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It is assumed that the articles submitted for publication in our journal are
written in ethical principles and the authors have obtained the necessary legal
approvals from the relevant ethics committee. The responsibility of this matter
belongs to the authors. Scientific responsibility for the articles belongs to the
authors themselves. Published articles could be cited in other publications

providedthatfullreferenceisgiven.
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Degerli Bilim Insanlari,

Isletme Bilimi Dergisinin 2022 yilimn ilk sayist olan Cilt 10 Say: 2'i sizlere
sunmamn gururunuy yasiwyoruz. Isletme Bilimi Dergisi gecmis sayilarinda oldugu
gibi bu sayisinda da Modern Isletmeciligin cesitli disiplinlerinden onlarca makaleyi
sizlere sunmug bundan sonraki sayilarinda da ayni hedefi benimsedigimizi bildirmek
isteriz.

Dergimizin bu sayisinda 5 makale yer almaktadir. Bu makalelerden ilki Oguz
TURKAY ve Burak ATASOY tarafindan yazilan “Orta Kademe Yoneticilerinin
Stratejik Davramslar: Uzerine Is Doyumu Ve Duygusal Baglhligin Etkisi” bashkl
makaledir. Makale Turizm Isletmecili§i alaninda olup, orta kademe yoneticilerin
sergilemeleri beklenen stratejik davranmislarin ortaya ¢tkmasinda onlarin is doyumu
ve duygusal bagliliklarimin etkilerini belirlemek amaciyla kaleme alinmgstir.

Sayinn ikinci makalesi Yaprak KALAFATOGLU "nun hazirlamis oldugu
“Catisma Yonetim Stillerinin  Onciillerine Yonelik Bir Arastirma: Bilingli
Farkindalik Ve Duygusal Zekanin Rolii” baglikli makaledir. Makalede bilingli
farkindaligin isbirlikci catisma yonetimi stillerine olan etkisinde duygusal zekinin
aract rolii incelenmigtir.

Sayimn digiincii makalesi Ferda ALPER AY tarafindan kaleme alinan
“Istismarci Yonetim, Orgiitsel Mutluluk Ve Is Performans: Arasmdaki liski”
bashikli makaledir. Saglik Yonetimi alaninda olan bu makalenin amact istismarci
yonetim, is performanst ve orgiitsel mutluluk arasindaki iligkilerin belirlenmesidir.

Sayimn bir diger makalesi “Kamu Kurumlarimda Sanal Kaytarmaya Yonelik
Bir Olcek Gelistirme Calismast” baslikli makaledir. Yazarlar Abdulkerim GULER
ve Yilmaz GUNEL bu makalede kamu kurumunda calisanlarin sanal kaytarma
davramslarimin degerlendirmeyi ve gecerli ve giivenilir bir 6lgme aract gelistirmeyi
amaclamiglardir.

Sayimin son makalesi Buket KAYA ve Demet UNALAN tarafindan kaleme
alinan “Hemsirelerde Orgiitsel Sessizlik Diizeyinin Duygusal Emek Uzerine
Etkisinin Arastirilmast” baslikli makaledir. Makalede yazarlar hemsgirelerde orgiitsel
sessizlik diizeyinin duygusal emek iizerine etkisinin hemgireler Ornekleminde
arastirilmasini amaclanuglardir.

Yukarida kisaca deginilen makalelerden anlasilacag: iizere dergimizin bu
sayist da Isletme Biliminin farkli disiplinlerinden makaleler ile sizlerin
huzurundadir. Dergimize gondermis olduklar1 makaleler ile katki saglayan tiim
yazarlarimiza, makalelerin deSerlendirilmesi icin kiymetli vakitlerini ayiran
saygideger hakemlerimize ve makalelerin dergide yayinlanmaya hazir hale gelmesi
icin yogun bir gayret gosteren editor kurulumuz ve dergi sekretaryamiza
tesekkiirlerimi sunarim. Sonraki sayilarmmizda isletmeciligin giincel ¢alismalarim
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Isletme Bilimi Dergisi ~ bilim diinyastmin  hizmetine sunmak icin siz degerli bilim insanlart ve
2022 aragtirmacilarin katkilarini bekliyoruz. Dergimizin okurlarumiz ve bilim insanlarina
Cilt:10 Say1:2 faydali olmas: dileklerimle. ..
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0z
Amag: Orta kademe yoneticilerin stratejik davranislars, {istlerine ve astlarina yonelik
sergilenen ve aslinda isletmenin en {ist karar otoritesiyle en alt uygulama birimini
birbirine baglayan kritik bir dizi davranis kalibin1 kapsamaktadir. Bu arastirmanin
amaci, orta kademe yoneticilerin sergilemeleri beklenen bu davramislarin ortaya
¢ikmasinda onlarin is doyumu ve duygusal baghliklarinin etkilerini belirlemektir.
Yontem: Arastirmanin ¢alisma evreni Istanbul’da yer alan (S class, 2 ve 3%, 4%, 5%)
konaklama isletmelerinin orta kademe yoneticileridir. 2017 yilinda kolayda
orneklem tekniginden yararlanilarak 391 katilimcidan veri elde edilmistir. Verilerin
analizi siirecinde SPSS Amos yazilimindan yararlanilmisgtir.
Bulgular: Konaklama isletmelerinde calisan orta kademe yoneticilerin ast ve
iistlerine yonelik stratejik davranislarinda is doyumu ve duygusal baghliklarnin
etkisi oldugu tespit edilmistir.
Sonug: Konaklama isletmelerinde orta kademe yoneticiler, misafirler ile dogrudan
temas halinde olma yaninda, astlardan aldiklari bilgiyi tepe yonetime ulastirma, ist
yonetimin politikalarinin astlarca benimsenmesini saglama ve uygulamalarin da iist
yonetim adina denetimini yapma gibi stratejik roller {istlenmektedir. Orta kademe
yOneticilerin gorevlerini icra ederken, is kosullarinin tatmin edici olmasinin kuruma
olan bagliligini arttirdig1 sonucuna ulasilmistir. Yoneticilerin yiiksek is doyumu ve
kurumsal bagliliginin ast ve {istlere yonelik davranislarini acikladigr goriilmiistiir.
Otel isletmelerinin Orgiitsel hedeflerine erismesi agisindan orta kademe
yoneticilerini desteklenmesi, is doyumu ve duygusal baghliklarini artiracak
¢ozlimler gelistirmesi ve bu yoneticilere bu kapsamda cesitli olanaklarin saglanmasi
onemli goriilmektedir.
Anahtar Kelimeler: Otel, orta kademe yonetici, stratejik davranis, is doyumu,
duygusal baglilik
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Orta Kademe THE EFFECT OF JOB SATISFACTION AND

;fr';f;fl‘je““m AFFECTIVE COMMITMENT ON THE STRATEGIC

Davranislar BEHAVIOR OF MIDDLE-LEVEL MANAGERS

Uzerine Is

Doyumu ve ABSTRACT

]I;u};gluvs al Etkisi Aim: The strategic behaviors of middle managers cover a critical set of behavior
agliligin Etkisi patterns that are displayed towards their superiors and subordinates and that

164 actually connects the top decision authority of the enterprise and the lowest

implementation unit. The purpose of this research is to determine the effects of their

job satisfaction and affective commitment on the emergence of these behaviors that
middle managers are expected to exhibit.

Method: The study population of the research is the middle level managers of
accommodation enterprises located in Istanbul (S class, 2 and 3%, 4%, 5%). In 2017, data
were obtained from 391 participants by using the convenience sampling technique.
SPSS Amos software was used in the analysis of the data.

Findings: It has been determined that job satisfaction and affective commitment
have an effect on the strategic behaviors of middle-level managers working in
accommodation businesses towards their subordinates and superiors.

Conclusion: In accommodation establishments, middle-level managers, in addition
to being in direct contact with the guests, undertake strategic roles such as conveying
the information they receive from the subordinates to the top management, ensuring
that the policies of the senior management are adopted by the subordinates, and
auditing the practices on behalf of the senior management. It has been concluded
that the satisfactory working conditions of middle-level managers increase their
commitment to the institution while performing their duties. It has been observed
that high job satisfaction and corporate commitment of managers explain their
behavior towards subordinates and superiors. It is considered important for hotel
businesses to support middle level managers in terms of reaching their
organizational goals, to develop solutions that will increase their job satisfaction and
affective commitment, and to provide these managers with various opportunities in
this context.

Keywords: Hotel, mid-level manager, strategic behavior, job satisfaction, affective
commitment
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I. GIRiS

Rekabetin yikic etkilerinin bulundugu ticari atmosferde, rakipler
tizerinde bir dstlinlitk olusturma ve rekabet giiciinii siirdiirme
organizasyonlarin temel endisesidir (Késeoglu et al., 2020). Isletmeler,
cevresel belirsizlik karsisinda performanslarinin nasil arttirilacag: ve rekabet
ortaminda stratejilerin nasil gelistirebilecegi konusuna o6zel Onem
vermektedir. Kiiresel degisimler, organizasyonlarin misyon ve vizyonlarini
hayata gecirme siirecinde belirsizlik yaratmaktadir. Burada daha etkin bir
tutumu ortaya koymak stratejik yonetim ile miimkiin olabilmektedir (Kaya,
2010). Turizm gelirleri igerisinde sahip oldugu yiiksek pay ile konaklama
endiistrisi de stratejik yonetim anlayisinin 6énemli goriildiigii alanlardan
birisidir (Akbaba & Giinlii, 2011; Odemis & Yesiltas, 2016).

Yogun rekabetin stratejik derinligi gerekli kildig1 konaklama
endiistrisinde (Turkay & Mirzayeva, 2016) faaliyet gosteren isletmelerin en
temel amaci belirlenen kar hedefine ulagsmay1 saglayacak doluluk oranini
elde etmektir. Bu hedef; hizmet kalitesi ve miisteri memnuniyeti sonrasinda
olusan rekabet giiclinden gegmektedir (Kaya, 2010). Rekabetci bir gerceveye
uyum saglamak adina, konaklama sektorii igin kesin smirlar ile belirlenen
bir organizasyon yapisindan ziyade daha esnek, aktif ve calisanlarin
kararlara katilimini destekleyen bir yonetim anlayist uygun goriilmektedir
(Odemis & Yesiltas, 2016). Bu nedenle kurumlar igin farkli diizeylerde
¢alisanlarin orgilitiin rekabetciligine nasil etki {irettigi konusu Onem
kazanmaktadir. Tepe yOnetimi iizerine olusan farkindalik degiserek orta
kademe yoneticiler (OKY) ve bu yonetim grubunun kurum icindeki roliine
odaklanilmistir (Aricioglu et al., 2020).

OKY, alt diizey ¢alisanlar ile {ist yonetim arasindaki bilgi alisverisini
saglamasi nedeniyle degisime Onciiliik eden bir fonksiyona sahiptir (Lansu
et al.,, 2020). Degisiklikleri fark eden ve bunlara yanit veren ilk kademe
olmalar1 nedeniyle OKY, organizasyonun yapis1 ve basarisi gibi konularda
biiyiik etkiye sahiptir (Do & Nuth, 2020). Ust yénetimin karar alim siirecinde
gereksinim duydugu bilgi alis verigini yonetirler (Bukh & Svanholt, 2020).
Bununla birlikte OKY, {iist yonetim ve alt kademe ¢alisanlar1 arasinda bir
bagdir. Organizasyon igerisinde siirekli iyilestirmeyi saglarlar (Alnajem &
Dhakal, 2012; Hermkens et al., 2020).

Konaklama igletmelerinde stratejik yonetim siiregleri icra edilirken
basarty1 saglayacak kaynaklardan biri is gorenlerdir. Konaklama
endiistrisinin 7/24 faaliyet gosteren emek yogun bir yapiya sahip olmasi bu
durumun temel belirleyenidir (Akova & Isik, 2008). Bununla birlikte
yonetim siireclerinde yenilik¢i goriislerin ortaya ¢ikarilmasi ve yeni
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Orta Kademe fikirlerin gelistirilmesi, ¢alisanlarin kararlara katiimina ve stratejik yonetim
Yoneticilerinin siireglerine dahil edilmelerine baghdir (Erdem et al., 2011; Akbaba & Giinlii,
Stratejik 2011; Koseoglu et al., 2020). Calisanlar, tiiketici ve paydaslar nezdinde
Davranislar: isletme itibarini1 6grenmek adina tepe yonetim i¢in 6nemli bir araci (Esenyel,
Uzerine is 2020), yeni fikirler i¢in de Onemli birer kaynaktir (Ng, 2020). Ancak,
Doyumu ve calisanlar: stratejik yonetim siireclerine dahil etmek veya onlarin fikir ve
Duygusal enerjisinden yararlanmak biiyiik oranda OKY’nin performansina baglidir.
Bagliligin Etkisi

Wooldridge et al., (2008), degisim ve gelisim siirecinde OKY'nin
166 perspektifini iceren yeni fikirlerin belirlenmesi ve tretilmesinin kurumlar

i¢in oldukga 6nemli oldugundan s6z etmektedir. Ciinkii OKY, alt diizey is
gorenlerin ¢alisma kosullar1 veya onlar hakkinda gesitli bilgilere sahip
olmalar1 nedeniyle {ist yonetimin karar alma siirecini kolaylastirir (Do &
Nuth, 2020). Organizasyonlarda {ist yonetimler, bir strateji olusturma veya
genel yonetim sistemine iliskin herhangi bir konuda karar alirken, OKY'nin
bilgisine ve goriisiine ihtiyag duyar (Deschamps, 2019). Benzer sekilde
Aricioglu et al., (2020), OKY'nin gorev ve yetki alanlar: itibariyle oldukca
onemli oldugundan ve ayni1 zamanda her gegen giin kurumlarin stratejik
yonetim siireglerine daha fazla dahil oldugundan s6z etmektedir. Bununla
birlikte OKY, iist kademeden gelen emirleri astlara ulastirma ve ayr sekilde
astlarin taleplerini iistlere iletme gibi araci role sahiptir (Kuruiiziim et al.,
2008). Ancak, mevcut literatiirtin OKY'nin ast-iist arasindaki kritik roltinii
oynamada hangi kosullarin etkili oldugunu agiklamada oldukga sinirl
kaldig1 sOylenebilir. OKY’in gerek {iistlerine kars: gerek astlarina karsi yerine
getirmeleri gereken gorevlerini icra etmeleri hangi kosullara baglhidir? Bu
¢alisma bu soruyu is doyumu ve orgiite duygusal baghlik perspektifinden
ele almaktadir.

Konaklama igletmelerinde calisanlarin is doyumu farkl agilardan
kapsamli sekilde incelenmistir. Is karakteristikleri ve oOrgiitsel baglhlik
(Ozturk, Hancer & Im, 2014), orgiitsel destek ve duygusal baghilik (Bilgin &
Demirer, 2012), dontistimcti liderlik (Atmojo, 2012), duygusal zeka (Wolfe &
Kim, 2013), duygusal ve maddi 6diiller (Koo et al., 2020), liderlik tarzi
(Dedeoglu et al., 2015), isten ayrilma niyeti (Grobelna et al., 2016) ve kisilik
ozellikleri (Yildirim et al., 2016) is doyumu ile birlikte ele almip g¢alisilan
boyutlardir. Is doyumunun otel igletmelerinde OKY 6zelinde de
sorgulandig1 goriilmektedir (Ngah et al.,, 2013). Diger yandan, duygusal
baghlik ve is doyumu ile iliskisi de otel galisanlar1 6zelinde incelenen
konulardir (Ozdemir et al., 2017).

Ancak bu arastirma onceki ¢alismalardan farkli olarak konuyu
sadece yoneticilerin is doyumu diizeyini OKY’den secilen bir orneklem
agisindan degerlendirmekle veya is doyumu ve duygusal baghligi otel
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calisanlart icin ele almakla kalmamaktadir. Is doyumu ve duygusal
baghligin orta kademe yonetimin stratejik islevlerini yerine getirme
durumunu ne denli etkiledigini incelemektedir. Odaklanilan konu otel
OKY'inin stratejik davranmiglarinin 6nctilleri olarak is doyumu ve duygusal
baghligin incelenmesidir.

