ekonomik ve sosyal politikalarin olusumunda toplumsal uzlasi ve isbirligi
saglamak, stirekli ve kalic1 bir ortamda danigsma niteliginde ortak goriis bildirmek olarak belirtilmistir
(Ersoz, 2008: 124).

ESK, -ilk yilinda- 22 iiyeden olusmaktadir ve dért sosyal taraf ve sivil toplum 6rgiitii (TOBB, TiSK,
TURK-IS, TZOB ve TESK) 7 iiye ile temsil edilmektedir Geri kalan 15 iiye ise hiikiimet temsilcilerinden
olusmaktadir (Parlak, 2007: 20).

AB’deki ESK yapisinda hiikiimet temsili s6z konusu degilken, Tiirkiye’de hiikiimet agirlikli bir
temsil s6z konusudur (Celik, 2014: 27). ESK, Basbakan veya Basbakan'in belirledigi bir bakan esliginde
toplanmaktadir (Parlak, 2007: 20).

ESK, ilk toplantisini kurulduktan 7 ay sonra yapmistir. Bu donemde kamu kesiminde bir uyusmazlik
ve grev dalgalar1 bulunmaktadir. Toplantinin bu déneme denk gelmesi, hiikiimetin ESK’yi kendi amaci
dogrultusunda kullandigi konusunda elestirilmesine neden olmustur. ESK toplantisina ¢agirilmasina
ragmen isci temsilcisi olan Tiirk-is toplantiya katilmamistir. Toplantiya katilmama nedenleri ise, toplu
sozlesme goriismelerinin uzatildiginin ve kamuoyunda iscilerin aleyhine bir hava yaratma amacinin
oldugu diisiiniilmesidir (Gérmiis, 2007: 127). Toplantilarin ekonomik ve politik programi benimsetme
amagch kullanilmasi ESK’nin kesintiye ugramasina ve diyalogun zayiflamasina neden olmustur.

ESK, 1995’ten beri genelgelerde diizenlenmesi ve her defasinda farkli bir yapiyla yeniden
olusturulmasi gibi nedenlerle, stlenilen énemli misyonlarim gercgeklestirecek yasal diizenlemelerden
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yoksun kalmistir. Bu gelismeler dogrultusunda, 2001'de 4641 sayili “Ekonomik ve Sosyal Konsey’in
Kurulusu, Calisma Esas ve Yontemleri Hakkinda Kanunu’nu ile ESK yasal bir statii kazanmistir.

2010’da 5982 sayili yasayla ESK'nin adi “Planlama; Ekonomik ve Sosyal Konsey” olarak
degistirilmistir. ESK iiyelerinin sayis1 onceki genelgelere gore artirilarak 40’a ¢ikarilmistir. ESK’nin yeni
yapisinda, 16 liyeye cikarilan hiikiimet temsilcileri 13 bakan ve 3 biirokrattan olusmustur. Sivil toplum
orgiitlerini temsil eden liyeler ise; 12’si sendika temsilcisi; 6’s1 esnaf ve cift¢i cikar 6rgiitii temsilcisi ve 6’s1
isveren temsilcisidir. Basbakanin belirleyecegi diger hiikiimet temsilcileri ve sivil toplum kuruluslar
temsilcileri de Konseyde yer alabilmektedir. ESK; isci, blirokrat, isveren, hiikiimet, cift¢ci, memur ve esnaf
temsilcilerinden olusan ¢ok tarafli bir Konsey 6zelligi gosteriyorken; AB iilkelerinde ESK’lar isci-isveren,
isci-isveren-cikar gruplari, is¢i isveren-uzmanlar ya da hiikiimet-is¢i-isveren-¢ikar gruplar seklinde
yapilanmaktadir (Gérmiis, 2007: 128-129).

ESK kurulus tarihinden itibaren planlanan siirelerde toplanamamistir. 1995 yilindan 2008’e kadar
19 kez toplanan ESK, 2001 yilinda ¢ikarilan yasanin ardindan ancak 7 kez toplanabilmistir. ESK
toplantilar diizenli bir takvime baglanamamis ve ilk toplantis1 kanun yiriirliige girdikten 20 ay sonra, 3
Ocak 2008 tarihli toplantis1 yine aylar sonra yapilmistir. Oysa yasada, toplantilarin 3 aylik araliklarla
yapilmasi ve hatta Baskanin daveti veya Basbakanca belirlenen kisiler disindaki temsilcilerin tigte birinin
yazili istegiyle olaganiistii toplanilabilecegi belirtilmistir (Erséz, 2008: 130). ESK'nin son toplantis ise
2009’da yapilmistir.

ESK'nin baskaninin Basbakan olmasi, konseyin hiikiimet tekelinde bulunmasi, bagimsiz ve
demokratik olmaktan uzak ve keyfi miidahalelere agik olmasi anlamina gelmektedir. AB’deki konsey
yapilarinda, baskanlar iiyeler tarafindan secilmekte ya da donerli baskanlik sistemi uygulanmaktadir
(Parlak, 2007: 21).

ESK’nin sekreterya hizmetlerinin DPT Miistesarlig1 tarafindan ytriitiilmesi éngoriilmiistiir. ESK'nin
6zel bir biitgesi bulunmamaktadir. DPT biitcesine yeterli 6denek koyularak konsey biitgesi
yonetilmektedir. Bu durum ESK'nin o6zerk yapisiyla bagdasmamaktadir. ESK'nin hizmetlerini
ylriitebilmesi icin bir biirosu, yayini ve web sitesi bulunmamaktadir. Yasada ESK'nin isleyisi, glindeme
dair kararlarin alinis sekli, oylamanin yapilma sekli, tiye olabilme sarti, liyelikten ¢ekilme sekli gibi
konularda diizenlemelerin olmadig1 goriilmektedir. Tiim bu eksiklikler, ESK'nin ILO ve AB hiikiimlerini
yerine getirmek amaciyla, formaliteden kurulmus bir konsey oldugu izlenimi vermektedir (Celik, 2014:
41; Gormiis, 2007: 132).

Krizin derinlesen etkileri, is¢i sinifini olumsuz etkilemis, bu gelismeler, Tiirkiye’'deki is¢i ve memur
orgiitlerinin bir araya gelmesi gerekliliini ortaya koymustur. Bu gelismeler sonucunda, TURK-IS, HAK-IS,
DISK, KESK, Tiirkiye KAMU-SEN ve MEMUR-SEN Genel Baskanlar1 Ocak 1999’ta Ankara’da HAK-IS Genel
Merkezinde ilk kez Emek Platformu ad1 altinda toplanarak, is¢ilerin, s6zlesmeli personelin ve memurlarin
sorunlarim goriismiistiir. Orgiitler, kendi goriislerinin yer aldifi metinleri toplantida sunmustur. Uzun
tartismalar sonucu ortak goriislerin yer aldig1 bir agiklama yayinlanmaistir.

Aciklama metni, calisanlarin ortak sorunlarinin ¢éziim taleplerinde birlikte hareket etmeyi ve
bunun gercgek¢i bir bicimde, kararlilikla yapilmasi; Anayasada yer alan ve calisanlan ilgilendiren
konularda ILO Sézlesmeleri ile uyum saglanmasi; ESK’'nin demokratik bir yapiya kavusturulmasi ve
hiikiimetten bagimsiz hale getirilmesi; is glivencesi yasasinin ILO sdzlesmelerine uyumlu bigimde
cikarilmasi ve issizlik sigortasinin kurulmasi gibi talepleri icermektedir. Metinin yayinlanmasindan sonra
somut bir isbirligi gelismese de, KESK ve Tiirkiye Kamu-Sen genel baskanlarinin ortak bir metine imza
atmalar1 agisindan 6nemli bir gelisme olarak goriilmektedir. Ortak metinlerin olusturulmasi, taraflar
acisindan yeterli bir adim olarak goriilmektedir (Kog, 2000: 198, 199).

Emek Platformu ilerleyen yillarda da etkinlikler ve eylemler diizenlemistir. 1999’daki Sosyal
Giivenlik Reformu ile ilgili kapsamli eylemler yapilsa da, 2006 Reformu déneminde yetersiz kalindigi
gozlemlenmistir (Koray ve Celik, 2007: 394).
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4641 sayili ESK Kanunu’'ndan sonra ILO'nun 144 sayili sézlesmesindeki sosyal diyalog kavramina
uygun bicimde 4857 sayili Is Kanunu’nun 114. maddesinde “Uglii Danisma Kurulu” (UDK) diizenlenmistir.
is Kanunu’nda belirtilen Kurul'un ¢alisma usul ve esaslari ise 4 Nisan 2004’te ¢ikarilan Calisma Hayatina
fliskin Uclii Danisma Kurulu Calisma Usul ve Esaslari Hakkinda Yénetmelikle diizenlenmistir. UDK,
hiikiimet ile isveren, kamu gorevlileri ve is¢i sendikalar1 konfederasyonlari arasinda etkin bir danismanin
gerceklestirilmesi, calisma hayatiyla ilgili mevzuat ¢alismalarinin ve uygulamalarinin izlenmesi ve calisma
barisinin ve endiistri iliskilerinin gelistirilmesi amaciyla olusturulmustur. UDK’de; Calisma ve Sosyal
Giivenlik Bakan veya Miistesart, Isci sendikalar1 konfederasyonlarindan ve Kamu gérevlileri sendikalar:
konfederasyonlarindan birer ve en fazla liyeye sahip isveren konfederasyonundan ¢ temsilci yer
almaktadir. Ayrica giindem konularina gére bakanlik, bagh ve ilgili kurumlarin birim amirleri de UDK'’ye
katilabilmektedir. (Gormiis, 2007: 132, 133). UDK’nin, ESK ile benzer gorevlere sahip bir sosyal diyalog
mekanizmasi oldugu séylenebilir.