II. KAVRAMSAL CERCEVE
2.1. OKY’in Stratejik Davranislar

Isletmelerde tepe ya da {ist kademe yonetim daha ¢ok stratejik bakis
gelistirmek ve bunun gereklerini ortaya koymakla ugragsmaktadir.
Dolayisiyla stratejik bir bakis agisiyla isletmenin gelecegini bigimlendirmek
ve uygulamalar i¢in karar vererek cergeveyi ortaya koymak bu kademenin
gorevidir. Orta kademe yoneticileri ise isletmenin fonksiyonlarinin geregini
yerine getirmektedirler. Orta kademe yoOneticiler genellikle bir boliimiin
basinda bulunurlar ve bu bolimiin sevk ve idaresi onlarin
sorumlulugundadir. Bu pozisyonda gorev yapan Kkisiler isletmelerin
omurgast durumundadirlar (Tayfun & Kiliglar, 2007). Orta kademe
yoneticiler her isletme i¢in 6nemli olmakla birlikte emek yogun olma 6zelligi
nedeniyle konaklama sektoriinde daha da fazla Onem arz etmektedir
(Tayfun & Kiliglar, 2007). Orta ve alt kadem yoneticileri bir liderlik basamagt
olarak ele alan Zand (1997:4) bu asamanin stratejilerin eyleme doniistiigii
asama olduguna dikkat c¢ekmekte ve OKY’lerin oOnemine vurgu
yapmaktadir. OKY’in liderligi ¢alisanlarin tutum ve verimligini ¢ok biiytiik
oranda etkilemektedir.

Tepe yoneticilerin, alt diizey g¢alisanlarin takip etmeleri gereken is
siireglerini diizenleyecek kurallar1 gelistirmesi kolay olmayabilir. Yani sira
¢alisanlarin  hangi konularda egitilmesi, ne igin yetkilendirilmesi,
denetimlerinin nasil gergeklestirilece§i ve nasil yonetilecegine iligkin
kararlar1 da yonetim tek basina alamayabilir. Tiim bu yonetimsel eylemler,
alt diizey calisanlardan elde edilebilecek bilgiler 1s181nda yapilabilir. Ancak
bu bilgileri dogrudan tist yonetimin elde edememesi, OKY’nin roliinii 6ne
¢ikmaktadir (Choi & Lawry, 2020).

OKY, vizyon ve hedefleri iist yonetimden Ogrenerek, alt diizey
calisanlar tarafindan gergeklestirilmesi icin asagr yonlii bir destek
saglamaktadir. Yine OKY'nin iist yonlii fonksiyonu ise stratejik kararlarin
revize edilmesini saglayan bilgileri alt diizey calisanlardan elde etmektir.
Dolayisiyla OKY, alt ve tiist yonlii girisimleri ile stratejik yonetim siirecinde
yadsinamaz bir role sahiptir (Tarakci et al., 2018). Knox (2020), tepe
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Orta Kademe yOnetimin ne zaman stratejik revizyon yapmasi gerektigi konusunda gerekli
Yoneticilerinin bilgiyi alt diizey ¢alisanlardan elde ettiginden s6z eder. Ancak, bu iletisimin
Stratejik ¢ogu zaman miimkiin olamadigl vurgulanmakta ve burada OKY'nin bir
Davranislari koprii gorevi tistlendigi belirtilmektedir. Ukil & Akkas (2017) de OKY’in
Uzerine is yonetim siirecine dahil olmasinin isletmelerde stratejik degisim i¢in 6nemli
Doyumu ve oldugunu ortaya koymaktadir.

Duygusal

Tiirk & Kara (2017), stratejik yonetim stirecinin {ist kademeden alt
kademeye dogru hiyerarsik olarak egilim gosterdiginden soz etmektedir.
168 Ciinkii i¢ ve dis cevre hakkinda bilgiler, {ist yonetim yerine diger yonetim

Bagliligin Etkisi

kademelerinden elde edilmektedir. Organizasyonun giiglii yoOnlerini
arttirmak ve zayifliklarim1 kapatmak i¢in karar verme siirecinde yoneticiler,
cevresel mekanizmadan oldukga fazla yararlanmak durumundadir (Vaseghi
& Vaseghi, 2011). OKY’in buradaki rolii, astlar1 motive etme, belirlenen
stratejileri yorumlama, uygulama, degisiklikleri hizlandirma ve verimli
calisma diizenini gergeklestirmedir (Aricioglu et al., 2020). Benzer bir sekilde
Wooldridge et al., (2008), strateji iiretme siirecini, yOneticilerin ve diger
¢alisanlarin dis g¢evreye uyumun nasil olacagini 6grendigi bir sosyal
Ogrenme siireci olarak ele almaktadir. Bu siirecin OKY’in etkisi ve
yonlendirmesiyle basariya ulasacagi savunulmaktadir. Bu bakimdan OKY,
tistlerine yonelik bilgi iletim, karar destegi saglayacak yaklasimlar1 aktarma
ve astlarma yonelik kararlar1 uygulamaya dokmeye yonelik yonlendirmeleri
ile stratejik yonetim siirecinin kilit konumunda goriinmektedir.

McRoy & Gibbs (2009), tist diizey yoneticilerin degisimi
gerceklestirecek kararlar1 almasi gerektiginden s6z etmektedir. Bu degisimi
kararlarmin uygulanmasi stirecine ise OKY’nin Onciiliik ettigini
vurgulamaktadir (Tarakci et al, 2018). Ciinkii yoneticiler, bir
organizasyonda insan sermayesinin nasil yonetildigine dikkat etmeli ve
calisana kararlara katilma hakki veren insan odakli yonetim tarzini tercih
etmelidir. Yoneticilerin, sosyal degisimin 6nemini anlamalari, ¢alisanlarin
belirlenen hedeflere ulasmasin saglayacaktir (Baran & Sypniewska, 2020).
Tarakci et al.,, (2018), OKY’in yenilik siirecinde biiyiik katkisi oldugunu
vurgulamaktadir. Schilit (1987) ise, OKY’in iistlerine yo&nelik stratejik
davraniglarinin etki ve kapsamini tespit etmeye calismaktadir. Bu baglamda;
OKY'in iist yOnetimin kararlarina etkisi diisiik riskli durumlarda yiiksek risk
karsisinda oldugundan daha yogundur. Stratejik kararlarin formiilasyonu
asamasindan daha ¢ok uygulama asamasinda bu etki ortaya ¢ikmaktadir.
Ozel sektorde calisan OKY’in iistlerinin kararlarimi etkileme olasilig1 daha
yliksek iken amiriyle birlikte ¢alisma stiresi arttik¢a amirin kararin etkileme
olasiigi da artmaktadir. Bu durum, OKY’in {ist yOnetimin stratejik
kararlarina etkisinin ¢ok boyutlu yapisin1 da gozler oniine sermektedir.



JOBS|

Isletme Bilimi Dergisi (JOBS), 2022; 10(2): 163-189. DOI: 10.22139/jobs.1125959

OKY’in iist ve astlarina yonelik stratejik davranislarinin neler oldugu
konusunda cesitli yaklagimlar ortaya koyulabilir. Ancak literatiirde bu
davraniglar; OKY’in stratejik etki aktiviteleri ve/veya stratejik etki {iretme
davraniglar1 olarak ele alinmaktadir. Floyd ve Woodridge (1997) bu
davraniglar1 {istlere yonelik ve astlara yonelik olmak {izere ikiye
ayirmaktadir. Ustlere yonelik stratejik davramslar; Yeni programlarn
fizibilitesi hakkinda bilgi elde etme; Rakiplerin, tedarikgilerin vb. eylemleri
hakkinda iletisim kurma; D1s ¢evredeki degisimleri izleme; Yeni programlar
olusturma/tanimlama; Yeni onerilerin kiymetini aktarma; yeni olanaklar1
arastirma; Yeni program ve projeleri iistlerine Oonerme davranislarim
kapsamaktadir. Astlara yonelik stratejik davranislar kapsaminda ise; Yeni
projeler baslatmak ic¢in mevcut diizenlemeleri esnetme; Astlarin deneyimi
icin onlara zaman verme/tanima; astlara deneyim igin kaynak ayirma;
Astlara deneyim ve 6grenme icin giivenli ortam olusturma; Astlar arasinda
bilgi paylasimimi ve informal iletisimi destekleme; Tepe yOnetimin
belirledigi hedeflere uyma konusunda astlar1 izleme; Hedefleri eylem
planlarina yansitma; Hedefleri bireysel onceliklere doniistiirme; Astlara
inisiyatif kullanma yetkisi verme davraniglar1 yer almaktadir (Floyd &
Woodridge, 1997).

OKY’in stratejik davranislarinin belirleyicisi/Onciilii  olabilecek
etkenler tizerine literatiiriin de oldukca smirli oldugu goriilmektedir.
OKY'in stratejik davranislarinin olmasa da Kurato et al., (2005), girisimcilik
davraniglarinin kaynag1 olarak yonetimin destegi, yetki/otonomi, odiil,
zamansal uygunluk ve Orgiitsel sinirlar1 dikkate almaktadir. Arastirmacilara
gore OKY, isletme iginde bilgi akisin1 kolaylastirarak yenilikgi ve girisimci
egilimleri sekillendirirken bahsedilen oOnciillerden etkilenmektedir. Bu
anlamda, isletme i¢i atmosfer ve uygulamalarla ilgili bireysel tepkilerin ve
tutumlarin OKY igin stratejik davranislarin diizeyini etkilemesi miimkiind{iir
denebilir.

2.2. Otel Isletmelerinde OKY’in Stratejik Davranislar1 ile Is
Doyumu Etkilesimi

Locke (1969: 316), bireyin ise yonelik memnuniyet verici duygusal
durumunu is doyumu olarak tanimlar. Kavram olarak is doyumu, bireyin
isle ilgili istenen veya istenmeyen davraniglara kars: tepkisidir. Bir ¢calisanin
isle ilgili 6zellikleri ve beklentisi arasindaki tatmin seviyesidir (Ozturk &
Hancer, 2011). Is doyumu, ¢alisanlarin ise yonelik beklenti ve algilamalarinin
bir degerlendirmesidir. Isi icra ederken calisanin sahip oldugu algi ve
oncesinde zihninde yer alan beklentinin bir karsilastirmasidir (Ozturk et al.,
2014).
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Orta Kademe Is doyumu ve duygusal baglilik konulari, is gorenlerin caligma
Yoneticilerinin stiresinin devamlili1 ve verimliligi {izerinde etkilidir (Gopinath, 2021).
Stratejik Locke (1969), bir isin ¢alisanlar icin sadece finansal bir katkisinin olup
Davranislar: olmadigina bakmak yerine sosyal bir dongtiniin pargcas: olarak birden fazla
Uzerine Is unsura odaklanmanin 6neminden s6z eder. Eger is gorenin memnuniyetini
Doyumu ve etkileyen hususlar giderilirse c¢alisanlarin iiretkenliginin artmasi soz
Duygusal konusudur. Bununla birlikte isinden memnun olan bireyin kuruma yonelik
Bagliligin Etkisi baghlig1 da giiclenecektir (Atmojo, 2012). Kurumlarin OKY’i i¢in de benzer
170 bir durumdan soz edilebilir. OKY’in ise yonelik memnuniyeti ve kuruma

yonelik baglilik diizeyinin yiiksek olmasi orgiitte kararlarin etkin ve verimli
alinmasini kolaylastirabilir. Is doyumu kuruma yonelik giiglii bir baglilik
gelisimine olanak sunmaktadir (Lambert & Hogan, 2009). Konaklama
isletmeleri calisanlarinin is doyumu ile duygusal bagliliklar1 arasinda
etkilesimin giiclii oldugunu ortaya koyan ¢ok sayida calisma bulunmakta ve
is doyumunun duygusal baghhigm onciilii oldugu konusu da genis bir
kabule mazhar olmaktadir (Ozdemir et al., 2017; Koo et al., 2020). OKY i¢in
de durumun bu sekilde olmasi beklenmektedir.

Hi: Otel isletmelerinde OKY'in is doyumu, duygusal baghliklarin etkiler.

Is doyumu, calisanlarin sirket hedeflerini gergeklestirmesi igin
onemli bir konudur. Is gorenin ahlak, disiplin ve performansinin kilit
belirleyenidir. Yiiksek is doyumuna sahip personel, performansi yiiksek ve
sadik bir ig giicli ortaya ¢ikarir (Atmojo, 2012; Yildirim et al., 2016). Is
doyumuna sahip bir is goren, isin kalitesini arttiracaktir. Konaklama sektorii
agisindan bakildiginda calisanlarin sahip oldugu is doyumu, sunulan
hizmetin kalitesini ve misafirlerin de olumlu duygusal deneyimlerini
etkilemektedir (Grobelna et al., 2016). Bununla birlikte otel ¢alisanlarinin
orgiitsel baghilig1 yine icra ettikleri iglerinden ne denli memnun olduklariyla
yakindan iligkilidir (Dedeoglu et al.,, 2015). Is doyumu, endiistri veya
organizasyon fark etmeksizin belirlenen amaclara ulasma noktasinda kilit
role sahiptir. Uriin veya hizmetlerin kalitesi, is siiregleri, miisterilere yonelik
tutum gibi konularin basinda ¢alisanlarin ise yonelik doyumu gelmektedir
(Koo et al.,, 2020). Is doyumunun isletmelerde ve hatta OKY’in pozitif
tutumlarinda etkili oldugu goriilmektedir (Vohra & Goel, 2009). Is
doyumunun c¢alisanlarin Pazar odaklilik ve yenilik odaklilik gibi stratejik
yonelimleri tizerinde etkili oldugu da tespit edilen bir gercektir (Zhou et al.,
2005). Bu gercevede, is doyumunun otel OKY’inin {istlerine ve astlarina
yonelik stratejik davranislarini etkileyecegi beklenebilir.

H>Otel igletmelerinde OKY'in is doyumu, iistlerine yonelik stratejik
davramglarin etkiler.
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Hs: Otel igletmelerinde OKY'in is doyumu, astlarina yonelik stratejik
davramglarin etkiler.

2.3. Otel isletmelerinde OKY’in Stratejik Davraniglar: ile Duygusal
Baglilik Etkilesimi

Duygusal baglilik, bir is gorenin calistig1 orgiite yonelik duyusal ve
duygusal baghhigini ifade eder (Ozturk et al., 2014). Duygusal bagllik,
¢alisanlarin orgiitiin basarili olmasi i¢in miicadele etmesi adina duygusal
agidan orgiit ile galisanlar arasinda kurulan bagdir (Lambert & Hogan, 2009).
Bu bagin kuvvetli olmasi durumunda is gorenlerin kurumlarindan ayrilma
ihtimali de =zayiflamaktadir (Altinoz et al, 2012). Bununla birlikte,
calisanlara sunulan kararlara katilim ve diger haklar, orgiitsel baghligin
gliclenmesine katki saglayan unsurlardir (Jang, Lee & Kwon, 2021).

Duygusal baglilik, ¢alisanlarin orgiitle iliskisini karakterize eden ve
orgiit tiyeligini stirdiirme veya devam ettirme karar1 iizerinde etkileri olan
psikolojik bir durumdur (Meyer & Allen, 1991). Giiglii bir duygusal baghliga
sahip calisanlar, aktif katihim gosterir ve organizasyonun parcasi oflamaktan
keyif alir (Atmojo, 2012). Duygusal baghlk, Orgiitsel baghhigin f{ig
boyutundan biridir. Diger iki boyut olarak devam bagimliligi, calisanlarin
daha iyi bir alternatifleri olmadigindan isverenleriyle ¢calismaya devam etme
arzusunu temsil ederken; normatif bagllik, is gorenlerin isverene karsi
borglu hissetmelerinden dolay1 ¢alismaya devam etmesi olarak kabul edilir
(Amoah et al., 2021). Duygusal baglilik, organizasyon amag ve hedeflerine
organize ve etkin bir bicimde ulagsmak icin gerekli isgiiclinii belirtir.
Calisanlarin, kuruma yonelik duygusal baghliginin artmasi, hedefler
dogrultusunda iizerine diiseni fazlasiyla yapmasina imkan tanir (Gopinath,
2021). Bununla birlikte is gorenin yenilik¢i davraniglar gostermesi
neticesinde oOrgiitiin beklenmeyen durumlara karsi uyum kapasitesini
arttirir (Angle & Perry, 1981). Dolayisiyla duygusal baghligin kiiresel
rekabet diinyasinda Onemsenmesi gereken alanlarin basinda geldigi
diistiniilebilir. Is doyumunun oldugu gibi duygusal baghligin da,
calisanlarin stratejik yonelimleri {izerinde etkili oldugu tespit edilmistir
(Zhou et al., 2005). Bu bakimdan, otel OKY’inin stratejik davranislar:
tizerinde duygusal bagliligin da etkili olacagini diisiinmek gerekir.

Ha: Otel isletmelerinde OKY'in duygusal bagliligi, iistlerine yonelik stratejik
davranmislarin etkiler.

Hs: Otel igletmelerinde OKY’in duygusal bagliligi, astlarina yonelik stratejik
davranislarini etkiler.
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Orta Kademe II1. YONTEM
Yéneticilerini

one ICI e Aragtirmanin amaci, otellerde OKY'in stratejik davranislari tizerinde
Stratejik is doyumu ve duygusal bagliligin etkilerini tespit etmektir. Onerilen
Davraniglar 2 oy Y& 5118 p '

hipotezlerin olusturdugu teorik model Sekil 1’de verilmektedir. Nicel
yaklasim benimsenen bu c¢alismada, ihtiyag duyulan veriler, saha
aragtirmasi ve anket tekniginden yararlanarak elde edilmigtir. Anket
tekniginin secilmesinin nedeni arastirmanin mesele edindigi problemi
¢ozmek i¢in kisa zamanda genis bir gruptan veri toplayabilmektir. Bu
172 baglamda tasarlanan anket formu 33 soru ve iki bolimden meydana

Uzerine Is
Doyumu ve
Duygusal
Bagliligin Etkisi

gelmektedir. Tlk boliimde yer alan 6 soru katilimcilarin bazi demografik
bilgilerine ulagilmasina imkan vermistir. C)lgegin ikinci boltiimii, OKY’in ast
ve listlerine yonelik stratejik davramiglarini, is doyumu diizeylerini ve
duygusal bagllik diizeylerini Olgmeye yonelik toplam 27 ifadeyi
kapsamaktadir. Anket igerisinde yer alan is doyumu 5 (Macdonald &
Maclntyre, 1997); duygusal baglilik 6 (Allen & Meyer, 1990) ve OKY'nin ast
ve listlerine yonelik stratejik davranislari 16 ifadeden (Floyd & Wooldridge,
1997) olusmaktadir. Olcek sorulari arastirmacilar tarafindan Tiirkceye
uyarlanmistir. Uyarlama sonrasi anlagilirligi kontrol etmek icin alandan iki
akademisyenin goriislerine bagvurulmustur. Ayrica turizm alani disindan
bes kisiye uygulanmus, sesli doldurmalar: saglanarak anlasilmayan kisimlar
diizeltilmistir. Anket ifadeleri 571i Likert tipi Olgeklendirilmis sekilde
katilimcilarin degerlendirmesine sunulmustur. Olgeklendirme 1= kesinlikle
katilmiyorum - 5= kesinlikle katiliyorum seklindedir.

Ustlere
yonelik
Stratejik
davranig

Duygusal
baghilik

Astlara
yonelik
Stratejik
davranig

Is doyumu

Sekil 1: Aragtirmanin Teorik Modeli
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Arastirma 6rneklemi Istanbul’da yer alan otellerde (S class, 2%, 3%, 4,
5%) ¢alisan OKY’dir. Veriler, 2017 yili igerisinde kolayda orneklem metodu
ile toplanmustir. Arastirmaci, temasa gectigi otel yetkililerine anket formunu
e-posta ekinde gondermistir. Formu dolduran yoneticiden ayni zamanda
kurumun diger OKY’ine anket 6lcegini iletmesi istenmistir. Bu kapsamda
426 adet anket verisi elde edilmistir. Ancak eksik veya saglikli olmayan 35
adet katilim elenmis ve istatiksel analiz siirecine 391 anket tabi tutulmustur.

IV. BULGULAR

Aragtirmanin demografik bulgularina gore erkek katilimci orani
(%55,5) kadinlardan nispeten (%42,2) fazladir. Katilimcilar gogunlukla 31-35
yas arasindadir (%31,2). Lisans derecesinde egitime sahip olan katilimci
sayis1 diger egitim diizeylerinden fazladir (45,3) ve egitim alani (%45,3)
turizmle ilgilidir. Katihmalar ¢ogunlukla odalar boliimii (6nbiiro ve kat
hizmetleri) ¢alisanlarindan olugsmaktadir (%37,9). Otel smnifi itibariyle en
yogun katilim 5 yildizli otellerdendir (%68,5).

Tablo 1. Demografik 6zellikler

Cinsiyet Egitim

Erkek 217 555 [kogretim 9 2,3
Kadin 165 42,2 Lise ve Dengi 80 20,5
Cevapsiz 9 2,3 Onlisans 89 228
Yas Lisans 177 45,3
30 ve alt1 103 26,3 Lisanstistii 20 51
31-35 122 31,2 Cevapsiz 16 4,0
36-40 67 17,1 Egitim alam

41-45 58 14,8 Turizmle ilgili 177 45,3
46 ve listi 33 8,4 Diger 109 27,9
Cevapsiz 8 2,0 Cevapsiz 104 27,1
Gorev Otel tiiri

Destek Hizmetler 86 22,0 S 21 5,4
(Pazarlama, Mubhasebe,

IKY, Giivenlik, Teknik

Serv.)

Odalar Bolimii (Onbﬁro 148 37,9 2 ve 3% 43 11,0
ve Kat Hizmetleri)

F&B 52 13,3 4* 44 11,3
Diger 75 19,2 5* 268 68,5
Cevapsiz 30 7,7 Cevapsiz 15 3,8
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Orta Kademe 4.1. Ol¢iim Modeli
Yoneticilerinin e s .

.. Arastirmada Ol¢imiin gecerliligi ve verinin yapisal sinamaya
Stratejik Ny . . y . ..

uygunlugunu tespit edebilmek amaciyla dogrulayici faktor analizinden

Davraniglar . 1 .. . .
. (DFA) yararlanilmistir. Astlara yonelik stratejik davranis ifadelinden 5 adet,
Uzerine Is . . . ..
Dovumu ve duygusal bagliliktan 1 adet ve is doyumundan da 1 adet ifade olgekten
Duilfgusal ¢ikarilmak suretiyle en iyi uyum diizeyine ulasilmigtir. Uyum indekslerinin
Bagliligin Etkisi 0,9dan biiyiikk ve 1 degerine yakin olmasi durumunda verinin

kullanilabilirligi yiiksek kabul edilir (Hair et al.,, 2009). Bununla birlikte
174 RMSEA degerinin diger uyum indekslerine gore 0,05 degerinden kiigiik

oldugunda uyum derecesinin miikemmel oldugu diistiniiliir. Ayrica Ki-kare
degerinin serbestlik derecesine oraninin da (x?/df) 3’ten az olmas: tavsiye
edilir. Bu bilgilere istinaden veri setine iliskin uyum indeks degerleri su
sekilde gerceklesmistir: x?/df: 1,90; GFIL: 0,927; CFI: 0,966; RMSEA: 0,048.
Literatiirde kabul goren uyum iyiligi degerleri ve bu ¢alismada elde edilen
uyum iyiligi degerleri Tablo 2’de sunulmaktadir.

DFA sonuglarina gore anket 6lgeginde yer alan ifadeler 0,50 ve iizeri
tahmin degerlerine sahiptir. Bu baglamda veri setinin model ile uyumlu
oldugu soylenebilir. Tiim degerlerin 0,50 esiginin {izerinde olmasi Fornell &
Larcker (1981) tarafindan tavsiye edilmektedir. OKY’in {istlerine yonelik
stratejik davranisina iliskin ifadeler 0,67-0,77; astlarmna yonelik stratejik
davranisina iligskin ifadeler 0,60-0,83 araliginda; is doyumu ifadeleri 0,62-0,80
araliginda; duygusal baglilik ifadeleri ise 0,69-0,73 araliginda ytiik almistir.

Tablo 2. Ol¢iim Modeli Uyum Degerleri

Uyum Tyiligi fyi Uyum Kabul Edilebilir Elde Edilen
Degerleri Uyum Degerler

x?/sd 0< x2/sd<2 0< x2/sd<5 1,90
RMSEA 0<

RMSEAS 05 0< RMSEA<0,08 ,048
IFI 0,95< IFI<1 0,90< IFI<0,95 ,966
TLI 0,95< TLI<1 0,90< TLI<0,95 ,959
CFI 0,95< CFI<1 0,90< CFI<0,95 ,966
NFI 0,95< NFI<1 0,90< NFI<0,95 ,931
RFI 0,95< RFI<1 0,90< RFI<0,95 ,918
GFI 0,95< GFI<1 0,80< GFI<0,95 ,927
AGFI 0,95< AGFI<1 0,80< AGFI<0,95 ,904

Tablo 3'te arastirmada Ol¢limii yapilan ifadelerin giivenirlilik ve
gegerlilik oranlarma da yer verilmistir. I¢ tutarlilik, AVE (average variance
extracted) ve CR (composite reliability) degerleri yardimiyla ortaya
koyulmustur. Olgiim modelinin giivenirliligi igin AVE degeri 0,50'den, CR
degeri 0,70’ten biiyiik olmalidir (Fornell & Larcker, 1981; Hair et al., 2009).
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Benzesim gecerliligi icin AVE degeri 0,50’den biiyiik olmalidir ve diger
yandan CR degerinin de AVE degerinden biiyiik (CR>AVE; AVE>(0,5) olmas1
gerekir (Hair et al.,, 2009). OKY’in iistlerine yonelik stratejik davranislar
boyutu i¢in AVE degeri 0,60; astlarina yonelik stratejik davranis boyutu igin
0,54; duygusal baglilik boyutu i¢in 0,56 ve is doyumu igin 0,56 diizeyindedir.

Ayrica CR degerleri agisindan {istlere yonelik stratejik davrams 0,91; astlara

yonelik stratejik davrarus 0,82; duygusal baghlik 0,86 ve is doyumu 0,83
seklinde siralanmigtir. Ayrim gecerliligi icin bir boyutun AVE degerinin
karekokiiniin yapilar arasindaki korelasyonlarmn en yiiksek degere sahip
olanindan biiyiik olmasi gerekir. Bu bilgiler 1s181nda ¢alismanin ayrim ve
benzesim gegerliligi sartlarim1 sagladigi soylenebilir (Fornell & Larcker,

1981).
Tablo 3. Dogrulayic1 Faktor Analizi Sonuglar
Boyut ifade Estimate AVE CR
Kodu

oky_ust Isletmemize faydali olacak yeni 0,772
uygulamalar hakkinda bilgi toplar
iistlerime iletirim
Rakipler, tedarikgiler gibi firmalarin 0,764
uygulamalarimi izler ve iistlerime iletirim.
Dis cevremizde olan degisimleri 0,877
iistlerimle degerlendiririm.
Faydali olacag.l'ru du‘gundugum yeni 0,764 0,603 0913
uygulamalari iistlerime anlatir ve
savunurum.
Yeni tekliflerin bizim i¢in degerini 0,807
iistlerime anlatirim.
Yeni firsatlar1 arastirir tistlerimle 0,765
paylagirim.
Ust kademe yéneticilere yeni programlar 0,677
ya da projeler 6neririm.

oky_ast  Astlarimin deneyim kazanmalari i¢in 0,831
gilivenli bir ortam olustururum.
Astlarim arasinda isle ilgili tartisma, 0,779
miizakere ve bilgi paylagimini
desteklerim.
Isletme hedefleri dogrultusunda 0,707 0,540 0,822
eylemlere astlarimin uymasini tesvik
ederim.
Isletmenin hedeflerini astlarim1 baglayici 0,603

olan eylem planlarma yansitirim.
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Orta Kademe Tablo 3. Devami
Yoneticilerinin Boyut ifade Estimate AVE CR
Stratejik Kodu
Davranislari duy_bag Kariyer hayatimin geriye kalanim bu 0,731
Uzerine is igletmede gegirmekten mutluluk
Doyumu ve duyarim.
Duygusal Bu i§letn.1enir.1 Problemlerini kendi 0,796
Bagliligin Etkisi probl.em.lm g.lbl goruyorl%m. _
Kendimi bu isletmenin bir pargasi gibi 0,798 0,569 0,868
176 hissediyorum.
| Bu isletmeye kars1 duygusal bir bag 0,745
hissediyorum.
Calistigim isletmeye karsi giiglii bir 0,697
aidiyet duygusu hissediyorum.
is_doy Genel olarak isimden memnunum 0,808
Genel olarak isimi seviyorum 0,914
Cogu zaman iyi bir isim oldugunu 0,599 0,560 0,831
diistiniiyorum
Ig,imden zevk aliyorum 0,627

Up= OKY'in iistlerine yonelik stratejik davranislar;; Dw= OKY’in aslarina
yonelik stratejik davraniglari; DB= Duygusal baglilik; ID= Is doyumu

4.2. Arastirma Hipotezlerinin Test Edilmesi

Aragtirmanin analizi siirecinde tiim yapilar standardize edilmis
regresyon katsayisi, t degeri ve R? tahminleri ile yorumlanmuistir. Arastirma
modelini olusturan hipotez sonuglar1 ile ilgili sonuglar Tablo 4’te
gosterilmistir. Sonuglara gore otellerde OKY’in is doyumu varyasyonu,
kuruma yonelik duygusal baghiligimin %25'ini agiklamaktadir. OKY’in is
doyumu ve duygusal baghlig: iistlerine yonelik stratejik davraniglarinin
%15’ini agiklamaktadir. OKY’in is doyumu ve duygusal bagliligi, astlarina
yonelik stratejik davraniglarmin %9 unu aciklamaktadir.

Tablo 4. Regresyon Sonuclar1
Estimate s.e. Tvalues p R?
duy_bag <--- is_doy 0,503 0,061 8318 0,000 0,25
oky_ust < is_doy 0,209 0,052 3217 0,001
oky_ust <--- duy_bag 0,235 0,053 3,518 0,000
oky_ast <--- is_doy 0,076 0,068 1,09 0,269
oky_ast <--- duy_bag 0,246 0,059 3,437 0,000

0,15

0,09

Sekil 2'de yer alan YEM modeline gore, is doyumu duygusal
baghliga (p=503; t=8,318; p<0,001), OKY'nin tiist yonetime yonelik stratejik
davraniglarina ($=209; t=3,217; p<0,001) ve astlarna yonelik stratejik
davraniglarina (3=076; t=1,099; p<0,001) anlamli ve olumlu etki {irettigi
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tespit edilmistir. Bu sonuglara gore H1; H2; H3 desteklenmistir. Bunula
birlikte OKY’in duygusal bagliliginin iistlerine yonelik stratejik davraniglar
(B=235; t=13,518; p<0,001) ve aslarmna yonelik stratejik davraniglari tizerinde
(=246; t=3,457; p<0,001) anlaml ve olumlu etkisi oldugu goriilmiistiir. Bu
kapsamda H4; H5 de desteklenmistir.

???@

DBO1 DBO2 DB0O3 DBO4 DBOS
80 74

duy_bag @

| dwO4 | A
x¥/sd =2,960; RMSEA=0,054; GFI=0,919; NFI=0,922; 1F1=0,957; TLI=0,949; CFI=0,957
Sekil 2: Yapisal Esitlik Modeli

V. TARTISMA

Orta kademe yonetim kurumsal basarinin anahtaridir ve orgiitiin
kalbinde yer alir. Orgiit politikalarinin {iretilmesinde katkisi vardir ve
uygulanmasinda soz sahibidir. Bu yiizden basarili otel isletmeciligi igin
OKY’in etkinligi goz ardi edilmemelidir. OKY'nin stratejik rollerini dikkate
alan bu calisma kapsaminda is doyumu ve duygusal baglilik konularina
yonelik bazi 6nemli ¢ikarimlar sunulmaktadir.