UDK’nin toplanti takvimi, yilda 3 kez olmak iizere Mayzs, Eyliil ve Ocak aylari olarak belirlenmistir.
Ayrica, baskan veya kurul tiyelerinin {igliniin yazil talebi olmasi durumunda olaganiistii toplant1 da s6z
konusudur. UDK'nin ilk toplantisi Calisma Bakanligi baskanhginda, TISK, Tiirk-Is, Hak-is ve DIiSK
temsilcilerinin katilimiyla 2004’te yapilmistir. Toplantida; 2821 sayili Sendikalar Yasasi, 2822 sayili Toplu
Sozlesme Grev ve Lokavt Yasasi'na iliskin degisiklikler, Kidem Tazminati Fon Taslagi, sosyal glivenlik
sisteminde norm ve standart birliginin saglanmasi gibi konular iizerinde gériismeler yapilmistir. UDK’nin
ikinci toplantis1 2005’'te yapilmis ve 2821 ve 2822 sayili yasalarda yapilacak degisiklikler ile Sosyal
Giivenlik Reformu’na dair degerlendirmeler yapilmistir. Toplantida bir uzlasi saglanamamis, is¢i tarafinin
karsi cikmalarina ragmen Sosyal Giivenlik Reformu’nun yasalasmasi iizerine DISK sosyal diyalog
yapilarindan ¢ekilmistir. UDK'nin 2007’deki toplantisinda 2821 ve 2822 sayil yasalar ve Isgiicii ve
Istihdam Paketi ele alimmigtir (Gormiis, 2007: 134; Parlak, 2007: 24). UDK’nin son toplantis1 Ekim ayinda
gerceklestirilmistir. Toplantida asgari iicret zammi, Kamu iktisadi Tesebbiislerindeki taseron iscilerin
kadroya alinmasi ve issizlik maasinin artirilmasi gibi konular giindeme alinmistir.

Tirkiye’de sosyal diyalogun tarihsel siireci, AB’deki gelismeler dogrultusunda ilerlemesine ragmen,
sosyal diyalog mekanizmalar1 etkin kullanilamamis, hedeflenen toplantilar planlanan siireglerde
gerceklestirilememistir. Bu durum Turkiye’de sosyal diyalog siire¢lerinin etkinligini zayiflatmistir.

4. Avrupa Birligi ve Tiirkiye’de Sendikalagsma Oranlar:

Sosyal Diyaloga dair en 6nemli unsur ortaklik yaklagiminin benimseniyor olmasidir. Bu yaklasimin
ortaya cikisi, is¢ci ve isveren sendikalarinin ortak sorunlar yasadiklarimi kabul etmeleri ve bunun
iistesinden gelmek icin birlikte ¢alisma kararlilifina sahip olduklar1 varsayimidir. Bu nedenle, sosyal
diyalog uzlasma amagh kullanilan bir arac¢tir. Bunun disinda ii¢ tarafli sosyal diyalog, sosyal taraflara,
devletin karar alma siireclerini etkilemek ve siyasi diizeyde kendi yararlarina lobicilik faaliyeti yapmak
icin bir ara¢ sunmaktadir.

Sosyal diyalog mekanizmalarinin karar alma stirecinde is¢iler ve sendikalar etkin rol oynamaktadir.
Bu bakimdan iscilerin sendikalasma ve orgiitlenme diizeyleri sosyal diyalog igerisinde biiyiik 6neme
sahiptir. Sendikalasma oranlarindaki artis, iscilerin sosyal diyalog mekanizmasi icerisinde daha etkin rol
oynamalarini saglayacaktir. Sendikal giiciin sosyal diyalog stirecinde 6nemli olmasi nedeniyle, secilmis AB
iilkelerinde ve Tiirkiye’de sendikalasma oranlar1 incelenmistir. Kiiresellesmenin ve neoliberal
politikalarin hiz kazandig1 1980 ve sonrasinda, sendikalasma oranlari ise su sekildedir:
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Tablo 1: AB iilkeleri ve Tiirkiye'de Sendikalasma Oranlari

1980 1990 2000 2010 2013 2016
Almanya 35 31 25 18.9 18 17
Fransa 18 10 10 8 8.1 -
Italya 50 39 35 35.5 36.8 34.4
Belcika 54 54 56 53.8 55.1 -
Hollanda 35 25 23 19.3 18.2 17.3
Liikksemburg 52 50 34 35.1 - 32
Ingiltere 51 39 31 26.6 25.6 23.5
Danimarka 79 75 74 69.2 69.3 67.2
irlanda 57 51 38 32.5 29.5 24.4
Yunanistan 39 32 27 22.2 23 18.6
[spanya 7 11 15 17.2 16.8 -
Isve¢ 80 80 79 68.2 67.7 -
Finlandiya 69 72 76 68.3 66.3 64.6
Avusturya 57 47 37 28.9 27.8 26.9
Letonya - - 244 15 12.8 -
Litvanya - - 18.4 10.1 8.4 7.7
Slovenya - - 41.6 - 26.5 26.9
Slovakya - 57 36 15.2 13.3 -
Cek Cumhuriyeti - 46 27 16.1 13.6 10.5
Hirvatistan - - 37.2 - 29.4 25.8
Tlrkiye - - - 5.9 6.3 8.2

Kaynak: ILOSTAT ve OECD Employment Outlook 2004

Tium tlkeler i¢cin gecerli olmasa da kiiresel diizeyde bir orgiitlenme krizi mevcuttur ve AB’de
sendikal hareket ekonomik, sosyal ve siyasal degisim dinamiklerinin de etkisiyle gii¢ ve etkinlik kaybina
ugramaktadir. Avrupa tlkelerinde sendikalasma oranlar1 1970’li yillardan itibaren diismektedir (Kog,
2006: 10; Sapancali, 2007: 13).

Sendikalarin yasadigi bu gii¢ kaybi; 6zellikle {iye sayisinin ve sendikalasma oraninin azalmasi,
1980’1 yillardan itibaren “sendikalarin gliniimuizdeki islevleri ve gelecegi” gibi konularda o6nemli
tartismalara yol agmistir (Celik, 2005: 56). 1970 ve 1980’lerde yasanan bu gelismeler sendikalasma
oranlarina da yansimistir. Tabloda goriildiigii iizere sendikalasma oranlarinda genel bir diisiis oldugu goze
carpmaktadir.

Artan uluslararasi rekabet, uzun sireli issizlik, diisik buylime, o06zellestirmeler ile kamu
istihdamindaki kiiciilme, esnek ¢alisma sozlesmelerinin kullanimindaki artis, hizmet sektdriinde artan
istihdam enflasyonun kontrol altina alinmasi amaciyla uygulanan siki para politikalari sendikal giice baski
yapmaktadir. Bu baski sendikalarin temsil giiciinii kaybetmesi olarak geri donmektedir. Sendikalar, ulusal
ve uluslararasi kurumsal yapida etkinliklerini kaybetmektedir (Sapancali, 2007: 13; Selamoglu, 2005: 83).

1990’Iar ve 2000’ler boyunca uygulanmaya devam eden neoliberal politikalar, yar1 zamanl ¢alisma
basta olmak iizere bir¢ok esnek ¢alisma bicimini ortaya ¢ikarmistir. Yar1 zamanlh ve diger esnek ¢alisma
bigimlerinin artmasi, ¢alisanlarin oérgiitsiiz ve giivencesiz hale gelmesine neden olmakta; bir yandan da
firmalarin hem emek siirecleri hem de licretlerin belirlenmesi siireclerinde etkinligini artirmaktaydi
(Akcay, 2014: 30). Calisanlarin 6rgiitsiiz hale gelmesinde etkili olan bir diger neden, 1980 sonrasinda
gelisen Insan Kaynaklar Stratejileri ve bireysellik vurgusunun én plana ¢ikmasidir. Bu durum bireysel
sozlesmeler ve bireysel haklarin dnem kazanmasina, kolektif yapilarin 6nem kaybetmesine neden
olmustur.

Diinya sendikal hareketi de tiim bu nedenlerden dolay1 eylem ve grevler yapmistir. ETUC krizi
“kumarhane kapitalizminin krizi” olarak nitelendirmekte ve biiylik sermayelerin denetim altina alinmasi
gerektigini belirtmektedir (DISK, 2012: 66).
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Tiirkiye’de sosyal diyalog yapilarinin etkin isleyememesi ve demokrasi kiltiiriiniin
icsellestirilememesi 6nemli bir sorun olarak karsimiza cikmaktadir. Bu nedenle sosyal taraflar ve
hiikiimet arasindaki giiven baginin kurulamadigi goriilmektedir. Hiikiimetin paternalist ve himayeci
tutumu; sosyal taraflarin, sosyal sorunlarin ¢oziimiinde yetersiz kalmasina neden olmaktadir. Paternalist
ve himayeci tutumlar ESK ve UDK’'nin demokratik konseyler olmasini engellemistir. Bu nedenle sosyal
taraflar ve sosyal diyalog yapilar1 “giicsiiz yapilar” olarak nitelendirilmektedir. Sosyal taraflarin kendi
aralarinda ve konseyde temsilinde dengeli olmas1 énemlidir. Tiim bunlara ek olarak, sosyal diyalog
kurumlarinin 6zel biitgesi, sekretaryast ve binasinin olmamasi, kurumlarin 6zerk olmalarim
engellemektedir. Hiikkiimetlerin sosyal diyalog yapilarini, kendi politikalarinin topluma benimsetmede bir
ara¢ olarak gormekten vazge¢meleri ve sosyal diyalog misyonuna uygun hareket etmeleri gerektigi
disiiniilmektedir (Parlak, 2007: 25-26). Sosyal diyalog mekanizmalarinin gerekli 6n kosullarinin zayif
olmas1 ve hiikiimetlerin konseyleri islevsizlestirmesi, Tiirkiye’de sosyal diyalog stirecini basarisizlik
oykiisiine ¢cevirmistir (Celik, 2014: 46).

SONUC

Sosyal diyalog, endiistri iliskilerinde sosyal taraflarin birlikte karar almasini saglayan 6nemli
slireglerin yonetilmesini saglamaktadir. Sosyal diyalogun tarihsel siirecleri ele alindiginda, Tirkiye'de
sosyal diyalog stirecinin AB’ye gore daha ge¢ basladigi gorilmektedir. Bunun en 6nemli sebeplerinden
birisi, lilkemizdeki ¢alisanlarin sendikal biling eksikligidir. Digeri ise; Tiirkiye’de yer alan sendikal
yapilarin birbirleriyle uzlagsmaciliktan daha ¢ok ¢atismaci bir yaklasimi1 benimsemeleridir. Sendikal biling
eksikligi ve catismaci yaklasimlar, sosyal taraflarin uzlasma amaciyla bir araya gelerek c¢alisma
hayatindaki sorunlara ¢6ziim Uretmesini geciktirmistir.

AB, sosyal diyalog mekanizmalarini kuran, gelistiren ve daha etkin bir sekilde kullanan bir yapiya
sahiptir. Bunun ilk sebebi, erken sanayilesen Avrupa iilkelerinde, ¢alisma hayatinda sorunlarin daha 6nce
ortaya ¢ikmasi ve buna yonelik ¢éziimlerin iilkemize gére daha onceki yillarda iiretilmeye baslamasidir.
Diger sebebi ise, sosyal diyalogun Avrupa Toplum Modeli'ne uygun bicimde tasarlanmasidir. Toplum
yapisina uygun ¢oziimler liretmek, sosyal taraflarin daha kolay bir araya gelmesini saglamistir. Bir araya
gelen sosyal taraflar birlikte ¢6zlim lireterek zamanla sosyal ortak konumuna gelmistir. Sosyal taraflarin,
sosyal ortak haline gelmesi, sosyal diyalog stlirecinde taraflarin énemini ve etkinligini artirmistir. Bu
durum sonucunda, AB’'de sosyal diyalog siiregleri taraflarin esit katiimina imkan veren bir yapiya
kavusmustur. Yine de, AB’de sosyal diyalogun birligin tamaminda kusursuz isledigini séylemek zordur.
AB’de sosyal diyalogun birlik diizeyinde kurumsallagsmasina dair bazi sorunlar bulunmaktadir.

Ulkemizde ise, sosyal diyalog mekanizmalari olan ESK ve UDK, AB’ye uyum siirecinde kurulmustur.
Fakat kurulan bu kurullarin toplantilar1 planlanan periyotlarla yapilamamis, kurullar gereken 6neme ve
ozerklige sahip olmamstir. Ustelik bu yapilarda sosyal diyalog taraflarindan is¢i temsilcilerinin degil de
hiikiimet temsilcilerinin agirlikli oldugu yapilar géze ¢arpmaktadir. Bu nedenle Tiirkiye'de sosyal diyalog
mekanizmalarinin etkin bir sekilde kullanilamadig), siireglerin hiikiimet isteklerine goére yiritildigi
disiiniilmektedir. Bu sorunlar géz 6niinde bulunduruldugunda, Tiirkiye’de sosyal diyalog kiiltiiriiniin
yerlesmedigini s6ylemek miimkiindir. Sosyal diyalog kiiltliriiniin olusturulmasi i¢in, sosyal taraflarin
bilgilendirilmesi ve bilin¢lendirilmesi 6énemlidir. Bilgilenen ve bilinglenen sosyal taraflarin, siiregleri
yonetmede daha adil davranilacagi disiiniilmektedir. Siireclerin adil olmasi, is¢i kazamimlarim da
artiracaktir.

Sosyal diyalogun etkinligine dair bakis acis1 sunan sendikalagsma oranlar:1 dikkate alindiginda ise,
AB ve Tiirkiye’de oranlarin genel bir diisiis egiliminde oldugu gorilmektedir. Bu durumun bir¢ok nedeni
olmakla birlikte, neoliberal politikalarin uygulanmasi ve ardindan yeni ve esnek ¢alisma bigcimlerinin
yayginlasmasi, bireysel sozlesme ve bireysel is iliskilerinin énem kazanmasinin temel nedenler arasinda
yer aldig1 diisiiniilmektedir. Tiim bu nedenler, fordist ddonemde 6nemi artan sendikalarin yeni gelismelerle
birlikte 6nemini kaybettigini ortaya koymaktadir.

Yeni ve esnek calisma bigimleri, is¢ilerin toplu olarak bir arada daha az ¢alismasina ve kolektif
bilincin giderek azalmasina neden olmaktadir. Bireysel so6zlesme ve bireysel is iliskilerinin gelismesi de bu
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durumun diger bir sonucudur. Tiim bu gelismeler sonucunda, AB’de sosyal diyalog mekanizmalari etkin
kullanilmasina ragmen sendikal gii¢ etkisini kaybetmektedir. Bu soruna ¢6ziim olarak, diinya genelinde
Kiiresel Sendikacilik gibi yeni olusumlara uyum icin ¢abalanmakta, sendikal hareketin gii¢clendirilmesi
amaclanmaktadir.

Sendikalar isci haklarinin korunmasinda ve gelistirilmesinde énemli bir noktada yer almaktadir.
Sendikalagsma oranlarindaki diisiislerin 6énlenmesi ve sendikal bilincin artirilmasi ve sendikal hareketin
giic kazanmasi i¢in sosyal diyalog mekanizmalarinin etkin, bagimsiz ve tamamen kurumsallasmis yapilar
olarak dénlsime ugramasi biiyiik 6neme sahiptir. Sosyal diyalog mekanizmalarinin adil ve etkin
kullanilmasi ve 6zerk yapilar olarak dontlisiime ugramasi, sosyal diyalog siireclerinde is¢i agirlikh -ya da
en azindan esit- bir yapinin olusturulmasi, sosyal taraflarin sosyal ortak olarak goriilmesi, sosyal diyalog
kiltlirtinlin tim taraflara yerlestirilmesi, stireclerin rasyonel ve planh yiiriitiillmesi Tiirkiye’de sosyal
diyaloga islerlik kazandiracaktir.
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ABSTRACT

The aim of this study is to examine the relationship between perceived organizational support and
performance and to test whether positive psychological capital has a mediating effect on the case of service
sector employees. The reason of the choosing the service sector scope of the research is %53 of the economic
activities in service sector in Turkey and this ratio is very important (TUIK,2018). In this context, the data
collected by carrying out a survey with the participation of employees of the companies in the service sector
in Istanbul were analyzed using SPSS 22.0 software. First, the reliability and validity of the scales used in the
study were tested. Then, for examining the relation between the valuables correlation was made and
examining the effect of the independent valuable on the dependent valuable regression analysis was made.
Perceived organizational support influences the employee performance positively, and the positive
psychological capital has a mediating effect on this relationship.

Keywords: Perceived Organizational Support, Positive Psychological Capital, Employee
Performance, Service Sector

POZITIF PSIKOLOJiK SERMAYE, ALGILANAN ORGUTSEL DESTEK VE CALISAN PERFORMANSI
iLISKiSINDE ARACI ETKIYE SAHIP MiDiR?

0z

Arastirmanin amaci hizmet sektdri calisanlarinin algiladiklar: érgiitsel destegin performanslarina
etkisini ve bu iliskide ¢alisanlarin pozitif psikolojik sermayelerinin mediatér roliinii incelemektir.
Arastirma kapsaminda kullanilacak veriler Istanbul’da faaliyet gosteren hizmet sektérii firmalarinin
calisanlarindan anket yoluyla toplanmistir. Arastirmanin hizmet sektoérii kapsaminda yapilmasinin sebebi
Tiirkiye’deki ekonomik faaliyetlerin %53’linlin bu sektére ait olmasmnin 6nemine istinadendir
(TUIK,2018). Verilerin analizi icin SPSS 22.0 paket programindan faydalamilarak ilk olarak katiimcilarin
demografik 6zelliklerine iliskin frekans analizleri, kullanilan dl¢eklerin giivenilirlik ve gecerlilik analizleri,
daha sonra ise degiskenlerin aralarindaki iliskileri incelemek adina korelasyon ve bagimsiz degiskenin
bagiml degisken iizerindeki etkisini incelemek icin ise regresyon analizleri yapilmistir. Cikan sonuglara
gore algilanan orgiitsel destek c¢alisan performansini pozitif yonde etkilemektedir ve pozitif psikolojik
sermaye bu iliskide mediator role sahiptir.