Arastirma bulgular1 incelendiginde; is doyumunun duygusal
baghhig: etkiledigi goriilmiistiir. Baska bir ifadeyle OKY’in ise yonelik
memnuniyet diizeyleri arttikga kuruma yonelik duygusal baghliklar1 da
artmaktadir. Bu bakimindan daha onceki bazi ¢alismalarin bulgular ile
benzerlik s6z konusudur (Gopinath, 2021; Lambert & Hogan, 2009; Atmojo,
2012). OKY’in maksimum hizmet kalitesine tesvik edilmesi igin otel
yonetiminin, OKY’in memnuniyet diizeyleri iizerinde etkili olan gesitli
faktorleri anlamasi 6nemlidir. Ciinkii alinan kararlarin ve orgiitsel siireglerin
basarilh kilinmasi igin OKY, ftizerine diisen rolii yerine getirmek
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Orta Kademe durumundadir. Dolayisiyla is doyumu ve orgiite baghilig1 yiiksek bir OKY,
Yoneticilerinin kurum hedefleri igin itici bir gii¢ olacaktir (Ozturk & Hancer, 2011).
Stratejik OKY’in is doyumu, astlarina yonelik stratejik davranislar: tizerinde
I?avr.an1§.lar1 de etkilidir. Wooldridge & Floyd (1990), organizasyonlarin stratejik
Uzerine I basarisinda OKY’in kilit role sahip oldugunu belirtir. Ornegin kurulusun
Doyumu ve stratejik planlarinin ne denli gergeklestirildiginin kontrol ve esnekligi,
Duvyguvsal .. OKY’in astlara yonelik sorumluluklar1 arasindadir. Diger yandan tistlerin
Bagliligin Etkisi

kararlarinin 6rgiit icinde benimsenmesi, begeri sermayeyi kontrol etme ve ig
178 ve dis ¢evrenin anlik degisimlerini takip etme OKY’in kilit rollerindendir.

Arastirmada, is doyumu ve duygusal baghiligin bu stratejik davranislar
tizerinde etki {rettigi tespit edilmistir. Dolayisiyla, bu rollerini hayata
gecirmede is doyumu ve duygusal baghlik Onemli birer onciil
konumundadir. Bu bulgular, Floyd & Wooldridge (1997) tarafindan
gerceklestirilen ¢alismayla Ortiismektedir.

Son derece rekabetgi bir yapiya sahip olan otel endiistrisinde, rekabet
gliclinii arttirmanin yollarindan biri is doyumu ve orgtitsel bagliliga sahip is
glicii elde etmektir (Bilgin & Demirer, 2012). Ciinkii bir isin ¢alisanlar
agisindan yegane degerlendirilme boyutu, sundugu finansal kazang
olanaklarindan ibaret degildir. Insanlarin sosyal, duygusal ve psikolojik
ihtiyaglar1 karsilanmiyorsa dogal olarak baska bir is segenegi sz konusu
olacaktir. Hem is doyumu hem de organizasyona baghlik diizeyi ne kadar
yliksekse isten ayrilma niyeti de o kadar diisiik olmaktadir (Lambert &
Hogan, 2009). Calisanlarin is doyumu ve duygusal bagliigi nasil ki
¢alisanlarin kendilerinden beklenen isleri yerine getirmelerinde itici bir rol
oynamakta ve kurumsal performans: artirmaktadir (Yang, 2010; Kim &
Brymer, 2011), OKY’in is doyumu ve duygusal baghihiginin da onlarin
isletme lehine olarak tanimlanmis olan kritik stratejik davranislari sergileme
oranlarinm artirdig1 anlasilmaktadir. Bu noktada, Kim & Brymer’in (2011), is
doyumunun OKY’in ekstra ¢aba sarf etmesine etkisi olmadig tespitini de
goz ardi etmeden, OKY’in beklenen stratejik roliinii agikladig1 ozellikle
vurgulanmalidir. Bu durum, OKY igin tanimlanan stratejik rol konusunda
duyarliligin da diisiik olabilecegini hesaba kattigimizda daha fazla 6nem arz
etmektedir. Tiim endiistrilerde ve 6zellikle konaklama tesislerinde OKY’in
stratejik roliinii tanimlayan resmi anlayis ve uygulamalara rastlamak zor
olabilir. OKY de kendi stratejik rolleri konusunda yeterli farkindaliga sahip
olmayabilirler. Ama buna ragmen is doyumu ve duygusal bagliigin bu
stratejik davramiglara egilimi artirdig1 gercegini bu cerceveden okuyarak
OKY igin terfi firsatlari, egitim ve gelistirme programlar: gibi is doyumu ve
duygusal bagliigi destekleyecek c¢oziimler (Ozturk & Hancer, 2011)
gelistirmenin ¢ok 6nemli oldugu vurgulanmalidir.
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OKY’in stratejik davranislarinin gelistirilmesi onlarin isletme
performansina katkilarmi artiracaktir. Bir yandan is doyumu ve duygusal
baglilig1 artan OKY daha yiiksek psikolojik sahiplenmeye bagl olarak daha
yliksek performans gosterecekler (Mustafa et al.,, 2021) diger yandan da
stratejik kararlara ve uygulamalara destekleri ile kurumsal basariya etki
edeceklerdir. Ayrica, Way et al, (2018) OKY’in yiiksek performans
sergilemesi durumunda alt kademenin 6rgiit hedeflerine yonelik daha fazla
cikt1 tirettigini de belirtmektedir. Bu bakimdan, konaklama isletmeleri igin
OKY’in ig doyumu ve duygusal baghili§1 6nemli bir performans gerekliligi
olarak diistiniilmelidir. Kuruiiziim et al., (2007) OKY’in is doyumunu
saglamak i¢in bazi stratejilere dikkat cekmektedir. Bunlar; orta yonetimin is
yiikiiniin azaltilmasi, rol ¢atigsmalarinin giderilmesi, {istlerin destegi ve is
ortaminin iyilestirilmesidir.

VL. SONUC

Konaklama isletmelerinde tepe yonetime isletme igi, rakipler ve yeni
proje/programlar hakkinda bilgi destegi saglanmasi, yine tepe yonetimin
olusturdugu strateji vizyonun ve kararlarin astlara benimsetilmesi, astlarin
da bu vizyona uygun sekilde yenilikci ¢oziimlere tegvik edilmesi, bilgi ve
deneyim kazanmasi ve isletme hedeflerine bagliliklarinin artirilmas: igin
OKY’in rolii ¢ok dnemlidir. Ancak, OKY bu rolii gergeklestirirken is doyumu
ve duygusal baghlik gibi kritik faktorlerin etkisi altindadirlar. Is doyumu ve
duygusal baghlig1 desteklenmis OKY, isletmede stratejik etki tiretme ve
tistlerle astlar arasinda stratejik gorevleri icra eden bir koprii olma iglevini
daha kolay ve etkili yerine getirebilirler.

llgili yazin OKY iizerinde yeterince durmamis olsa da, bu yonetim
diizeyinde calisan yoneticilerin giinliik islemlerin basarisi kadar gelecek
vizyonunun olusturulmasi, stratejilerin belirlenmesi ve uygulanmasina
katkis1 da yiiksek diizeydedir. Bu bakimdan, OKY’in is doyumu ve duygusal
bagliliklar1 tizerine gelistirilebilecek ¢6ziim ve uygulamalar oteller igin
onemli goriilmektedir. Konu stratejik yonetimle iliskilendirilerek ele alindig:
gibi formal/informal IKY uygulamalari kapsaminda da degerlendirilebilir.
IKY uygulamalarinin OKY’in performanst iizerindeki etkilerini tespit etmek
de tamamlayict sonuglar verecektir.

Otel yoneticileri igin OKY’in is doyumu ve duygusal bagliligini
gelistirecek ¢dziimler &nermek yaninda IKY’lerin OKY’i ayri birer
calisan/yOnetici grubu olarak tanimlamasi gerekebilecegi ifade edilmelidir.
OKY’in is tanimlar1 onlardan beklenebilecek stratejik etki diisiiniilerek
gelistirilebilir. Bu tanimlamalara bagli olarak performanslarmnin izlenmesi,
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Orta Kademe motivasyon ¢alismalari, {icretlendirilmeleri vb. de farklilasabilir. OKY’in
Yoneticilerinin stratejik roliine uygun yeni bir beklenti-performans diizlemine ulasilabilir.
Stratejik Bu konuda 6zellikle kurumsal ve biiyiik 6lgekli konaklama isletmelerinin
Davranislar: ornek uygulamalar1 beklenebilir.

Uzerine Is
Doyumu ve
Duygusal
Bagliligin Etkisi

Arastirmanin bazi kisitlar1 s6z konusudur. Orneklem nispeten
kiigiiktlir ve otelcilik sektoriine odaklanmistir. Gelecekte yiiriitiilecek
arastirmalar, farkli sektor ve 6rneklem kiimeleriyle gerceklestirilebilir. Elde
edilen sonuglar kiyaslanarak daha acik bilgiler elde edilebilir. OKY’in
180 stratejik davraniglarinin onciilleri yaninda c¢iktilarina odakli ¢alismalar

gelistirilebilir. Nitel arastirma tekniklerinden yararlanilarak OKY’in
performansina etki eden unsurlarin nasil ortaya ¢iktigr arastirilabilir. Stres,
mobbing ve Orgiitsel adalet gibi konularin OKY'nin stratejik davranislarinm
tizerinde ne gibi etkiler tiirettigi incelenerek kapsamli ¢ikarimlar elde
edilebilir.
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THE EFFECT OF JOB SATISFACTION AFFECTIVE
COMMITMENT ON THE STRATEGIC BEHAVIOR OF
MIDDLE-LEVEL MANAGERS

EXTENDED ABSTRACT

Middle-level management has a function that leads the change, as it provides
information exchange between lower-level employees and senior management
(Lansu et al., 2020). Middle management, has a great impact on issues such as the
structure and success of the organization, as they are the first to notice and respond
to changes (Do & Nuth, 2020). They manage the information exchange that senior
management needs in the decision-making process (Bukh & Svanholt, 2020).
However, middle managers are a link between top management and lower level
employees. They ensure continuous improvement within the organization (Alnajem
& Dhakal, 2012; Hermkens et al., 2020).

McRoy & Gibbs (2009) mentions that senior managers should make decisions that
will bring about change. It emphasizes that the middle level management leads the
implementation of this change decisions (Tarakci et al., 2018). Because managers
should pay attention to how human capital is managed in an organization and
should prefer a people-oriented management style that gives the employee the right
to participate in decisions. Managers' understanding of the importance of social
change will enable employees to reach the set goals (Baran & Sypniewska, 2020).
According to Tarakci et al., (2018) emphasizes that middle-level management has a
great contribution to the innovation process. Schilit (1987), on the other hand, tries
to determine the impact and scope of the strategic behaviors of the middle
management towards their superiors. In this context; The influence of middle
management on senior management's decisions is more intense in low-risk
situations than in high-risk situations. This effect emerges during the
implementation phase rather than the formulation phase of strategic decisions.
While the probability of influencing the decisions of the superiors of the middle
management working in the private sector is higher, the probability of influencing
the decision of the supervisor increases as the working time with the supervisor
increases. This situation reveals the multidimensional nature of the influence of
middle management on the strategic decisions of the senior management.

According to Aricioglu et al., (2020) mentions that my mid-level management is very
important in terms of its duties and jurisdictions, and that it is also more and more
involved in the strategic management processes of institutions day by day. Middle
management has an intermediary role, such as conveying the orders from the upper
level to the subordinates and conveying the requests of the subordinates to the
superiors (Kuruiiziim et al., 2008). However, it can be said that the existing literature
is rather limited in explaining which conditions are effective in playing the critical
role of middle-level management between subordinates and superiors. What are the
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Orta Kademe conditions for middle management to perform their duties, both to their superiors
Yéneticilerinin and to their subordinates? This study addresses this question from the perspective
Stratejik of job satisfaction and affective commitment to the organization.
Davraniglar The aim of the research is to determine the effects of job satisfaction and affective
Uzerine Is commitment on the strategic behaviors of middle management in hotels. The
Doyumu ve theoretical model formed by the proposed hypotheses is given in Figure 1. In this
Duygusal study, which adopted a quantitative approach, the required data were obtained by
Bagliligin Etkisi using field research and survey technique. The reason for choosing the survey
technique is to collect data from a large group in a short time in order to solve the
188 problem of the research. The questionnaire form designed in this context consists of

33 questions and two parts. The 6 questions in the first part allowed some
demographic information of the participants to be reached. The second part of the
scale includes a total of 27 statements to measure the strategic behaviors, job
satisfaction and affective commitment levels of middle-level management towards
subordinates and superiors. Job satisfaction in the survey 5 (Macdonald &
Maclntyre, 1997); affective commitment 6 (Allen & Meyer, 1990) and the middle
level's strategic behavior towards subordinates and superiors consists of 16
statements (Floyd & Wooldridge, 1997). Questionnaire statements were presented
to the evaluation of the participants in a 5-point Likert-type scale. Scaling is 1 =
strongly disagree - 5 = strongly agree.

According to the demographic findings of the study, the rate of male participants
(565.5%) is relatively higher than females (42.2%). Participants are mostly between
the ages of 31-35 (31.2%). The number of participants with a bachelor's degree is
higher than other education levels (45.3) and the field of education (45.3%) is related
to tourism. Participants mostly consist of employees of the rooms (front office and
housekeeping) (37.9%). In terms of hotel class, the highest attendance is from 5-star
hotels (68.5%).

When the research findings are examined; It has been observed that job satisfaction
affects affective commitment. In other words, as the level of job satisfaction of
middle management increases, their affective commitment to the institution also
increases. In this respect, there is a similarity with the findings of some previous
studies (Gopinath, 2021; Lambert & Hogan, 2009; Atmojo, 2012). In order to
encourage middle management to maximize service quality, it is important for hotel
management to understand the various factors that influence middle management's
satisfaction levels. Because middle-level management has to fulfill its role in order
to make the decisions and organizational processes successful.

The job satisfaction of the middle management is also effective on their strategic
behavior towards their subordinates. Wooldridge & Floyd (1990) states that middle
management has a key role in the strategic success of organizations. For example,
the control and flexibility of how the organization's strategic plans are carried out
are among the responsibilities of middle management to subordinates. On the other
hand, adopting the decisions of the superiors within the organization, controlling
the human capital and following the instant changes in the internal and external
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environment are among the key roles of my middle management. In the research, it
has been determined that job satisfaction and affective commitment produce an
effect on these strategic behaviors. Therefore, job satisfaction and affective
commitment are important antecedents in realizing these roles.

To provide information support to the senior management about in-house,
competitors and new projects/programs in accommodation establishments, to adapt
the strategy vision and decisions created by the senior management to their
subordinates and to encourage their subordinates to innovative solutions in this
direction. increases corporate loyalty. For this reason, a middle-level management
whose job satisfaction and affective commitment is supported can more easily and
effectively fulfill the function of creating strategic influence in the business and
bridging superiors and subordinates.
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ABSTRACT

Aim: Mindfulness means focusing on the moment with attention and a positive
attitude. It is a Buddhist concept that was secularized by Kabat-Zinn (2005) and
brought to the world of science, and its effects in different areas such as psychology,
business administration, health sciences, guidance, and psychological counseling
were studied. Numerous studies have found that mindfulness has positive effects
on an individual’s attitudes and behaviors. A less studied concept regarding the
influence of mindfulness is conflict management styles. In this research, the
mediating role of emotional intelligence on the relationship between trait
mindfulness and cooperative conflict management styles was determined.

Method: Data were collected from 193 white-collar personnel who are employed in
the public and private sectors using the convenience sampling method.

Findings: Trait mindfulness was related to integrating and compromising conflict
management styles. The mediation analysis was conducted with SPSS Process
Macro and it was found that emotional intelligence didn’t act as a mediator.
Results: The integrating and compromising styles predict trait mindfulness. The
theoretical contributions of the research were discussed and suggestions were given
to the practitioners.
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A Study On The CATISMA YONETIM STILLERININ ONCULLERINE

‘é;‘;‘zfcfents Of " YONELIK BiR ARASTIRMA: BiLINCLI FARKINDALIK
Management VE DUYGUSAL ZEKANIN ROLU

Styles: The Role

Of Mindfulness )

And Emotional 0y4

Intelligence Amag: Bilingli farkindalik dikkatle ve olumlu bir tutumla ana odaklanmak olarak
192 tanimlanmaktadir. Bilingli farkindalik Budizm kokenli bir kavram olup Kabat-Zinn

(2005) tarafindan bilim diinyasina kazandirilmis ve psikoloji, isletme, saglik

bilimleri, rehberlik ve psikolojik danigmanlik gibi farkli alanlarda etkileri
incelenmigtir. Bilingli farkindaligin bireylerin tutum ve davraniglarinda olumlu
etkileri oldugu ¢ok sayida arastirma tarafindan tespit edilmistir. Bilingli
farkindaligin yeterince iliskilendirilmedigi bir konu da gatisma yonetimidir. Bu
arastirmada bilingli farkindaligin isbirlik¢i catisma yonetimi stillerine olan etkisinde
duygusal zekanin araci rolii incelenecektir.

Yontem: Arastirmada kolayda 6rneklem yontemi ile kamu ve 6zel sektérde calisan
193 beyaz yaka personelden veri toplanmuistir.

Bulgular: Bilingli farkindalik ile problem ¢oziicii ve uzlasmaci ¢atisma yonetim
stilleri arasinda anlaml iligkiler oldugu bulunmustur. SPSS Process Macro eklentisi
ile yapilan ara degisken analizi sonucunda duygusal zekanin araci rolii olmadig:
anlagilmistir.

Sonug: Bilingli farkindaligin isbirlik¢i catisma stillerini yordadii goriilmiistiir.
Aragtirmanin teorik katkilar1 tartisilmis ve uygulamacilara oneriler verilmistir.
Anahtar kelimeler: Bilingli Farkindalik, Duygusal Zeka, Catisma Y&netim Stilleri
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LINTRODUCTION

Conflict is defined as a situation when one side feels that its interest
is negatively influenced by another side (Wall & Callister, 1995). Conflict is
one of the inevitable facts in our lives. Probably we all have had a conflict
with our family and friends and colleagues. Besides, managing conflict in the
workplace requires lots of energy, time, and resources. A typical manager
spends 25 to 40% of their time managing conflict (Ilgaz, 2014).

Classical management and human relations perspectives have
opposing viewpoints about conflict in an organization whether it negatively
influences the organization or is required. Today it is believed that an
optimum level of conflict is required to improve organizational productivity
and performance (Sigri, 2018). Individual traits like mindfulness and
emotional intelligence can influence how to cope with a conflict.

The number of studies about mindfulness has grown rapidly from
12100 studies to 594000 in 2021 (google scholar). Initially, mindfulness was
examined in clinical settings but lately, it has become a popular topic for
organizational psychology and management scholars due to its link with
organizational attitudes and behaviors. Several companies present
mindfulness training to their employees such as Google and Nike (Dube,
2019). Mindfulness is embraced as a state or a trait (Sternberg, 2000). For
example, Mindfulness-Based Stress Reduction (MBSR) programs (Kabat-
Zinn, 2005) aim to improve individuals” mindfulness levels with a certain
technique that refers to state mindfulness. On the other hand, some
researchers support that mindfulness can emerge without a method as
within group differences exist (Brown & Ryan, 2003). In this paper, trait
mindfulness was examined.

Emotional intelligence is one of the types of social intelligence
(Salovey & Mayer, 1990). People whose emotional intelligence is high show
empathy towards others, better control impulses, and perform adaptive
reactions to the environment. These people can eliminate negative moods
(Goleman, 2021). Emotional intelligence is handled as a trait or an ability
(Petrides et al., 2004). In this research, the trait of emotional intelligence was
studied.

Trait mindfulness can increase emotional intelligence as it creates a
positive attitude towards others, and increases empathy and kindness
(Kabat-Zinn, 2005) and worker well-being (Sutcliffe et al., 2016). In turn, this
effect can make people use more effective conflict management styles.
Studies support that integrating, compromising, and obliging conflict
management styles have a beneficial effect on organizations and they were
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A Study On The described as cooperative conflict management styles as one
Antecedents Of group/individual is interested in the other’s welfare (Rahim, 2011; Rahim &
Conflict Katz, 2020). There is a lack of self-concern in the obliging style which makes
Management it different from the others. Although an obliging style can sometimes benefit
Styles: The Role the individual and the organization, long-term problems can also occur as
Of Mindfulness the person/group can lose opportunities. Since the integrating and
And Emotional compromising styles involve both cooperativeness and assertiveness
Intelligence (Thomas, 1976), these two were examined from the cooperative conflict
194 management styles in this paper.

When people become mindful, they can be aware of the other’s needs
as well as theirs, which can improve their emotional intelligence, and this
can make them use more integrating and compromising styles. Therefore,
this study aims to investigate the bond between trait mindfulness and two
forms of cooperative conflict management styles in addition to the mediating
effect of emotional intelligence. In this paper, a quantitative method was
applied by using convenience sampling. It is aimed to clarify the mechanism
between trait mindfulness and cooperative conflict management styles.

1.1. Theoretical Background
Conflict Management

Conflict is a situation in which one or more individuals wants,
interests, values, beliefs, or needs differ or oppose (Sigr1, 2018, s. 17).
Organizational conflict occurs when one or more sides feel that a current
disagreement creates a threat to their interests (LeBlanc et al., 2014).

Approaches to organizational conflict are divided into three: the
traditional approach, which is based on avoiding all kinds of conflict; the
behavioral approach, which argues that organizational conflict is a part of
organizational life; and the modern approach, which encourages
organizational conflict (Ural, 2018).

In today’s business, most of the tasks require teamwork and
collaboration. Employees usually face a conflict at work and whether this
conflict is managed or not is a major concern. Conflict management includes
creating organizational-level strategies to decrease the problems due to
conflict and increase the benefits of it to improve learning and make the
organization better (Rahim, 2002).

Most of the conflict management models are grounded on the dual
concern model (Blake & Mouton, 1964). This model suggests that when
individuals face a conflict, they either have a concern for people or a concern
for production. Thomas and Killmann (1974) stated that interpersonal
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conflict at work can be managed with an emphasis on “concern for self”
or/and “concern for others”. Based on this five conflict management styles
appear: “competing”, “collaborating”, “compromising”, “accommodating”,
and “avoiding”. Later researchers used different terminology to define these
five styles. In this paper, Rahim’s organizational conflict conceptualization
will be used that differentiates a style depending on “concern for self” and/or
“concern for others”. Based on this, five conflict management styles were
defined; dominating, avoiding, obliging, compromising, and integrating
(Rahim, 1983).

Dominating style is used when one group feels that they are
completely right and try to impose their solution on the other (S1gr1, 2018).
Previous studies showed that dominating style is the least preferred style in
a conflict among medical students in China (Li et al., 2021) and emergency
nurses in the United States (Johansen & Cadmus, 2016).

If the conflict is ignored and no effort was spent to manage it, this
means avoiding style is embraced (S18r1, 2018) Avoiding style was negatively
associated with emotional intelligence among students (Chan et al., 2014).

Dominating and avoiding styles can be very harmful to an
organization. An authoritarian leader who forces subordinates to do
something that they don’t want uses dominating style whereas a coworker
who refuses to speak and solve the problem with his/her colleague after a
dispute embraces the avoiding style. These conflict management styles are
called as destructive as people don’'t have a concern for others and it
negatively influences the organization (Vanly, 2019). Avoiding and
dominating styles were found positively related to low team effectiveness
(DeChurch et al., 2013).

In contrast to dominating and avoiding styles, obliging, integrating,
and compromising conflict management styles predict positive
organizational attitudes and behaviors. The obliging style can be utilized
when a group/person wants to give up something for an acquisition in the
future. The integrating style appears when the groups try to solve the
problem collaboratively. The compromising style is espoused when the
conflict is managed with a mutually acceptable decision which means that
there is no winner or loser (Lee, 2008).

Obliging style (high concern for others and low concern for self) can
be preferred when a party gives up something to satisfy the other’s needs.
This style can be appropriate when a person feels that he/she is wrong or
when the problem is more important than the individual (Rahim, 2002). This
style can differ depending on the status of employees such that when the
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A Study On The other party has an upper position, the obliging style is mostly used (Ozkalp
Antecedents Of et al., 2009). This style can predict relationship quality when the level of task

Conflict conflict is low (Lu & Wang, 2017).
Management Integrating style (high concern for self and others) allows different
Styles: The Role . s o . .

. parties to solve a problem and it is effective in the face of complicated issues.
Of Mindfulness . . o

) Integrating style requires openness, communication, and a search for

And Emotional . . . .

. alternatives. Also, time and resources are essential to come up with a
Intelligence

solution that satisfies groups (Rahim, 2002). One study found that more
196 educated and older managers prefer to use the integrating style (Vesperi et

al., 2020). Culture can influence this preference as well. A study conducted
in Turkey revealed that managers prefer integrating first and compromising
second which fits with a collectivist orientation (Ozkalp et al., 2009). The
integrating style was linked with relationship quality (Lu & Wang, 2017) and
critical thinking (Li et al., 2021).

The compromising style (a balance in concern for self and others) is
used when different parties both renounce something in return for conflict
resolution. It can be preferred when other styles have become ineffective,
groups disagree or they need to find a temporary solution (Rahim, 2002).
Previous studies revealed that the compromising style is associated with
critical thinking (Li et al., 2021) and harmony enhancement (Leung et al.,
2011).

A recent study showed that there is a gender difference in terms of
conflict management strategies. Female employees utilize avoiding,
obliging, integrating, and compromising styles more and males use
dominating at a higher level (Rahim & Katz, 2020). This difference is in line
with gender roles.

One study found that the compromising style is negatively related to
destructive conflict and integrating and accommodating styles (obliging) are
positively linked with constructive conflict (Song et al., 2006). Obliging,
integrating, and compromising styles predict satisfaction with supervision
(Lee, 2008) These can be defined as cooperative conflict handling strategies
(Song et al., 2006) since the groups try to understand each other’s interests
and help each other. Although an obliging style can be effective in resolving
conflict in some situations, as it requires giving up one’s benefits in return
for the others’ goods, it can create problems and lost opportunities in the
long term. Also, no effect is expected of mindfulness on the obliging style.
Therefore, in this paper, integrating and compromising styles will be taken
as dependent variables. The same terminology as Song et al. (2006) will be
used for referring to integrating and compromising styles.
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Previous studies found that organizational variables such as culture
(Robbins & Judge, 2020), and individual variables like personality traits,
emotional intelligence, lack of support, role ambiguity, and communication
(Almost et al., 2016) influence conflict management styles. Employee traits
can also influence the way they behave during a conflict. People who attend
to the cues at present with full awareness and a positive attitude towards
others can understand and manage others” needs. In turn, this can make
them use more cooperative conflict management styles.

In the next part, a less studied topic in the conflict management
framework, trait mindfulness will be discussed with its role in two forms of
cooperative conflict management styles.

Trait Mindfulness

Mindfulness refers to “a particular way of paying attention. It is a
way of looking deeply into oneself in the spirit of self-inquiry and self-
understanding” (Kabat-Zinn, 2005, p. 12). Many studies claimed that an
open and accepting attitude toward an experience is required to be mindful.
This refers to being curious, having a nonreactive orientation, and feeling
acceptance even if the experience is difficult (Creswell, 2017).

Although mindfulness is an ancient concept that is derived from
Buddhism, it has become a buzzword in the last two decades in
organizational behavior. Mindfulness is linked with prosocial behavior
(Hafenbrack et al., 2020), creativity (Cheung et al., 2020), job performance
(Dane & Brummel, 2014), ethical behavior (Kalafatoglu & Turgut, 2017), and
employee engagement (Leroy et al., 2013). Mindfulness predicts better social
relationships, a higher level of resiliency, and improved task performance
(Glom et al., 2011). Today many organizations provide mindfulness training
to their employees to increase positive organizational attitudes and
behaviors.

A recent review which is based on 32 studies revealed that individual
and contextual antecedents can predict mindfulness. In addition to that, it
can directly or indirectly influence individual and organizational level
outcomes. Some of the individual outcomes are pleasure, well-being, and
sleep quality. Mindful communication and collaboration to manage
workplace conflict are the other mentioned organizational level outcomes
(Shahbaz & Parker, 2021)

Mindfulness can be conceptualized in terms of individual and
collective levels of analysis. State and trait perspectives emerged for
referring to individual mindfulness. Collective mindfulness is about an
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A Study On The organization’s attention to current experiences. State mindfulness requires
Antecedents Of an intervention whereas trait mindfulness refers to the dispositional
Conflict attribute (Sutcliffe et al., 2016). Studies have shown that both state and trait
Management mindfulness are related to conflict management. In this paper, mindfulness
Styles: The Role is embraced as a trait.
Of Mlndfl.llness One study compared meditators and non-meditators and found
And Emotional . . I L .

. differences in terms of trait mindfulness, negotiation styles, and negotiation
Intelligence

effectiveness. Meditators showed higher levels of trait mindfulness, and they
198 tended to use a more integrating style. Also, they were better in terms of

negotiation effectiveness (Perez-Yus et al., 2020).

Kay and Skarlicki (2020) claimed that trait mindfulness changes
employees’ feelings and thoughts about conflict. By using a survey and a
field experiment method, they found that cognitive reappraisal mediates the
link between trait mindfulness and conflict management. Trait mindfulness
increased cognitive reappraisal and participants reported more collaboration
and less conflict avoidance.

In a cross-sectional study conducted on a sample of university
students, researchers examined the effects of trait mindfulness on conflict
resolution methods. According to the findings, as trait mindfulness
increases, the approach to conflict and general behavior increases. In other
words, individuals with a higher level of trait mindfulness were able to
express themselves easily when they were in a conflict environment and
could continue the conflict resolution process without being influenced by
others (Celik & Cetin, 2014).

These studies reveal that trait mindfulness has the potential to
increase two forms of cooperative conflict management styles.

Emotional Intelligence

Emotional intelligence has become a popular concept since the 1990s.
It is defined as an ability (Salovey & Mayer, 1990) and a trait (Petrides &
Furnham, 2001). Each approach differs in terms of conceptualization
(cognitive ability vs personality trait) and measurement (performance test vs
self-report) (Petrides et al., 2004).

According to Salovey and Mayer (1990), emotional intelligence can
be regarded as a sort of social intelligence. They conceptualized emotional
intelligence with three mental processes: “appraising and expressing
emotions in self and others, regulating emotions in the self and others, using
emotions in adaptive ways” (p.190-191). Emotionally intelligent people can
accurately perceive emotions and react easily and appropriately. They can
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recognize others’” emotions and show empathy. They regulate their own and
others” emotions for a particular purpose. Finally, utilization of intelligence
can result in flexible planning, creative thinking, redirected attention, and
motivation (Salovey & Mayer, 1990). Emotionally intelligent people are open
to internal experiences, easily define them and connect with them if it is
required. This awareness results in regulation of effect and improvement in
well-being (Mayer & Salovey, 1993). They later conceptualized emotional
intelligence which includes four branches: perceiving, using, understanding,
and managing emotions. This perspective defined emotional intelligence as
an ability (Salovey & Grewal, 2005).

Emotional intelligence is also described as a personality trait with 15
facets: adaptability, assertiveness, emotion expression, emotion
management, emotion perception, emotion regulation, impulsiveness,
relationship skills, self-esteem, self-motivation, social competence, stress
management, trait empathy, trait happiness, trait optimism (Petrides &
Furnham, 2001). Emotional intelligence includes dispositions related to
emotions and abilities that a person perceives (Petrides et al., 2004). In this
paper trait of emotional intelligence was used as the mediator.