Anahtar Kelimeler: Algilanan Orgiitsel Destek, Pozitif Psikolojik Sermaye, Calisan Performansi,
Hizmet Sektori
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Introduction

Organizations need to pay attention to various secondary processes as well as the basic
requirements and operations for the task to leverage the employee performance in order to reach
maximum performance levels of the employees. These secondary processes are the applications that can
be monitored in addition to basic management policies. Because, if the employees have a better
performance, it will directly reflect on the efficiency and profitability of the organization. One of the
important factors at this point is the organizational support. Today, the positive emotions of employess
are seen very important for organizations. Some of the positive emotions are hope, self-efficacy,
psychological resilience, and optimism and these emotions generates the positive psychological capital.
Positive psychological capital is seen more important than tangible capital in organizations. In the context
of the psychological contract between the employees and the organization, while the organization expects
higher performance from the employees, the employees expect organizational support from the
organization. The research is based on the mediator effect of positive psychological capital between
ornanizational support and employee performance.

Literature Review and Theoretical Framework
Perceived Organizational Support

The psychological contract, which is signed voluntarily between the employees and the
organization is a factor. Within the psychological contract, while high performance is expected from the
employees, the organization is expected to provide support (Turnley et al., 2003). According to Rhoades
and Eisenberger (2002), the employees perform to the extent expected by the organizations. In this
context, the factor of organizational support attracts attention. The organizational support is based on the
theory of social change based on the discourse that Blau (2017) invests in the happiness of the employees
of the organization. And, the employees become happy and sustain it as long as they ensure that they are
properly perceived by the other employers (Loi et al, 2006; Eisenberger et al, 1990). Perceived
organizational support was defined by Eisenberger et al. (1986) as the emotional perceptions of the
employer's emphasis on the employee's involvement and the perceptions of employee's well-being and
his/her willingness to engage in activities that affect the employees. According to Ozdevecioglu (2003),
the organizations which provide organizational support to their employees, collect the creative ideas,
suggestions, and criticisms of their employees, provide job security for them, act fairly towards them and
involve their employees in decision-making processes.

Positive Psychological Capital

The concept of positive psychological capital is based on the positive emotional theory of
Fredrickson's (2001) study. Another describing the concept of positive psychological capital is the theory
of positive events in the study of Weiss and Cropanzano (1996). The positive psychological capital is
defined by Luthans et al. (Luthans et al., 2007a: 3) as a couple of features such as the self confidence that
the individuals have to successfully complete very challenging tasks, the belief they have to be successful
now and in the future, the determination they need to succeed, and the effort they spend when they face a
challenge. Therefore, the positive psychological capital is a promising factor to overcome some of the
problems experienced in the organizations. Being based on the research, the positive psychological capital
has valid measurement techniques and its development is always clear since it is case-based (Luthans,
2002: 669). The dimensions of the positive psychological capital are the hope, self-efficacy, optimism, and
psychological resilience. Hope: It is a positive thought that the individual possesses for the desired
purpose (Snyder et al, 1991: 571). Self-Efficacy: Defined as the beliefs needed by the individual to
complete the tasks specified according to a predetermined content, and the form of belief in the ability to
apply cognitive resources and the action plans (Luthans et al., 2007a: 34). Psychological Resilience:
Defined as the categorization of the events as methods with a high level of severity of distress and positive
adaptation in risky situations (Masten and Redd, 2002: 75). Optimism: Optimism is the relationship
between individuals' internal causes of persistent and widespread events and positive events; and it
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associates the causes of external, temporal, and situational events with the negative events (Seligman,
2011).

Employee Performance

The concept of performance has been defined by Pitt and Tucker (2008) as to what quality and how
the activities covering a certain period are completed or the level of effectiveness of the outputs as a result
of a predetermined process of reaching an aim (Pitt and Tucker, 2008). In another definition, the task is
carried out in such a way to fulfill the criteria that the designated task is fulfilled and the degree of the
achievement of the objectives (Ozdevecioglu and Kanigiir, 2009). The organizational performance is
generally defined as a concept that qualitatively or quantitatively determines the achievement of a target-
oriented and planned activities, or the extent to which an organization can achieve its goals (Ho, 2008).
According to Sehitoglu and Zehir (2010), the individual and group performance is an indicator for the
extent to which an individual or group can achieve the goals and the standards set in terms of the goal that
the organization wishes to achieve. The organizational performance also describes the total performance
of the system. The prior performance is the individual performance for the organizations. Because an
organization can only be as good as the performance of its employees. Moreover, it is assumed that each
action of the employees in the scope of their responsibilities is one of their performance behaviors (Argon
and Eren, 2004).

The purpose of the research is to examine the mediating effect of the positive psychological capital,
that is, perceived organizational support by the service sector employees is influenced by their
performance. The importance of research in this context is the test of the mediating effect of positive
psychological capital in relation to theoretically perceived organizational support and the employee
performance, while practically it is a guide to the employees and the managers in the sector. The
employees of a supportive organization are proud of their organization. So it is quite normal for the
employees in this environment to devote their time and labor to their organizations. Therefore, the
organizational support will affect the employee performance. From this perspective, Liu et al. (2013)
found that the positive organizational support and the positive psychological capital have positive
correlations. Fu et al. (2013) concluded that the perceived organizational support and positive
psychological capital increased the job satisfaction in their research. With reference to these studies;

H1: Perceived organizational support has a positive effect on the positive psychological capital.

The subscales of the positive psychological capital, the psychological resilience, and optimism, are
related to individual performance in "Positive Psychological Capital: Measurement and Relationship with
Performance and Satisfaction “(Luthans et al.,2007b).

According to the correlation analysis, the positive psychological capital has been found to have a
positive relationship with the performance. In the study of Luthans et al. (2010), the same positive
correlation was found between positive psychological capital and the development and resulting
performance impact of positive psychological capital. With reference to these studies;

H2: The positive psychological capital has a positive effect on employee performance.

In this respect, Turgut (2014) concluded that "Organizational support made by employees and
perceived organizational support in the research that examined the effects of organizational
entrepreneurship activities on the organizational performance affected positively the intrapreneurship
and the performance. Kurt (2013) has concluded that the perceived supervisor and the colleagues'
support directly affect the performance of service sector employees in order to examine the mediating
role of the organization loyalty in relation to perceived social support and job performance. The research
of Karatepe (2012) titled “Perceived Organizational Support, Career Satisfaction, And Performance
Outcomes: A Study of Hotel Employees in Cameroon” shows that perceived organizational support has a
mediating role between career satisfaction, service development performance, and the job performance.
With reference to these studies;
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H3: Perceived organizational support has a positive effect on the employee performance.

The result of the literature review showed that there was no study examining the effect of positive
psychological capital on the perceived organizational support and the performance. With reference to the
literature;

H4: Positive psychological capital has a mediating effect on the relationship between the perceived
organizational support and the employee performance.

Figure 1. Research Model

Positive Psychological

Capital
Perceived
Organizational . Employee
Support Performance
Research Method

Sample and Data Collection

The questionnaire prepared within the scope of the research was delivered to 321 employees of a
firm operating in the service sector in Istanbul and we had 269 returns. 250 of those forms were found to
be eligible for data analysis. The reason of the choosing the servis sector scope of the research is %53 of
the economic activities in servis sector in Turkey. And this ratio makes service sector important. Since it is
not possible to reach all individuals in the service sector, sampling is deemed necessary. The sampling
method was preferred as a convenience sampling method.

The scales that can be used for the research were designed by the foreign researchers. Thus, the
first assumption of the research was that these scales were suitable for the Turkish culture. Another
assumption was that the expressions used were correctly perceived by all the participants and that the
responses by the participants were not under any pressure. And finally, the internally given assumption
represented the universe.

A short version of the perceived organizational support scale, which had been originally developed
by Eisenberger et al. (1986), was used in the research. The scale which has 8 items was calculated by
Cronbach's Alpha Reliability Coefficient of 0.97 and translated into Turkish by Erdas (2010). As described
in the previous section, the Positive Psychological Capital has been studied under four dimensions: 'Hope',
'Self-Efficacy’, 'Optimism' and 'Psychological Resilience'. The Positive Psychological Capital scale was
designed by Luthans (2007b). The Turkish version which was prepared by Cetin and Basim (2012) and
Erkus and Afacan-Findikl (2013:309-310) was used. Minor modifications were made in the questions of
the survey to avoid semantic shifts. The "Perceived Employee Performance Scale" developed by Fuentes et
al. (2004) and Rahman-Bullock (2005) and adapted to Turkish by Goktas (2004) and applied to
commercial organizations by Sehitoglu and Zehir (2010) was used as the performance scale. The scale
consists of two parts. The first part measures the employee performance and the other measures the
qualitative performance. The first part of the scale, employee performance, was used in this research.