Studies revealed that there is a positive relationship between
personality and trait of emotional intelligence. Neuroticism (-) and
extraversion are the strongest predictors of trait emotional intelligence
followed by conscientiousness, agreeableness, and openness (Siegling et al.,
2015).

Previous studies found that emotional intelligence is related to
positive work outcomes. It is positively related to organizational citizenship
behavior (Miao et al., 2017) and subordinate task performance (Miao et al.,
2018a). Emotional intelligence is negatively associated with
counterproductive work behavior (Miao et al., 2017).

Emotional intelligence can act as a mediator between culture and
conflict management styles. A study conducted among 1527 individuals
from 10 cultures revealed that uncertainty avoidance and long-term
orientation increase integrating, compromising, and obliging styles with the
mediating role of emotional intelligence (Gunkel et al., 2016).

Likewise, emotional intelligence can mediate the link between trait
mindfulness and positive work outcomes. One study found that emotional
intelligence mediated the relationship between mindfulness and subjective
well-being. In other words, a higher level of trait mindfulness increased
emotional intelligence that in turn enhanced a higher level of positive affect
and life satisfaction (Schutte & Malouff, 2011)
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A Study On The Present Study

Antecedents Of . o Lo . . .

Conflict In this paper, it is expected that trait mindfulness is associated with
two forms of cooperative conflict management styles. In addition to that

Management . . . . . . .

Styles: The Role emotional intelligence is expected to mediate the link between trait

. mindfulness and cooperative conflict management styles.

Of Mindfulness P & Y

And Emotional Interpersonal communication can require trait mindfulness in social

Intelligence circumstances. When people have full attention to the present and when they
are aware of social cues, they can better adapt to the environment. Good et

200

al.’s (2016) review claimed that mindfulness improves other-orientation and

prosocial behavior. Conflict is an inevitable part of life and cooperative
conflict management styles require attention to a problem, an urge to solve
it, a positive attitude to protect social relations, and an orientation towards
others that people with a higher level of trait mindfulness have. As trait
mindfulness and emotional intelligence are positively related (Miao et al.,
2018b; Kircaburun et al., 2019) trait mindfulness can make individuals better
equipped to manage their social skills during a conflict. People with a higher
level of mindfulness can be aware of their emotions and better at regulating
them (Brown & Ryan, 2003) which can direct them to use more cooperative
conflict management styles. Emotional intelligence predicts compassion and
self-compassion (Di Fabio & Saklofske, 2021) which can make people feel
more positive towards others and themselves. This can result in a positive
effect on interpersonal relations. Also, people with a higher level of
emotional intelligence can be more responsive to emotional signs and better
at applying adaptive tactics during a negotiation (Fulmer & Berry, 2007). In
a nutshell, emotional intelligence can explain the mechanism between trait
mindfulness and cooperative conflict management styles. Therefore,
hypotheses were stated as:

H1la: Trait mindfulness is positively related to integrating style.

H1b: Trait mindfulness is positively related to integrating style via
emotional intelligence.

H2a. Trait mindfulness is positively related to the compromising
style.

H2b: Trait mindfulness is positively related to compromising style
via emotional intelligence.
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2.1. Participants and Procedure

Most of the mindfulness studies were done among white-collar
employees as their jobs involve various skills and interpersonal interaction
(Wihler et al., 2022). The sample was composed of 193 white-collar
employees working in Istanbul. They ranged in age from 23 to 62 years
(66.7% female,33.3% male). The average age was 33.65 years (SD = 6.83). Most
of the participants have bachelor’s (%44.6) and master’s degrees (%44). A
quantitative method was adopted. The focus is to understand the
relationships between the variables. Convenience sampling was used since
it is efficient and easy to apply (Jager et al., 2017). Data were gathered
through online surveys.

2.2. Instruments

The questionnaire consists of a demographic information section that
includes age, gender, status (single vs married) education (Bachelor’s degree,
Master’s degree, and Ph.D.) sector (private vs public), business segment, and
the following scales.

Five facet mindfulness Questionnaire-Short Form (FFMQ-S)

Five Facet mindfulness questionnaire (FFMQ) was created by Baer et
al. (2006) and it consists of 39 items. Tran et al. (2013) shortened the scale and
developed FFMQ-S which is composed of 20 items. The scale has the
following factors: observing, describing, acting with awareness, non-
reactivity to inner experience, and non-judging of inner experience. 10 items
were reverse coded. The Turkish adaptation of the scale was done by Ayalp
and Sahin (2018). In this study, the total Cronbach’s alpha value of the scale
including 17 items was .67. A 6-point Likert type scale was utilized (1:Never
and 6: Always). Confirmatory factor analysis (CFA) was applied. Item
5(0.465), Item 7 (.425), and Item 4 (.48) were deleted as they have a
standardized regression weight lower than 0.50. The five-factor structure of
this scale was confirmed, (x2 / df =1.836,CFI = 0.94, GFI = 0.89, RMSEA =
0.066, and SRMR = 0.05). Following Kay and Skarlicki (2020) mindfulness
was taken as a unidimensional construct and all items were averaged so
higher scores in FFMQ refer to higher levels of trait mindfulness.

Trait Emotional Intelligence Questionnaire-Short Form

Emotional intelligence was assessed with Trait Emotional
Intelligence Questionnaire-Short Form (TEIQue-SF) created by Petrides and
Furnham (2001). The scale consists of 16 items with four dimensions: well-
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A Study On The being, self-discipline, emotionality, and sociability. Since the sociability

Antecedents Of subscale consists of items that are like the conflict management concept
Conflict (Item?7- “It is often difficult for me to defend my rights” and Item 17 “Even
Management when I know I'm right when I argue, I tend to back off”) this subscale was
Styles: The Role excluded, and three subscales of the inventory were used. The Turkish
Of Mindfulness adaptation of the scale was performed by Deniz et al. (2013). 6-point Likert
And Emotional type scale was utilized (1:totally disagree and 6: totally agree). Confirmatory
Intelligence factor analysis (CFA) was applied. Item 15 was deleted since its regression

weight was not significant (p =.168). It was confirmed that the scale has three-

202
| factor structure, X%df=2.39, CFI=.90, GFI = .92 and RMSEA = .08, SRMR =

07(cx =.80).
Conflict Management Scale

One of the most common instruments to examine interpersonal
conflict is Rahim Organizational Conflict Inventory (ROCI-II) which was
developed by Rahim (1983). The scale consists of 28 items with five factors:
integrating, dominating, compromising, avoiding, and obliging. In this
study integrating (7 items) and compromising (4 items) scales were used.
The Turkish adaptation of the scale was done by Niederauer (2006). A 6-
point Likert type scale was utilized (1: totally disagree and 6: totally agree).
The Cronbach’s alpha value for integrating (a = .92) and compromising (a =
.80) indicate that the scale is reliable. Confirmatory factor analysis (CFA) was
applied and two-factor structure of conflict management has acceptable
goodness of fit indices, X?/df =1.938, CFI = .97 , GFI = .93 and RMSEA = .07.,
SRMR =0.04.

III. RESULTS

First, correlation analysis was conducted. Total tenure is correlated
with mindfulness (r =.16, p<.05) and emotional intelligence (r = .15, p<.05).
Mindfulness is positively correlated with integrating (r = .33, p<.01) and
compromising style (r = .22, p<.01). Thus, hypotheses la and 2a were
supported. As there is a strong correlation between mindfulness and EI,
multicollinearity diagnostics were checked. Since the VIF score is 2.29, no
multicollinearity risk was detected. The means, standard deviations, and
Pearson correlation coefficients are shown in Table 1.
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Table 1. Correlations among the variables

VARIABLES M SD 1 2 3 4 5 6

1. Total Tenure 959 677 1 .85 .16* 15% .07 -.06
2. Age 33.65 6.83 1 .06 03 -01 -.06
3. Mindfulness 408  0.60 1 5% 33% 22
4. El 444  0.67 1 32k 22%F
5. Integrating 505  0.68 1 70%*
6. Compromising 4.80  0.62 1

*p < 0,05, *p < 0,01

Since it is more reliable than traditional methods (Giirbiiz, 2019),
Process Macro (Hayes, 2012) was utilized to see the mediating effect of
emotional intelligence between mindfulness and integrating style. A
research model was run using model 4 in PROCESS macro (see Figure 1).
The Bootstrap technique was preferred with a sample size of 5000. To
support the research hypotheses, the values at the 95% confidence interval
(CI) gathered by the findings should not consist of 0. (MacKinnon,
Lockwood & Williams, 2004). Regression analysis findings are shown in
Table 2. Whether the mediating variable had an effect between mindfulness
and integrating style was decided based on confidence intervals gathered by
the bootstrap technique. Findings indicate that emotional intelligence didn’t
act as a mediator between mindfulness and integrating style (b =.135, %95
BCA CI [-.059, .338]. Therefore, Hypothesis 1b was not supported.

Emotional Intelligence

Trait mindfulness

Y

Integrating style

Figure 1: The mediation model for H1b
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A Study On The Table 2. Bootstrapping Test of the mediating role of EI on the Integrating
Antecedents Of Style (N=193)
Conflict Pathways ‘ Coefficient ‘ SE ‘ 95% CI
Management Direct Effect
Styles: The Role Trait Mindfulness->EI .807*** .051 | .706 to .909
Of Mindfulness Trait Mindfulness->Integrating Style 38 .077 | .227 to .533
And Emotional El-Integrating .166 109 | -.048 to .381
Intelligence Indirect Effect

Trait Mindfulness->El->Integrating Style | .135 [ 101 [ -059 to.338
204

| Total Effect
Trait Mindfulness->Integrating Style | 38 | 078 | 22710 533

Note: ***p<.001; S.E: Standardized error. Unstandardized beta coefficients (b)
were reported.

Process macro (Hayes, 2012) was utilized with the bootstrap
technique that includes a sample size of 5000 to test the mediating role of EI
between mindfulness and compromising style. 4th model was chosen (see
Figure 2). Regression analysis results can be seen in Table 3. Confidence
intervals were examined to understand whether EI had a mediating role in
mindfulness and compromising style. Findings indicate that emotional
intelligence (b =.108, %95 BCA CI [-.049, .261] didn’t mediate the relationship
between mindfulness and compromising style. Therefore, hypothesis 2b was
not supported.

Table 3. Bootstrapping Test of the mediating role of EI on Compromising
Style (N=193)

Pathways ‘ Coefficient ‘ SE ‘ 95% CI
Direct Effect

Trait Mindfulness->EI .807*** .051 | .706 to .909
Trait Mindfulness->Compromising Style 221 073 | .077 to .364
El-Integrating 134 102 | -.068 to .335
Indirect Effect

Trait Mindfulness->EI->Compromising Style | .108 [ .079 | -.049 to .261
Total Effect

Trait Mindfulness->Compromising Style ‘ 221 ‘ .073 ‘ .077 to .364

Note: ***p<.001; S.E: Standardized error. Unstandardized beta coefficients (b)
were reported.
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Emotional Intelligence

Y

Trait mindfulness Compromising style

Figure 2: The mediation model for H2b

IV. CONCLUSION

In this study, we aim to investigate the mediating role of emotional
intelligence between trait mindfulness, and cooperative conflict
management styles.

Results indicate that trait mindfulness influences integrating style.
Trait mindfulness predicts a positive attitude towards others (Kabat-Zinn,
2005). This positivity can improve an individual’s well-being. Associative
network theory states when people are in positive moods, they can evaluate
others more positively as they remember more favorable states (Bower,
1981). Therefore, an increased level of well-being through mindfulness can
enhance people to use an integrating style which is also called a win-win
style as both parties cooperate to find a creative solution to a problem by
sharing the information (McShane & Von Glinow, 2016).

Another finding of this paper is that trait mindfulness is positively
linked to compromising style. Although the win-win style can be achieved
mainly with an "integrating” approach and to a certain extent with a
"compromising" approach (p.108) compromising approach differs since both
parties aren’t entirely satisfied rather, they manage the situation (p.105)
(51811, 2018). Apart from looking for the best solution for themselves and
others, mindful people can mutually give up something in return for a
healthy relationship.

As expected, a strong correlation exists between trait mindfulness
and emotional intelligence. People with a higher level of emotional
intelligence are not only aware of their emotions and manage them well, but
they are also better to catch social cues and empathy towards others. They
have the skills to influence others and sustain healthy relationships
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A Study On The (Goleman, 2021). Likewise, mindful people can be better at self-awareness,

Antecedents Of self-management, and social awareness (Goleman & Boyatzis, 2017).
Conflict Previous studies support the link between trait mindfulness and emotional
Management intelligence (Salcido-Cibrian et al., 2019; Tohme, 2020)
gtfy;\is ElfmlRole Previous studies found a direct link between emotional intelligence
n u ness and conflict management styles (Basogul & Ozgiir; Schlaerth et al., 2013). For
And Emotional . . . .
. example, one study found that emotional intelligence is the antecedent of
Intelligence

integrating and compromising styles (Shih & Susanto, 2010). However, an
206 indirect effect of emotional intelligence didn’t exist between trait

mindfulness and the two forms of conflict management styles. Mindfulness
and emotional intelligence can increase an individual’'s positive attitude
towards others and their urge to have a healthy relationship, but the indirect
effect of emotional intelligence didn’t influence cooperative conflict
management styles. This indicates that another mechanism exists between
them that can be studied in the future.

Limitations of this study are small sample size, using self-report
questionnaires, and utilizing white-collar employees. Future studies can use
higher sample sizes with mixed methods and use different business
segments. This can permit generalizations of the findings. As culture
influences how people behave and resolve a conflict, the difference between
conflict resolution styles can occur among individualist and collectivist
societies (Robbins & Judge, 2020). For example, Turkish managers prefer
integrating and compromising styles (Ozkalp et al., 2009). Trait mindfulness
and emotional intelligence can have a buffering effect on the utilization of
these two styles among Turkish managers. Therefore, cross-cultural studies
are suggested.

This research gives an understanding of the relationship between
trait mindfulness, emotional intelligence, and cooperative conflict
management styles in a different cultural context.

Conlflict is an inevitable fact of everyday life and those organizations
who effectively manage it survive. This study revealed that the trait of
mindfulness predicts cooperative conflict management styles. As trait
mindfulness can be learned, organizations are suggested to assure training
for their employees.
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Amag: Calisanlar, zamanlarinin énemli bir kismini érgiitlerde gecirmektedirler. Bu
nedenle huzurlu ve mutlu bir Orglitsel ortamin saglanmasi Onemlidir. Bu
calismanin amaci, istismarci yonetim, is performansi ve Orgiitsel mutluluk
arasindaki iligkilerin belirlenmesidir.
Yontem: Bir kamu hastanesinde gorev yapan 274 hemsire bu aragtirmanin
orneklemini olusturmaktadir. Verilerin analizinde korelasyon ve regresyon
analizleri kullanilmistir.
Bulgular: Arastirmada istismarct yonetim, orgiitsel mutluluk ve is performansi
arasinda anlaml iligkiler bulunmustur. Istismarci yénetimin drgiitsel mutluluk ve
is performansi iizerinde olumsuz etkisi oldugu belirlenmistir. Orgiitsel mutluluk is
performansini  dogrudan etkilerken, Orgiitsel mutlulugun “potansiyelin
gerceklesmesi” boyutunun is performansimi olumlu yonde etkiledigi tespit
edilmistir.
Sonug: Istismarci yonetim, drgiitsel mutlulugun ve is performansinin diigsmesine
neden olmaktadir. Isgdrenlerin potansiyelini kullanabilecegi, beceri ve
yeteneklerini gelistirebilecegi, zorluklarin iistesinden gelebilecegi bir is ortaminin
saglanmasi is performansinin artmasinda katki saglayacaktir. Orgiitlerde etkin,
verimli ve huzurlu bir calisma ortamimmin olusturulmasi igin istismar igeren
davranislar hos goriilmemeli ve isgéren mutluluguna énem verilmelidir.
Anahtar Kelimeler: Istismara yonetim, orglitsel mutluluk, isyerinde mutluluk, is
performansi, saglik orgiitleri.
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THE RELATIONSHIP BETWEEN ABUSIVE
SUPERVISION, ORGANIZATIONAL HAPPINESS
AND JOB PERFORMANCE

ABSTRACT

Aim: Employees spend a significant part of their time in organizations. For this
reason, it is important to provide a peaceful and happy organizational
environment. The aim of this study is to determine the relationships between
abusive supervision, job performance and organizational happiness.

Method: 274 nurses working in a public hospital constitute the sample of this
study. Correlation and regression analyzes were used in the analysis of the data.
Findings: In the research, significant relationships were found between abusive
supervision, organizational happiness and job performance. It was determined that
abusive supervision has a negative effect on organizational happiness and job
performance. While organizational happiness directly affects job performance, it
has been determined that the "realization of potential" dimension of organizational
happiness positively affects job performance.

Result: Abusive supervision causes a decrease in organizational happiness and job
performance. Providing a work environment where employees can use their
potential, improve their skills and abilities, and overcome difficulties will
contribute to the increase of business performance. In order to create an effective,
productive and peaceful working environment in organizations, abusive behaviors
should not be tolerated and employee happiness should be given importance.
Keywords: Abusive supervision, organizational happiness, happiness at work, job
performance, health organizations.
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I. GIRiS

Istismarci yonetim, fiziksel temas harig, yoneticilerin stirekli olarak
diismanca nitelikte sozlii ve sozlii olmayan davramslari sergilemeye
yonelik olarak astlarin algilalarini ifade etmektedir. Istismarci yonetimin
her orgiitte bulundugunu ve astlarin performansi, tutumlar: ve psikolojik
saghk diizeyleri {izerinde etkileri oldugunu One siiren anekdot
niteligindeki kanitlara ragmen, teoriye dayali calismalarin sinurl oldugu
belirtilmektedir (Tepper, 2000). Istismarci yonetimin olumsuz etkilerinin
onemli olmasi nedeniyle son yillarda bu alandaki arastirmalara ilgi
sartmaktadir (Chen & Wang, 2017). Astlara uzun siireli diismanca
davranuglar ifade eden istismarci yonetim, modern orgiitlerde endige verici
bir durumda ve isgorenlerin verimli ve iyi olmalar1 konusunda énemli bir
tehdit olarak kabul edilmektedir (Harris et al., 2007; Harris et al., 2011).

Calisma ortaminin olumlu ve olumsuz atmosferinden yoneticilik
gorevini {istlenen bireyler sorumludur. Orgiitlerin kotii yonetilmesi,
yoneticilerin yOnetim becerisinin diisiik olmasi, yonetim siireglerinin
kontrol edilememesi gibi durumlar orgiit icinde mutsuzlugu etkileyen
temel faktorlerdendir (Karnak, 2020). i§g6renlerin is yerinde gelistirdikleri
kigileraras iligskilerden en 6nemlisi en yakin amirleri ile yapilan iligkilerdir.
Ustelik, amir-ast arasindaki iligkisinin  kalitesi isgOrenlerin refahs,
performansi, maas kazanimi ve kariyer gelisimi ile baglantilidir (Tepper et
al., 2009).

Bu ¢alismanin amaci, istismarci yonetim, is performansi ve orgiitsel
mutluluk arasindaki iligkilerin ortaya konulmasidir. Yapilan ¢alismalarda,
s0z konusu degiskenlerin birlikte kullanildig1 ¢alismalarin oldukga smirl
oldugu belirlenmistir. Bu nedenle bu ¢alismanin, mutlu ve verimli bir is
ortaminin saglanmasima destek olacagi ve alan yazina katki saglanacag:
diistinilmektedir.

Saglik oOrgiitlerinde farkli meslek grubunda isgdrenler gorev
yapmaktadir. Bununla birlikte saglik orgiitlerinden biri olan hastanelerde
gorev yapan saghk calisanlar1 arasinda genel olarak hemsirelerin orani
daha fazla oldugundan (Aydemir, 2014), bu c¢alisma hemsirelerle
sinirlandirilmistir. Bu nedenle bu c¢alismanin bir kamu hastanesinde
ylriitiilmiis olmasi ve segilen Orneklemle simirli olmasi ¢alismanin
siirhiligini olusturmaktadir.
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II. TEORIK CERCEVE
2.1. istismarci Yonetim

Istismarci ydnetim, bir orgiitte astlarn, {istlerinin/y6neticilerinin,
fiziksel temas disinda diismanca sozlii ve sozlii olmayan davraniglarin
siirekli sergilenmesine ne Ol¢iide dahil olduklarina iliskin algilar1 olarak
tanimlanmigtir (Tepper, 2000). Istismarci ydnetim davramglarina &rnek
olarak; saldirgan goz temasi, gozdagl verme, baskalarinin oniinde alay
etme veya asagilama gibi davranislar sayilabilir (Aryee et al., 2007; Meglich
& Eesley, 2011; Whitman et al., 2014).

Istismarct yonetimle ilgili olarak liderligin karanlk yiiziinii
aciklayan ilk c¢alismada (Ashforth, 1994) “kiiciik tiranlik” kavrami
kullanilmistir. Sonraki ¢alismalarda yoneticiler tarafindan sergilenen bu
tiirden olumsuz davranislar, istismarci yonetim, yikic liderlik, zehirleyici
liderlik, stipervizor saldirganligi, siipervizoriin altin1 oymasi, adi zorbalik,
saldirgan yonetici, baltalayici yonetici, is yeri zorbali§1 ve kurban etme gibi
farkli kavramlarla agiklanmistir (Tepper, 2007; Whitman et al., 2014; Ucok
& Turgut, 2014, Xu et al.,, 2015; Basar et al.,, 2016; Bolat et al., 2017).
Istismarci yonetim kavrami ilk olarak Tepper (2000) tarafindan ortaya
atilmistir. Tepper (2000) Orglitsel adalet teorisine dayandirdig:
¢alismasinda amirlerini daha kotii algilayan astlarin islerini birakma
olasiliklarinin daha ytiksek oldugunu; is ve yasam doyumlarmin, normatif
ve duygusal baglilik diizeylerinin daha diisiik oldugunu; devam baghligs,
is ve aile arasindaki ¢atisma ve psikolojik sikint1 diizeylerinin daha yiiksek
oldugunu belirlemistir. Son yillarda istismarci yonetim kavramina ilginin
arttigl ve calismalarda farkli sekillerde iliskilendirildigi goriilmektedir. Bu
¢alismalara orgiitsel vatandashk davranisi (Zellars et al., 2002), tiitkenmislik
(Wu & Hu, 2009; Whitman et al., 2014), is performans1 (Harris et al., 2007;
Aryee et al.,, 2007; Zhou, 2016; Chen & Wang, 2017), duygusal zeka ve
gliven (Xiaqi et al., 2012); orgiitsel sapma davranislar1 (Tepper et al., 2017);
kisilik (Koksal & Kara, 2022) 6rnek olarak verilebilir.

Istismarc yonetimle ilgili arastirmalarin ¢ogu liderlik, liderlerin
davranis1 ve takipgilerinin zararli etkisine odaklanmistir. Yine de yikic
lider davranisinin gergeklestigi siirecin Orgiitlerde takipgileri ne olglide
etkiledigi tam olarak anlasilamamaktadir. Ayrica bu konuda birlestirici bir
teorik cerceveye ihtiya¢ bulunmaktadir (Ronen & Donia, 2020). Esitlik
teorisi ve negatif karsiiklilk normuna gore isgorenler istismarci
davraniglara farkli davrams gostereceklerdir. Adams'in (1965) esitlik teorisi
kapsaminda, istismarci yoneticinin, isgorenlerin duygusal bagliligini
diistirdiigii, is ve yasam doyumunu azalttig1 ve is-aile dengesini bozdugu
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belirtilmektedir (Koksal & Giirsoy, 2020). Gouldner'm (1960) negatif
kargiliklilik normuna gore ise, kotii muamele goren kurbanlar misilleme
yapma motivasyonuna sahip olmaktadirlar. Insanlar yasadigi olumlu

muameleye karsi olumlu karsilik verirken, kotii muameleye kars: negatif
karsilik verebilmektedirler (Tepper et al., 2009; Chu, 2014).

Istismarci yonetim, ise odaklanmada isgdrenlerin enerjisini tiiketir,
islerine olan ilgisini azaltir ve ise baghiliin azalmasma neden olur (Aryee
et al, 2008). Orgiitlerde yaygm olarak goriilebilen istismarci yonetici
davraniglarinin, ayn1 zamanda isgorenler tizerinde ciddi psikolojik etkiler
yaratarak duygusal tiikenme, is tatminsizligi, isten ayrilma ve sapkin
davraniglarin yani sira diisiik performans ve rol dis1 davranislar gibi birgok
zararh etkileri olmaktadir (Chen et al., 2020). Arastirmalara gore orgtitsel
sapkinlik, isyeri sapmasi, isten ayrilma niyeti, orgiitsel insandisilastirma,
isyerinde yalnizhik ve Orgiitsel sinizm ile istismarci yOnetim arasinda
anlaml iligkiler saptanmistir (Tepper et al., 2009; Lian et al., 2012; Ugok &
Turgut, 2014; Alper Ay, 2015; Caesens et al., 2019).

2.2. Orgiitsel Mutluluk

Psikoloji bilimi baglangi¢ta uzun yillar olumsuzluklara odaklanmus,
zamanla hiimanist psikologlar psikolojide pozitif kavramlari da one
¢ikarmiglardir (Gillham & Seligman, 1999; Fisher, 2010). Seligman (1998),
psikoloji bilimine farkli bir bakis agis1 getirmis ve bireylerin sadece
sorunlar1 olanlar i¢in degil, tiim insanlar i¢in olumlu ve dogru yonler
belirleyerek daha iyi bir yasam Kkalitesi icin yeteneklerini kesfetmeleri ve
gelistirmeleri gerektigini vurgulamistir (Erkus & Findikli, 2013). Pozitif
psikoloji kavrami, pozitif Orgiitsel davranis akimini tetiklemis, Orgiit
verimliliginin bir araci olarak bireylerin saglkli, huzurlu ve mutlu bir
yasam siirmelerini amaglamistir (Bal, 2009). Pozitif psikolojiye ilginin
artmasiyla, mutlulugun nasil ortaya ciktigi, genel olarak insanlar1 neyin
mutlu ettigi ve calisma ortaminda nasil uygulanabildigine yonelik
arastirmalar (Turan, 2019) ozellikle 2000'li yillardan sonra Onemli artis
gostermistir (Dogan & Sapmaz, 2012).

Mutlu olmak, ¢ogu insan igin biiyiik 6nem tasir ve mutluluk ¢ogu
toplumda oldukca degerli bir amactir (Fisher, 2010). Insanlik tarihinin
baslangicindan bu yana mutluluk her zaman arzulanan bir sey olmustur.
Insanoglu dogumundan &liimiine kadar hep mutlu olmak arzusu
icerisinde olmustur. ihtiyaglan ve istekleri karsilanan insan mutlu olmakta
ve bir sonraki istegi veya ihtiyact olusana kadar da mutlu kalmaktadir
(Yiiksekbilgili & Akduman, 2016). Mutluluk, bireyin yasama iliskin bilissel
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ve duygusal degerlendirmelerinin bir sonucu olarak olumlu duygular
(nese, seving, giiven, umut gibi) sik, olumsuz duygular (kaygy, korku, 6fke,
nefret, umutsuzluk gibi) az yasamasi ve yasamdan yiiksek doyum almasi
olarak tanimlanmaktadir (Dogan & Sapmaz, 2012).

Insanoglunun yagsam amaci ve yasamin anlami mutluluktur
(Yiiksekbilgili & Akduman, 2016). Dolayisiyla isyerinde mutlu ve huzurlu
bir ortam sunan Orgiitlerde c¢alismak bireyler igin biiyiik Onem
tasimaktadir. igyerinde mutluluk kavram olarak, “isyerinde isgorenlerin
mutlu ¢alistig1 ve is gibi hissetmedigi, verimli oldugu ve hem isgéren hem
de orgiit diizeyinde amaclanan hedeflere ulastigi bir durum” olarak
tanimlanmaktadir (Chaiprasit & Santidhiraku, 2011). Baska bir agidan
isyerinde mutluluk “isin kendisine, is Ozelliklerine ve bir biitiin olarak
orgiite karst mutlu duygular” olarak ifade edilmektedir (Fisher, 2010).
i§yerinde mutluluk insanlarin islerinden ve yasamlarindan ne kadar
memnun olduklarim1 ifade eder. Mutluluk fikri bir kisinin Oznel iyi
olusuyla ilgilidir (Wesarat et al., 2015). Mutlulugun duruma 6zgii (Bhatia &
Mohsin, 2020) ve dinamik bir yapist bulunmaktadir (Tortumlu, 2020). Bu
nedenle isgorenlerin mutluluk diizeyi ortamdaki anlik olaylardan tutum ve
davraniglardan etkilenmektedir. iggérenlerin mutlulugunun
saglanmasinda onlarin bireysel ihtiyag, beklenti ve tercihleri ve orgiitiin
kendi yapisal kosullarinin dnemli etkisi bulunmaktadir (Tortumlu, 2020).
Alan yazindan yola c¢ikarak Orgilitsel mutluluk, orgiit icinde Orgiit
tiyelerinin tiimiinii mutlu edecek olaylarin yasanmasi, pozitif bir orgiit
ikliminin olmas1 ve Orgiit iiyelerinin ihtiyaglarmin belli diizeyde
kargilanmasi ile isgorenlerin tiimiiniin orgiit icinde olumlu duygulanim
icinde olmalari olarak tanimlanabilir.

Isyerinde mutluluk hem bireyler hem de &rgiitler igin dnemlidir;
ancak Orgiitlerde isgoren mutlulugu tizerine yapilan arastirmalar oldukga
stnirhdir (Fisher, 2010; Wesarat et al., 2015). Isgorenlerin orgiitlerine olan
pozitif duygular1 ve algilari, onlarin hem bilissel, duyussal
potansiyellerine, fiziksel sagliklarina ve yasam kalitesine katki saglamakta
hem de orgiit agisindan performans ve etkililik gostermelerinde destek
olmaktadir (Korkut, 2019). Mutluluk; isgorenlerin verimli ve yaratic
calismalarina imkan vermektedir (Tortumlu, 2020).

ig,yerinde mutluluk tiretkenligi artirmak i¢in 6nemlidir. Uzun vadeli
mutlulugu koruyabilen oOrgiitlerin tiretkenligi artirmasi ve siirdiirmesi
muhtemeldir (Wesarat et al.,, 2015). Aym1 zamanda is yerinde mutluluk
kiginin genel mutlulugunu etkileyen ana faktorlerden biridir (Bulut &
Demirhan, 2020). Bireysel bazda mutluluk ise orgiitiin biitliniinii de
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etkileyen bulasic1 bir kimlige dontisebilir (Mogosoglu & Kaya, 2018). iyi
yonetici-calisan iligkileri isgdrenlerin amirlerine olan giivenini artirir ve
boylece isgorenler arasinda ise karsi olumlu bir tutumu tesvik eder (Chen
& Wang, 2017).

Onciiller dikkate alindiginda; isyerinde mutlulugun saglanmasinda
“isin ilham vermesi, Orgiitiin kiiltiirdi, iligkiler, ¢alisma yasaminin kalitesi
ve liderlik” olmak {tizere bes faktoriin sorumlu oldugu belirlenmistir
(Chaiprasit & Santidhiraku, 2011). Mutluluk, isin kendisinden ziyade
bireylerin kendileri tarafindan da belirlenir. Isyerinde tiim sorunlar ¢éziime
kavussa da bazen boyle bir isyeri inamilmaz sikici olabilir (Keser, 2016).
Mutlulugun esas olarak kisinin igsel egiliminden kaynaklandig:
belirtilmektedir (Warr, 2007). Isteki mutlulugun yalnizca % 10'unun isin
kendisine bagli oldugu, %90'in ise bireye bagh oldugu savunulmaktadir
(Keser, 2016).