Considering the demographic characteristics of the participants, it was seen that 182 participants
were male and 68 participants were female. Considering the ages of the total 250 participants, it was
found that 54.4% were at the age of between 20-30, 24.4% were between 41-50, 18.4% were between 31-
40 and 2.4% were between 51-60. While 230 (92.0%) of the participants had a blue-collar position and a
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non-executive position, 12 (4.8%) had a white collar-position, and 8 (3.2%) had an executive position. The
distribution of the participants' education levels was as follows; 192 participants (76.8%) had graduated
from a high school and 25 participants (10%) graduated from a university and a pgost-graduate school, 22
participants (8.8%) graduated from primary school and 11 participants (4.4%) graduated from vocational
school. Generally, the participants of the research are young, blue-collar, newly-hired people. So this can
say that they may full of positive emotions such as the four dimensions of positive psychological capital.

Findings
Factor Analysis

Within the scope of the research, factor analysis was used to test the validity of the scales used in
the study. Kaiser-Meyer-Olkin (KMO) Test for Sampling Adequacy and Bartlett's Test of Sphericity were
used to test the eligibility of the data set for the factor analysis. The result of the analysis revealed that the
KMO values were 0.826 for the perceived organizational support scale, 0.713 for the positive
psychological capital scale, and 0.814 for the employee performance scale. All values were over 0.50. The
tail probability of Bartlett's Test was also found to be significant at 0.000 significance level for all three
scales. Moreover, in order to measure the eligibility of each variable for the factor analysis, the value at the
diagonal of the anti-image correlation matrix was measured and the values at the diagonal were found to
be greater than 0.50 for all variables. Therefore, it has been determined that the data set was suitable for
the factor analysis (Field, 2009). The factor components' total variances explained were 67.9% for the
organizational support, 68.6% for the positive psychological capital, and 70.9% for the employee
performance.

Reliability Analysis

Cronbach's Alpha coefficients were used to calculate the internal consistency of the factors.
Cronbach's Alpha coefficient indicates the total reliability levels of the questions under the factor.
Cronbach's Alpha values of the perceived organizational support, positive psychological capital, and the
employee performance scales were found to be approximately 0.876, 0.806, and 0.886, respectively. Since
all these values were above 70%, each factor seemed to be well-reliable (Field, 2009).

Table 1. Reliability Analysis

Scales Item Quantity | Cronbach's Alpha
Perceived Organizational 8 0876
Support
P051.t1ve Psychological 24 0806
Capital
Employee Performance 10 0.886

Correlation Analysis

The correlation analysis was applied to examine the relationships between the research variables
with each other. Pearson correlation coefficients belonging to the corresponding variable are given in the
following table.

Table 2.Correlation Analysis

Emplovee Perceived Positive
proy Organizational | Psychological
Performance .
Support Capital
Employee Performance 1
Perceived Organizational Support |.145* 1
Positive Psychological Capital S571%* .392%* 1
* The correlation is significant at the level of 0.05 (2-tailed).
** The correlation is significant at the level of 0.01 (2-tailed).
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Hypothesis Tests

SPSS 22.0 software package was used to test the research hypotheses. At this stage, whether the
variable of perceived organizational support, which was the independent variable of the research, directly
affected the positive psychological capital, which was the mediating variable. The perceived
organizational support was found to have a directly positive effect on the positive psychological capital (§
= 0.392, p <0.001). Therefore, H1, which was the first hypothesis of the study, was confirmed. Then the
researcher looked at whether the interim change affected the employee performance, which was the
dependent variable of the research. According to the results, the positive psychological capital had a
directly positive effect on the employee performance ( = 0.571, p <0.001). According to this result, H2,
the second hypothesis, was confirmed. Then, the effect of the perceived organizational support on the
employee performance was tested. The perceived organizational support had a directly positive effect on
the employee performance (§ = 0.145, p <0.001). Therefore, the third hypothesis of the research, H3, was
confirmed. According to Baron and Kenny (1986), three regression relationships need to be established to
consider their mediating role. The first step of the inter-variable relationship was provided by the three
regression models above. In the second step, the effect of the independent variable on the dependent
variable need to either increase or decrease (Baron and Kenny, 1986), while the mediator variable and the
moderator variable both need to have an influence on the dependent variable in the regression. According
to the regression analysis made, the effect on the employee performance, which was the dependent
variable of the perceived organizational support, which was the independent variable, was eliminated (p>
0,05). However, the effect of the positive psychological capital variable on the employee performance
continues. Therefore, the positive psychological capital's instrumental variable effect is mentioned. In
other words, the positive psychological capital has a mediating effect on the perceived organizational
support and the employee performance. Therefore, H4 was confirmed.

Table 3. Regression Analysis

Independent .
Hypotheses Variables Dependent Variables Std. g t p
H1 Perceived Org. Positive Psychological 0,392+ 6,708 /000
Support Capital R? =0,15 F=45,002 p<0,001
i ; 0,571** | 10,951 ‘ ,000
H2 Positive Psy.ch;)log ical Employee Performance
Capita R? =0,32 F=119,930 p<0,001
: 0,145* ‘ 2,303 ‘ ,022
H3 Per;elved Org. Employee Performance
upport R?=0,17 F=5,303 p<0,001
PosttlveCI;SJ;;'Z;)loglcal 0,608%* | 10,759 1000
H4 Per ip d Or Employee Performance
erce'ved “rg. 093 | -1,654 ,099
Support
(*p<0,05; **p<0,01; ***p<0,001) R?*=0,32 F=61,753 p<0,001 (Model 4)

Conclusion and Discussions

In order to achieve a higher market value and a sustainable growth pattern, the organizations have
an obligation to support their employees through systems and schemas beyond wage & regulations
respecting the employee's personal rights. The employees who perceive this organizational support
properly are more successful in their professional lives. On the other hand, the positive psychological
capital, which is another important factor that employees have, is important because of the positive
psychological factors that refine both the employees and the organization, especially during the period of
the crisis.

Within the scope of the research, it was investigated whether the mediating effect of the positive
psychological capital of the employees, who worked for the service sector in Istanbul and were influenced
by perceived the organizational support, on their performance. According to the results, the correctly
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perceived organizational support increases their performance. This finding of the research supports the
studies of Turgut (2014), Kurt (2013), and Karatepe (2012). So, organizational support increases
employee performance. Considering the role of positive psychological capital in terms of perceived
organizational support and the employee performance, which is another object of the research, it seems
that the perceived organizational support and positive psychological capital have an effect on the
perceived organizational support. It can be said that the positive phenomenon theory of Weiss and
Cropanzano (1996) is the basis for the role of positive psychological capital as a mediator. According to
this theory, employees are able to give emotional reactions within the context of their psychological
situation (psychological capital within the context of the events they experience around the business
environment and internal dynamics of the business environment), and as a result they develop business
attitudes (such as job satisfaction, organizational learning, performance) (Weiss ve Cropanzano, 1996:
12). In this context, the emotional reactions provided by the positive psychological capital at the point of
organizational innovation have left the end of the transformational leadership sense to the positive
psychological capital. This finding supports no other results in the literature. Therefore, the mediating
effect is an original contribution to the literature by this research. Based on these results, it is suggested
that future research should be carried out on different samples and that important demographic factors
such as age, gender, experience, education status, and related mediating role between these variables
should be investigated.
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ABSTRACT

Previous research has demonstrated that employees’ trust in their manager is strongly influenced by
their relationship with, and perceptions of, their manager. In this paper we draw on a convenience sample of
survey data from ICT companies operating in three countries - namely Australia, Turkey and Ukraine
(N=541). Furthermore, sub-components of trust and communication with the immediate manager mediate
the relationship between perceptions of character and organisational outcomes. Overall, our findings create
a new avenue for trust research by advancing the idea that perceptions of character are an important
antecedent of workers’ trust in management.

Keywords: Interpersonal Trust; Trust In Manager, Trust In Organisation, Perceived Character

ORGUTLERDE GUVEN: KARAKTER ALGISININ ROLU UZERINE KULTURLERARASI BIR ARASTIRMA

0z

Daha o6nce yapilan arastirmalar calisanlarin yoneticileriyle iligkilerinin ve yoneticilerine dair
algilarinin yoneticiye giivenlerini etkiledigini gdstermektedir. Bu ¢alismada kolayda érnekleme metoduyla
Avustralya, Tiirkiye ve Ukrayna’da ki bilgi iletisim ve teknoloji alanindaki érgiitlerden elde edilen veriler
(n=541) elde edilmistir. Giivenin alt bilesenleri ve ilk yoneticiyle olan iletisim, karakter algilari ile 6rgiitsel
ciktilar arasindaki iliskiye aracilik etmektedir. Genel olarak bulgular, karakter algilarinin calisanlarin
yonetime duyulan giivenin 6nemli bir 6nciilii oldugu fikrini gelistirerek, giiven arastirmalarina yeni bir yol
olusturmaktadir.

Anahtar Kelimeler: Giiven, Kisileraras1 Giiven; Yoneticiye Giiven, ()rgﬁte Giiven, Algilanan
Karakter
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Introduction

Trust has for decades been considered important in relationships within workplaces. It is argued
here that a manager’s character is a key theme in the trust literature that is largely overlooked in
empirical research, yet it is a potentially important component of the workplace. Building on previous
work demonstrating the antecedents of trust in the workplace (McGregor, 1967; Ciulla, 1998; Simons,
2002; Locke, 2003; McLoughlin, 2014), it is argued here that key concepts of honesty, integrity and doing
‘the right thing’ allow development of a construct for perceived character of managers in the workplace.
This perspective aligns with Dirks and Ferrin’s (2002) broad notion of character based trust focused on
the perception of the leader’s character. However, Dirks and Ferrin (2002) also found evidence that
differing trust referents (who is being trusted) can systematically alter the relationships between trust
antecedents and outcomes (see also Ferres and Travaglione, 2003). Therefore, this research explicitly
considers the perceived character of the immediate manager and of senior management separately.
Likewise, trust in the immediate manager and trust in the organisation are considered separately. This
research tests the relationship between perceived character and trust in three countries with quite
different cultures: Australia, Turkey and the Ukraine. This research explores a potentially important new
antecedent for trust, and seeks to provide a nuanced framework for trust within organisations.

Perceived character of immediate managers and senior management

A number of antecedents of trust imply that a manager’s character is a key theme. In their
important meta-analysis, Dirks and Ferrin’s (2002, p. 613) diagram notes that ‘drawing inferences about
character of leader’ is a vital component of trust, but that this was not examined empirically because of
insufficient data. This hypothesised relationship between character and trust has strong precedents. An
early example in the management literature is McGregor’s (1967: 164) argument that ‘[i]nconsistencies
between words and action decrease trust’. Particularly from an organisational behaviour perspective,
there is a clear link between perceptions of honesty, integrity and trust, for example, Burns (1978) argues
that “...leaders and followers raise one another to higher levels of motivation and morality’ (1978: 20).
Following Burns, Bass (1985) developed the idea of transformational leadership where followers trust,
admire, and respect a leader, but this does not address the issue that a leader may go in unethical,
immoral directions (Giampetro-Meyer, Brown, Browne, and Kubasek, 1998; Parry and Proctor-Thomson,
2002; Yukl, 1998). Arguing that Burns’ (1978) theory implied a ‘good’ leader, Ciulla argues that the
important question is not ‘What is the definition of leadership?’ but rather ‘What is good leadership?’
(1998:13), where the ‘... use of the word good here has two senses, morally good and technically good or
effective’ (Ciulla, 1998: 13). It is at this point that the notion of a worker’s perception of the character of
their manager parallels other key components of their trust in management, notably integrity and
competence.

Sison develops the argument further, suggesting that social capital (trust) is morally ambivalent
and in order to distinguish the trust present in the likes of the Mafia, the notion of character must be
introduced:

“Moral capital may be defined as excellence of character, or the possession and practice of a host of
virtues appropriate for a human being in particular sociological context. Nowadays, its meaning could also
be expressed by the word 'integrity’, a trait suggesting wholeness and stability in the person as someone
on whom others could depend or rely.” Sison (2003:31)

The concept of integrity is also used in organisational theory, but is not clearly defined and
understood (Rieke and Guastello, 1995). Butler and Cantrell, (1984) and Yukl and Van Fleet (1992)
viewed integrity, trustworthiness and honesty as synonymous (Dineen, Lewicki, and Tomlinson, 2006),
while Becker (1998) similarly uses integrity, honesty, and conscientiousness interchangeably. More
recently, Simons (2002) developed a model of ‘behavioral integrity’ (BI) by looking at the consistency of
behaviour with espoused views. This approach examined ‘the perceived pattern of alignment between an
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actor’s words and deeds’ (Simons, 2002:19). In other words this refers to ‘the extent to which employees
believe a manager ‘walks her talk’, and conversely, reflecting the extent to which they see her as ‘talking
her walk” (Simons, 2002:19). However, it has been argued that Simon’s (2002) created a ‘behavioural
consistency’ index, rather than an ‘integrity’ index (McLoughlin, 20114). Therefore, there is a need for the
broader notion of character with a perceived moral dimension, as Locke (2003) argues:

Finally, it is widely recognized that trust is an important concept in organizations, but there is
rarely any mention of where it comes from. Moral trust comes from an appraisal of the manager's
or leader's moral character. For example, to be trusted a manager should be honest (Locke,
2003:434).

For this reason a perceived character construct should contain the notions of honesty and doing
‘the right thing’. This view aligns well with Dirks and Ferrin’s (2002) broad notion of ‘character based’
trust focused on the perception of the leader’s character:

This perspective implies that followers attempt to draw inferences about the leader’s
characteristics such as integrity, dependability, fairness and ability and that these inferences have
consequences for work behavior and attitudes. (Dirks and Ferrin, 2002:612).

In order to capture dependability and fairness, this research includes notions of a manager
overcoming difficulties and putting subordinates’ needs before their own. As Morgan and Zeffane
(2003:58) point out, whichever set of components are measured, it remains the case that: ‘Employees
evaluate the key qualities of managers.... The literature strongly indicates that the concepts of trust and
character are related and research into trust in the workplace should therefore consider the perceived
character of the manager.

At least two approaches to the definition of character are possible. When defining the related
concept of integrity, Becker (1998:157-158) suggested an objective definition: ‘integrity is commitment in
action to a morally justifiable set of principles and values...” while Mayer and Gavin (2005:874) suggest a
subjective definition: ‘Integrity is the perception that the trustee adheres to a set of principles that the
trustor finds acceptable’. These two approaches are also applicable to the definition of character. Adapting
Sison’s (2003) definition of moral capital and Mayer and Gavin’s (2005) definition of integrity, this
exploratory research follows Mcloughlin (2014) in defining perceived character as: the perception that
the trustee adheres to a host of virtues appropriate for a human being in the particular sociological
context.

Trusting whom?

Ferres and Travaglione (2003) found that the referent operated as a moderator of the relationship
between trust and job performance, OCB altruism, job satisfaction, and organisational commitment, with
direct managers being particularly important (see also Dirks and Ferrin, 2002). In addition, the
relationship between trust and organisational commitment was higher when the referent was
organisational leadership, as opposed to direct leader. Given the importance of context, more recent work
in trust research (McEvily and Tortoriello, 2011) stresses that the difference in trust referent is important
in the operationalisation of research. This research therefore considers ‘trust in the immediate manager’
and ‘trust in the organisation’ as two different constructs.

Trust in the immediate manager

The view that ‘trust in management’ is important for organisational performance is widespread,
however the precise relationship between trust and performance remains unclear (Mayer and Gavin,
2005) - as, sometimes, is precisely who is trusting whom. Although Rousseau, Sitkin, Burt, and Camerer
(1998) developed a broadly accepted integrated definition of trust, Colquitt, LePine, Zapata and Wild
(2011) suggest that the literature still has two distinct streams: one exemplified by Mayer, Davis, and
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Schoorman’s (1995) model which emphasises the vulnerability aspect of the definition and the other
emphasising the expectations aspect of Rousseau et al.’s (1998). Differing theoretical perspectives on trust
have meant that the definition is much debated in the literature, despite some acceptance of Rousseau et
al’s (1998) definition of trust as a ‘psychological state comprising the intention to accept vulnerability
based upon a positive expectation of the intentions or behavior of another’ (1998: 395).

The alternative definition offered by Mayer, et al (1995:712) defines trust as the ‘willingness to be
vulnerable’ to the actions of the trust referent ‘irrespective of the ability to monitor or control that party’.
Operationalising this definition asks whether trust referents are allowed significant influence over the
trustors’ working lives (Mayer and Davis, 1999; Mayer and Gavin, 2005; Schoorman, Mayer and Davis,
2007). Mayer et al (1995) also posited ‘trustworthiness’ as constituting three qualities of the trust
referent: ability, benevolence, and integrity. Ability and integrity are the rational aspects of the reasons to
bestow trust in the referent, and they grow from past success and consistency between words, deeds, and
values (Colquitt et al, 2011:1000). Mayer et al (1995) reason that the trustor will be willing to be
vulnerable to another person if the latter is perceived as possessing these trustworthy traits. Similarly,
Clark and Payne (1997) identified six elements of trustworthiness when examining prior research
identified consistent themes across studies including integrity, competence, consistent behaviour, loyalty,
openness and showing respect. Conceptual models positing trust as an intended action (Clark and Payne,
1997; Albrecht, and Sevastos, 1999) also highlight a distinction between trust as a state of mind or feeling,
and trust as an ‘overt behaviour’ (Clark and Payne, 1997, p.206). The importance of viewing trust as a
behavioural intention is in line with arguments presented by Currall and Judge (1995) and Albrecht and
Sevastos (2000), which formally recognise the trustor’s willingness to act on perceptions of others’
trustworthiness. Within this behaviourist view, cognitive, affective and normative perspectives may help
outline the construct of trustworthiness rather than trust itself: ‘It is the willingness to engage in trusting
behaviour...which defines trust’ (Albrecht and Sevastos, 2000: 36).

While it is possible to see Rousseau et al’s (1998) definition as encompassing that of Mayer et al
(1995) however, as scholars have pointed out (Colquitt, Scott and LePine, 2007; Ferrin, Bligh and Kohles,
2008) this definition itself stresses two key elements - the willingness to be vulnerable and the
expectation of favourable treatment. This leads to difficulties in operationalisation, in that empirical
research generally attempts to measure an element separately: ‘Thus, while definitions of trust across
disciplines may be ‘not so different after all’ (Rousseau et al., 1998), operationalisations of trust would
appear to be quite different indeed.” (McEvily and Tortoriello, 2011:40).

This research adopts Rousseau et al’s (1998) definition of trust in an immediate manager as the
trust referent with an emphasis on the willingness to be vulnerable. Dirks and Ferrins’ (2002) meta-
analysis found evidence that differing ‘trust referents’ (who is being trusted) can systematically alter the
relationships between trust antecedents and outcomes (see also Ferres and Travaglione, 2003). Dirks and
Ferrin (2002) found that the referent operated as a moderator of the relationship between trust and job
performance, OCB altruism, job satisfaction, and organisational commitment. In addition, the relationship
between trust and organisational commitment was higher when the referent was organisational
leadership, as opposed to direct leader. Given the importance of context, more recent work in trust
research (McEvily and Tortoriello, 2011) builds on Dirks and Ferrin (2002) in providing a comprehensive
assessment of the measurement of trust in organisational research. On examining all the studies that used
Rousseau et al’s (1998) definition and the psychometric measurement of trust, they found a high degree of
fragmentation in measures used. Importantly they suggest more replication of the five of the most robust
trust scales to assist research in making meaningful comparisons across organisations and contexts.
Building on the dualism inherent in Rousseau et al’s (1998) definition, they proposed a framework for
measuring trust to allow for greater clarity in measuring three components: Trustworthiness Beliefs,
Trusting Intentions and Trusting Behaviours (2011: 39). This research uses Gillespie’s (2003) Behavioural
Trust Inventory for the measurement of trust in the immediate manager.
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Trust in Organisation

In researching organisational trust rather than interpersonal trust, the type and number of
dimensions used to frame trust fluctuates across scholars. Levin (1999) suggested that three dimensions
be used to structure an integrative trust perspective; cognitive trust, affective trust and cognitive-affective
trust. Extending this, later empirical evidence suggested that trust might at least have a cognitive, affective
and behavioural basis (Albrecht and Stevastos, 1999, 2000; Clark and Payne, 1997; Cummings and
Bromiley, 1996). Albrecht and Sevastos (1999) found support in their research for the convergent and
discriminant validity of five dimensions of trust in senior managers in their research: dispositional,
cognitive, affective, behavioural, and normative-based trust. In operationalising trust as a behavioural
intention, Ferres (2003) used the willingness approach mentioned above (Currall and Judge, 1995;
Albrecht and Sevastos, 2000). Her empirical study demonstrated a statistically robust method of
measuring trust in the organisation from various aspects: affective organisational trust, behavioural
organisational trust, cognitive organisational trust and social normative organisational trust.

This research focussed on Information, Communication and Technology (ICT) workplaces,
accordingly Rousseau et al’s (1998) definition of trust is also adopted for the organisational level.
Important variables such as organisational change and managerial actions or lack of action should be
considered in the research. For example, there is a clear link between increased participation in a change
process and improved perceptions of ‘honesty and integrity’ (Clark and Payne, 1997), which can
‘counterbalance the negative effect of change on trust’ (Morgan and Zeffane, 2003:69). In addition, Morgan
and Zeffane (2003:69) found that ‘[p]erceptions of low decision-making participation, being uninformed,
lack of communication and poor follow-up are also situational factors that increase cynicism’. The
theoretical model drawn from the literature is specified in Figure 1.
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Figure 1: Initial (Theoretical) Model
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Method

Participants were sourced by the authors - employees in ICT organisations in their respective
countries, in a convenience sample. An online survey, previously developed by McLoughlin (2014) was
used, predominantly circulated via email invitation. Data analysis was conducted using partial least
squares path modelling in XLStat. The relationship between ‘perceived character’ and trust was first
explored within the ICT industry in Australia (McLoughlin, 2014). This current research seeks to
undertake a similar study using two additional languages and cultures, and employees of a new
multinational organisation! within Australia. Consistent with the original research, verified constructs are
included in this study. Figure 1 shows the initial theoretical model. The main trust measures used for
trust in manager are Trust Reliance and Trust Disclosure, from the Behavioral Trust Inventory (Gillespie,
2003). Trust in organisation will be assessed using questions from Ferres (2003) for the variables
Behavioural Organisational Trust (BO), Cognitive Organisational Trust (CO) and Social Normative
Organisational Trust (SNO).2

Mcloughlin’s (2014) Perceived Character of Immediate Managers and Perceived Character of
Senior Management are included as antecedents, as are change and participation constructs based on the
Dunphy and Stace (1990, 1993) contingency model. Change is potentially negative for trust and an
important factor in the IT industry, while participation in change decision making is a measure of style of
change leadership (Dunphy and Stace, 1990, 1993). The final hypothesised antecedent is communication.
In the Australian study, Mcloughlin (2014) found that the communication by the immediate manager and
communication by senior management were also different constructs and so the same measures are used
for this research.

For the outcomes, McLoughlin (2014) based the hypothesised relationships on Dirks and Ferrin’s
(2002) framework, and the same measures are used here: Organisational Citizenship Behaviour (OCB),
Job Satisfaction, Support for Change Direction and Affective Commitment Two demographic variables
were included - gender and supervisor.3 The target population was identified by organisational function
and occupation and needed to be an industry that operated similarly in different countries. The IT
industry has strong commonalities across countries due to being a globalised industry. IT organisations
are also considered an archetypal knowledge-based workplace (Frenkel, Korczynski, Donoghue and Shire,
1995). Workers in knowledge based industries are also often regarded as working in environments of
greater trust and autonomy (Kanter, 1997; Frenkel, Korczynski, Shire and Tam, 1999, Jennex, 2007;
Chung and Jackson, 2011), although this is contested (Hoffman, Hoelscher, and Sherif, 2005; Korsgaard
and Sapienza, 2002; Adler 2001). The proliferation of smartphones, tablets and other mobile technology
decade has attracted the attention of scholars who have examined its impact on work practices, attitudes
to work and work-life conflict (Mazmanian, Orlikowski and Yates, 2013; Pocock and Skinner, 2013;
Towers, Duxbury, Higgins, and Thomas, 2006). An important aspect of IT workplaces is whether mobile
technologies afford greater autonomy and participation to employees by allowing them to work anytime
or anywhere, or whether a mobile device simply acts as an ‘electronic leash’ (Mazmanian, Orlikowski and
Yates 2006:339) further binding people to the office, potentially diminishing trust.

Data

The authors in each country translated the survey into the local language and then back translated
the questions to ensure reliability. Respondent employees within local IT organisations were then sought.
A total of 541 people responded to the survey, with the largest representation form an Australian
multinational ICT organisation (59%), followed by Turkish IT organisations (22%) and the IT
organisations in the Ukraine (19%). The Ukraine has legislation which favours small IT companies and

1 Not involved in the 2014 research

2The 2014 research adapted questions to be clear whether the referent was “my immediate manager”,
“senior management” or “this organization”

3 The specific questions are available from the corresponding author upon request
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this resulted in a larger percentage of supervisors responding, when compared to the results from Turkey
and Australia (see Table 1).

Table 1: Demographic Information

Country | Responses Gender Supervisor
Australia 320 Male 222 Yes 112
Female 97 No 205
Turkey 121 Male 88 Yes 41
Female 33 No 80
Ukraine 100 Male 59 Yes 65
Female 41 No 35

As this research explores the complex variables related to trust, the issues may be addressed using
Partial Least Squares (PLS). As a component-based structural equation modelling technique, PLS offers
several advantages over the better-known covariance-based SEM (CBSEM) methods. Where CBSEM relies
on a maximum likelihood function to obtain parameter estimates for latent structural modelling, PLS
focusses on the explanation of covariance across the model. Both CBSEM and PLS enable researchers to
answer a set of interrelated research questions in a comprehensive model simultaneously (Gefen, Straub
and Boudreau., 2000). The PLS technique however, offers a stronger explanatory rationale for multiple
variables and a more nuanced understanding of possible pathways and smaller sample sizes (Chin, 2010).

Validity and reliability of measures

Turning first to the validity of the questions: The initial testing addresses discriminant validity,
ensuring the questions are more strongly related to the variable they seek to capture, rather than any
other question or variable. This testing is initially conducted by checking the cross loadings for all of the
questions against all of the other questions (the monofactorial cross loadings). Each question loading on
its own variable must be the highest number both across that row and down that column. A second test of
discriminant validity is recommended using Fornell and Larcker’s (1981) Average Variance Explained
(AVE). The latent variables should be greater than the square of the correlations among the latent
variables. Chin (2010) recommends that the AVE should also be higher than 0.5 for all questions, meaning
that questions should account for at least 50% of the variance.

Once the discriminant validity has met these benchmarks, the next test considers the consistency
of the questions within the variable using Composite Reliability and Cronbach’s Alpha. The calculation of
Cronbach’s Alpha holds all of the paths from the questions to the variable as equal, although some
questions may be stronger representatives of the variable than others. PLS accounts for this by giving
each question a weighting that maximises the variance explained for the prediction of the variable.
Therefore, a better measure of internal consistency in PLS is Composite Reliability which allows variable
path weights (Chin, 2010). However, due to Cronbach’s widespread use, and for comparability with other
studies, both Cronbach’s Alpha and Composite Reliability (Dillon-Goldstein's rho) are reported here.
Finally, the weighting in PLS also enables the retention of weaker questions because the weighting
minimises those questions, or those questions can be removed. On balance, a superior internal ‘reliability’
can often be obtained in PLS by removing problematic questions.

At this stage, the statistical model itself is not being tested, rather the discriminant validity and
reliability of the variables are being assessed.* Given the small (per country) sample size, weaker
questions were eliminated and then reliability re-assessed. Table 2 indicates that the variables do meet
the reliability criterion with D.G. rho above 0.7, with conventional Cronbach’s Alpha comparison.

4 Although Change met the validity and reliability criteria (Cronbach's alpha: 0.894 and D.G. rho:0.927) it

is removed in the next step, the results are not reported in Table 2.
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Table 2: Composite Reliability and Cronbach’s Alpha (n=541)

. . . Cronbach's D.G. rho
Latent variable Dimensions alpha (PCA)
Perceived Character (Immediate) 6 0.899 0.923
Communication (Immediate) 3 0.882 0.927
Participation 3 0.532 0.762
Trust Disclosure 5 0.813 0.872
Trust Reliance 5 0.875 0.910
Communication (Org) 3 0.803 0.884
Perceived Character (Org) 5 0.877 0.911
Trust BO 3 0.789 0.877
Trust CO 3 0.808 0.887
Trust SN 3 0.805 0.885
Job Satisfaction 2 0.555 0.818
Affective Commitment 3 0.694 0.831
Support for Change Direction 3 0.667 0.819
OCB 3 0.830 0.898

The literature and the Australian research suggested an exploratory theoretical model for
examining trust in ICT workplaces. Due to the small sample size from each country, the combined
maximised model was tested. Because all of the testing mentioned so far is done in the context of a
structural model, the theoretical model is specified as a statistical model in XLStat.> The theoretical model
is assumed until both discriminant validity and Composite Reliability have been established, although the
poor questions relating to a variable may be removed. Only then does the testing of the statistical model
itself commence.

The logic of this analysis has been to utilise the capacity of structural equation modelling to
develop a nuanced understanding of how trust operates within ICT workplaces across three countries.
Mediation is first established through comparing the direct effects model, the partial mediation model
and the trust mediated model. Analysis of the strength of the paths, the variables and their significance
allows for the most statistically robust model based on the data to be developed. Comparison of the direct
effects model, the partial mediation model, and the trust mediated model in that research completed the
three steps recommended by Baron and Kenny (1986) to demonstrate mediation. Those tests revealed
that the ‘trust only’ mediated model did not provide the best fit with the data.

Results

The 2014 Australian research (n=225) established a GoF of 0.940* and the mean R? of 0.493. In this
research, testing of relationships between the variables, identifies the model which most robustly
represents the data collected, as set out in Figure 2. It shows the highest GoF of 0.959* and the mean R? of
0.583. Table 3 provides the details of the values, with all of the values and paths significant at the 0.05
level (using bootstrapping).6

5 The analysis for this paper was done in XLStat,2017, version 19.01.

6 Chin (2010) recommends bootstrapping for testing significance. The number of re-samplings
recommended for confidence intervals is 1000 (Efron and Tibshirani, 1986). Confidence interval
testing produces a lower and an upper bound (at the 95% level for this research) and neither bound
should contain zero for the benchmark to be achieved (Chin 2010).
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Table 3: Significance Testing, Rz and p value for Maximised Model

Value Standard |Critical | Lower|Upper
Latent variable Value (Bootstrap) error ratio |bound|bound| Dependent Variable R2 p
(Bootstrap) | (CR) [(95%)|(95%)
Perceived Character (Immediate) 0.869 0.870 0.012 73.136 | 0.847 | 0.893 Communication 0.756 | 0.05
Perceived Character (Immediate) 0.734 0.736 0.022 33.466 | 0.690 | 0.777 Trust Disclosure 0.539 | 0.05
Perceived Character (Immediate) 0.804 0.804 0.019 43.109 | 0.764 | 0.836 Trust Reliance 0.646 | 0.05
Participation 0.281 0.281 0.008 34.151 0.263 0.296
Communication (Org) 0.321 0.321 0.007 44.352 0.306 0.335 Trust BO 0.694 | 0.05
Perceived Character (Org) 0.335 0.335 0.007 46.288 0.320 0.349
Participation 0.276 0.276 0.009 32.339 0.258 0.292
Communication (Org) 0.326 0.326 0.007 47903 0.312 0.339 Trust CO 0.697 | 0.05
Perceived Character (Org) 0.335 0.335 0.006 52.228 0.322 0.348
Communlcatlon (Org) 0.387 0.387 0.013 30.273 0.360 0.411 Trust SN 0.616 |0.05
Perceived Character (Org) 0.433 0.432 0.010 41971 0.411 0.452
Trust BO 0.220 0.221 0.009 23.282 0.202 0.239
Trust CO 0.247 0.248 0.008 29.939 0.230 0.263 Job Satisfaction 0.413 | 0.05
Trust SN 0.224 0.224 0.012 18.924  0.201 0.246
Communication IWA 0.132 0.132 0.007 17.826 0.117 0.147
Trust Disclosure 0.117 0.117 0.008 14,113 0.100 0.132
Trust Reliance 0.131 0.131 0.008 16.597 0.115 0.146 Affective Commitment| 0487 | 0.05
Trust BO 0.168 0.168 0.006 25.922 0.156 0.181
Trust CO 0.161 0.161 0.006 25.297 0.148 0.173
Trust SN 0.149 0.149 0.008 19.481 0.134 0.164
Communication IWA 0.182 0.183 0.010 18.582 0.163 0.202
Trust BO 0.217 0.217 0.008 28.792 0.202 0.231 | Support for Change 0.550 | 0.05
Trust CO 0.232 0.233 0.007 34.394 0.219 0.246 Direction ' '
Trust SN 0.224 0.225 0.009 23.859  0.205 0.242
Communication IWA 0.187 0.187 0.009 21.629 0.169 0.203
Trust Disclosure 0.148 0.148 0.010 14,935 0.129 0.168
Trust Reliance 0.147 0.148 0.010 15.285 0.128 0.166 OoCB 0.429 | 0.05
Trust BO 0.150 0.150 0.009 17.065 0.131 0.168
Trust CO 0.156 0.156 0.008 19.333 0.140 0.171




Figure 2: Maximised Model
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Figure 2 and Table 3 show that the following antecedent associations are significant and positive at
the .05 level. Perceived character of the immediate manager is significantly associated with
communication (immediate manager), trust disclosure and trust reliance. Perceived character of senior
management is significantly associated trust in the organisation (Trust BO, CO, SN). Communication
(senior management) is significantly associated with trust in the organisation (Trust BO, CO, SN).
Participation is significantly associated with two elements of trust in the organisation (Trust BO, CO).

Figure 2 and Table 3 also show that with trust in the organisation (Trust BO, CO, SN) is significantly
associated with all organisational outcomes - the one exception being Trust SN and OCB. Communication
(immediate manager) is significantly associated with all organisational outcomes - the one exception
being job satisfaction. Trust in the immediate manager (Reliance and Disclosure) is significantly
associated with affective commitment and OCB.

Discussion

There are a number of important implications from the results. First, increased understanding of
the antecedents, outcomes, and role of trust in the international ICT industry. Second, ‘who trusts whom’
does make a difference as the different operations of trust at different hierarchical levels within the
organisation attest. Character of manager is a strong driver of trust for the immediate work area (and
communication), perhaps because of the interpersonal dimensions of trust. Character of senior
management and communication are shown to be the strongest drivers of trust for the organisation, with
participation in decision making also important. As expected by Dirks and Ferrin (2002), perceived
character is an important factor in determining trust. Another expectation of Dirks and Ferrin (2002) is
also confirmed in this study - the relationship between trust and affective commitment had a higher value
when the referent was organisational, as opposed to trust in the immediate manager.

The fact that communication with the immediate manager has important direct effects on support
for change direction, OCB and affective commitment is perhaps unsurprising. However, the mediation of
immediate work area communication in a similar way to trust was unexpected. Less surprisingly,
organisational communication is mediated through the three subcomponents of organisational trust
indicating an important difference in the referent for communication. New knowledge is gained through
the finding associations other than trust may also depend on who the referent is. The implication is that
one should be wary of theorising about trust and communication in general, but rather specify ‘trust in
whom’, and ‘communication with whom'.

Another contribution is the differentiated nature of the results for the impact of character of
managers and senior management. As with other trust antecedents, the theoretical model posited that
immediate managers have a different impact on trust when compared to senior management. Trust
research often does not consider differences of trust within organisations. These findings have identified
the antecedents and outcomes of trust within a small sample of ICT workplaces, however, there is a strong
possibility that these findings have implications for theories of trust within other workplaces.

Limitations and further research

Further research should seek to engage in more sophisticated designs, in order to better reflect the
nuances of the various levels of management within organisations. Organisations, even small local ones
appear to have a complexity in their hierarchy, which is more often expected in multinational
corporations. These different circumstances within organisations may be fruitful ground for additional
research into the impact of both trust referent and communication referent. The measure of ‘perceived
character of manager’ would appear to be a strong trust antecedent, which influences other generally
accepted antecedents, such as communication. Confirming the usefulness of the measures in other trust
studies and in other industries may be fruitful areas for further research. All of the findings of this
research would also benefit from longitudinal study.
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