Bireyin is yasamindaki mutlulugu tek basma insan1i mutlu
etmeyebilir. Ancak birey is yasamindaki mutsuzlugunu 6zel yasamina
yansitabilir. Orgiitsel mutluluk, bireylerin toplam mutlulugunu etkileyen
onemli faktorlerden biri oldugu igin bireylerin iyi bir yasama ulagmak igin
iyi olan orgiitlerde ¢alismalar1 gereklidir (Arslan & Polat, 2017). Rekabet
tstiinliigli elde etmek icin en onemli kaynak olan insani belirsiz bir
duruma hazirlamanin ve igyerindeki mutluluklarmni artirmanin en 6énemli
yolu, insan kaynaklari uygulamalarina énem verilmesidir (Ali et al., 2019).

Yapillan c¢alismalarda isyerinde mutlu isgorenlerin  diger
arkadaslarina yardim etmeye istekli olduklari, mutsuz isgorenlerden ¢ok
daha iyi performans gosterdikleri ve sadik kaldiklar1 belirlenmistir (Ali et
al., 2019). Ayrica mutlu isgorenlerin Orgiitsel bagliliklar1 ve tatminlerinin
yiiksek oldugu, is birligine agik olduklari, miisterilerle ve is yerindeki
arkadaglariyla iyi iligskiler kurabildikleri belirlenmistir (Uzunbacak &
Akgakanat, 2018). 1§yerlerinde mutlu olan insanlarin; daha hizli terfi
aldiklari, daha fazla kazandiklari, daha fazla destek aldiklari, daha iyi ve
daha vyaratiaa fikirler {irettikleri, hedeflere daha hizli ulastiklari,
meslektaslar1 ve patronlarla daha iyi etkilesime gegtikleri, daha fazlasim
ogrendikleri ve daha fazlasmi basardiklar1 goriilmiistiir (Keser, 2016).
Isyerinde mutlulugun daha yiiksek kariyer basarisi, kazang, is performansi
ve is yerinde bagkalarina yardim ile iligkili oldugu bulunmustur. Mutlu
isgorenler, iki kat daha {iiretkendir, alt1 kat daha enerjiktir, hastalik
izinlerinin yalnizca 1 / 10'unu alir ve mutsuz bir ¢alisana kiyasla orgtitlerde
iki kat daha uzun stire kalmay1 amaglamaktadir (Singh & Aggarwal, 2018).
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2.3. Is Performansi

Performans, belirlenen sartlar gercevesinde bir isin yerine getirilme
diizeyi veya calisanin davranis bigimidir (Karaman et al., 2020). Is
performansi, “bir bireyin standart bir siire boyunca yitrittigii ayr
davrarnugsal boliimlerin orgiitii icin toplam beklenen deger” olarak
tanimlamir (Motowidlo & Kell, 2012). Is performansi, orgiit tiyelerinin is
tanimlarindaki gorev ve sorumluluklar1 Orgilitlerde ne Olciide yerine
getirdigi, orglitiin amaglarina ne derece ulastirdig1 ve bireyin kendi bireysel
giktilarinin ne derece yeterli olduguna iligskin bir kavramdir (Soysal et al.,
2019).

Calisan performansi ile orgiitsel performansta orgiitsel baglilik ve is
tatmini arasinda onemli bir iliski oldugu bilinmektedir (Karakaya et al.,
2019). Yeterli motivasyona sahip olan isgorenler kendilerinden beklenen
verim ve performansi ortaya koyabilirler (Gokkaya & Tiirker, 2018).
Uyumlu ve memnun olan isgdrenler sayesinde performans yiiksek
seviyelere cikabilecektir (Karatas & Naldoken, 2019). Insan kaynaklari
yonetimi agisindan onemli bir degisken olan performans, isgdrenlerin ve
orgiitlerin etkililik gostergesi olarak bilinmektedir (Begenirbas & Turgut,
2014). Yoneticiler performansi artirmak istiyorsa, isgOrenlerin arzu ve
isteklerini, tutum ve davranislarini, fikir ve duygularin1 ve bunlara etki
eden Orgiit i¢i ve Orgiit dis1 faktorleri dikkate almalar1 gereklidir (Karakaya
& Ucar, 2015).

Is performansi genel olarak gorev ve baglamsal performans olarak
iki boyutta ele alinmaktadir (Borman & Motowidlo, 1997). Gorev
performansi, orgiitiin teknik nitelikteki faaliyetlerinin yerine getirilmesinde
isgorenlerin is yiikiimliiliiklerine yonelik sergiledikleri eylemlerdir (Unlii &
Yirtr, 2011). Burada isgorenlerin iistlenilen veya verilen gorevleri
basarabilme performanslari 6n plana ¢ikmaktadir. Isgérenler is tanimlarma
gore sergiledikleri performansi gostermektedir. Baglamsal performans ise
isgorenlerin is tanumlarinda yer almasa da gorev performansinin
basarilmasina destek saglayacak Orglite yarar saglamayi amaglayan
davraniglari igerir (Bagci, 2014). Baglamsal performans diger islere goniillii
olarak katilim, takim calismasi ve prosediirlere uyma gibi davraniglara
sahip olma ile agiklanmaktadir (Dogan, 2018).
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2.4. istismarc1 Yonetim, Orgiitsel Mutluluk ve Is Performansi
Arasindaki iliskiler

Alan yazinda istismarci yonetim ile is performansi arasinda bir iligki
oldugu, ancak bu iliskide tutarsizliklar bulundugu goriilmiistiir. Bazi
arastirmalar, istismarci yOnetimin is performansini olumsuz etkiledigini
gosterse de (Harris et al., 2007; Aryee et al.,, 2007; Tepper et al., 2011;
Ozdevecioglu et al., 2014; Lyu et al., 2016; Zhou, 2016; Chen & Wang, 2017)
bunun c¢alisan performansimi artirmak igin liderin bir stratejisi olarak
kullanilabilecegini ©6ne siiren g¢alismalar da vardir (Ferris et al., 2007;
Haryanto & Cahyono, 2019). Haryanto ve Cahyono (2019) arastirmalarinda
istismarci yonetimin kisa vadede is performansina olumlu etkisi oldugunu,
ancak uzun vadede performansin diistiigiinii saptanmiglardir. Estes (2013),
hemsirelere yonelik galismasinda, istismarci yonetim nedeniyle astlarin
onemli Orgiitsel performans normlarina uymama ile tepki verdigini
belirlemistir.

Mevcut calismalarda, istismarci yonetimin oOrgiitsel mutluluk
tizerindeki dogrudan etkisine yoOnelik herhangi bir c¢alismaya
rastlanilamamustir. Istismarci yOnetimin, isgorenler arasinda koti is
motivasyonuna ve tutumlarina yol agtig1 belirlenmistir (Wang et al., 2020).
Tepper yaptigi calismalarda (2000; 2007; 2011), istismarci yonetim
davraniglarinin isgorenlerin bireysel mutlulugu iizerinde olumsuz etkileri
oldugunu ifade etmektedir. Salas-Vallina ve Alegre (2018)'ye gore, is
yerinde mutlulugun kaynaklar1 hem olumlu iliskilerden hem de
denetgiden kaynaklanabilir, ancak liderlik tarzinin is yerinde mutlulugu
nasil etkiledigi ihmal edilmistir. Is yerinde kaba davranislar ve saygi
kurallarinin ¢ignenmesi isyerinde huzursuzluk ve mutsuzluga neden
olmaktadir (Tortumlu, 2020). Is odakli ve insan odakli yOnetim tarzlari ile
orglitsel mutluluk boyutlar1 olan olumlu duygular ve potansiyelin
gelistirilmesi arasinda pozitif bir iliski oldugu tespit edilmistir. Ancak is ve
insan odakli yonetim tarzinin, orgiitsel mutlulugun “olumsuz duygular”
boyutuyla negatif yonde iligkili oldugu gortilmiistiir (Bulut & Demirhan,
2020). Dolayisiyla bu ¢alisma diger ¢alismalardan farkli olarak istismarci
yonetimin Orgiitsel mutluluk {izerindeki etkisinin arastirilmasi ile alan
yazina katki saglayacag diisiintilmektedir.

Mutlulukla is performansina yonelik ¢calismalarda, genellikle mutlu
iscilerin ayni zamanda tiretken isgiler oldugu varsayilmaktadir (Taris &
Schreurs, 2009). Pozitif psikolojik sermaye ve alt boyutlarmin is
performansinin artmasma katki sagladigi belirlenmistir (Karaman et al.,
2020). iggérenlerin olumlu duygulari, isyerinde pozitif enerjinin
yayillmasina (Carver, 2003) ve potansiyellerini gergeklestirmelerine (Uz Bas
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& Soylu, 2018) katkida bulunur. Orgiitsel mutluluk, isgdrenlerin is
doyumunun artmasina (Aziri, 2011), is performansinin artmasina (Wright
& Cropanzano, 2000, 2004; Cindiloglu Demirer, 2019; Koushkestani et al.,
2020; Thompson & Bruk-Lee, 2020) ve Orgiitsel sessizligin azalmasina
(Mogosoglu & Kaya, 2018) katkida bulunmaktadir. Buna karsin orgiitler
rekabet ederken fazla mesai, asir1 is yiikii, rol belirsizligi gibi etmenler
isgorenlerin mutluluk diizeylerinin baltalanmasina ve performanslarinin
diismesine yol agmaktadir (Tortumlu, 2020).

Orgiitsel adalet orgiitsel davranisin  c¢ikti  degiskenlerinin
agiklanmasinda Onem tasimaktadir (Biiyiikyilmaz & Alper Ay, 2017).
Orgiitsel adalet kavrami, Adams’m (1965) esitlik teorisine dayanmaktadir.
Esitlik teorisine gore insanlar kendi sahip oldugu is ¢iktilarini (6dtiller gibi)
kendilerinin algiladiklar1 is girdileri (katkilar1 gibi) ile karsilastirirlar
(Greenberg, 1990). Bu karsilastirma sonucu bir esitsizlik algilayan kisi bu
esitsizligi giderici sekilde farkli davramslar gelistirecektir (Kogel, 2020).
Orgiitsel adalet orgiitsel davranisin ¢ikti degiskenlerinin agiklanmasinda
onem tagimaktadir. Orgiitsel adaletin boyutlarindan olan etkilesim adaleti
ise, Orgiitsel uygulamalarin insani yoOniinii inceleyen, prosediirlerin
uygulanmas: sirasinda bireylerin karsilastiklar: kisileraras1 davranisin
kalitesine iligkin (nezaket, saygi, diristliik gibi) algilarini icermektedir
(Biytikyilmaz & Alper Ay, 2017). Dolayisiyla istismar iceren davranislar
(saygisizlik, kabalik, gozdagr verme, alay etme, kiiglik diislirme gibi)
isgOrenlerin etkilesimsel adaletsizlik algisim artirabilir.

Tepper’e gore (2000) istismarci yOnetim algilamasinda astlarin
algilamas: farklilik gosterebilir. Bagka bir ifadeyle bir ast tarafindan
istismarc (taciz edici) olarak algilanan bir yonetici diger ast tarafindan
istismarc1 olarak algilanmayabilir, dolayisiyla iki astin algilamasi farkl
olabilir. Tepper, astlarin istismar edici yonetime tepkilerini orgiitsel adalet
teorisine dayandirmis (Tepper 2000; Estes, 2013) ve arastirma bulgularinda
bireylerin isle ilgili deneyimlerinde Ozellikle etkilesimsel adaletin onemli
bir rol oynadigini saptamistir. Calisanlarla alay etme, kiiglik diisiirme,
fikirlerini dikkate almama gibi istismarci davranislara maruz kalan bir
astin etkilesimsel adaletsizlik algis1 daha yiiksek olabilir. Tepper (2000),
gelistirmis oldugu istismarci yonetimle ilgili Olcek maddelerinde
yoneticinin davranisindan ziyade ¢alisanlarin konuyla ilgili 6znel algisim
ve degerlendirmesini 6l¢mektedir. Dolayisiyla istismarci yonetimin baglica
temel yap1 tasi calisan algisidir (Serdar, 2019). Istismarci yonetim,
calisanlarin orgiitsel vatandashik davranigi, orgiitsel baglilik ve etkilesimsel
adalet algilarmin azalmasma neden oldugu saptanmistir (Kazemi & Zare,
2020). Tepper (2000) orgiitsel adalet teorisine dayandirdig: calismasinda,
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etkilesimsel adaletsizlik nedeniyle amirlerini daha koétii algilayan astlarin
islerini birakma olasiliklarinin daha yiiksek oldugunu; is ve yasam
doyumlarinin, normatif ve duygusal baghlk diizeylerinin daha diisiik
oldugunu; devam baglhligi, is ve aile arasindaki ¢atisma ve psikolojik
sitkinti diizeylerinin daha yiiksek oldugunu belirlemistir. Aryee ve
arkadaslar1 (2007) etkilesimsel adaletin istismarci yonetim ile is sonuglar:
arasindaki iligkilere aracilik ettigi belirlenmislerdir. Istismar edilen astin,
prosediirel ve etkilesimsel adalet anlayis1 diisiik olmaktadir (Serdar, 2019).

Buna gore, yoneticisinin kendisine karsi istismarci davrandigini
algilayan kisi, baska is arkadaslarma ayni sekilde istismarc
davranilmadigini diisiinebilir ve kendisi de buna gore farkli davranis veya
tavir alabilir. Etkilesimsel adaletsizlik algilayan ¢alisan 6rnegin ¢ok iyi is
¢ikarsa bile yoOneticisine yaranamadigini diisiinebilir ve tiretim karsiti is
davraniglar sergileyebilir ve dolayisiyla 6rnegin ise devamsizlig: artirabilir
veya is performansin azaltabilir. Nitekim Tepper et al., (2009) calismasinda
algilanan adaletsizligin ¢alisanlarin psikolojik sikintilar1 ve misilleme
niyetleri tizerindeki etkilerini artirabilecegini ve istismara ugramis astlarin
sapma eylemleri gerceklestirmeye karsi yapici bir alternatif sunabilecegi
konusunda kanitlar sunmustur. Tepper et al, (2009) giic bagimlilig:
teorisine  (Emerson, 1972) dayandirdiklar1 ¢alismalarinda, kisinin
bagimlilig: ile giigleri ters orantili oldugundan dolay: (giicli az olanlarin
bagimhiligi daha fazla), istismar algilayan c¢alisanlarin intikam almasi
muhtemelken her zaman intikam pesinde kosmayacaklarini isgdrenlerin
sapma davranislar1 (6rnegin, hirsizlik, sabotaj ve performans kesintisi)
gosterebilecegini 6ne stirmiistiir.

Bu calismada istismarci yonetim, Orgiitsel mutluluk ve is
performans: arasindaki iligskiyi acgiklamada orgiitsel adalet teorisinden
yararlanilacaktir. Bu teoriye gore etkilesimsel adaletsizlik nedeniyle
yoneticilerinin davraniglarini istismarci olarak algilayan astlarin moral
bozuklugu veya psikolojik sikinti nedeniyle is performanslarni azaltma
olasiliklar1 daha yiiksek olabilir. Ayni sekilde etkilesimsel adaletsizligin
etkisiyle ¢alisma arkadaslarindan farkli olarak amirini veya yoneticisini
istismarc1 algilayan ve bu davranislardan olumsuz etkilenen astlar,
psikolojik olarak da olumsuz etkilenebilir ve mutluluklar1 azalabilir.
Dolayisiyla c¢alisanin istismarci yOnetim algis1 isgOrenlerin is yeri
mutlulugunu ve is performansini olumsuz etkileyebilir.
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IIL. YONTEM
3.1. Arastirmanin Amaci ve Hipotezler

Bu ¢alismanin amaci, istismarci yonetim, is performans: ve orgiitsel
mutluluk arasindaki iligskilerin belirlenmesidir. Bu temel amagla birlikte
calismanin alt amaclari su sekildedir:

-Istismarci  yonetim, is performanst ve Orgiitsel mutluluk
diizeylerinin belirlenmesi,

-Istismarc yonetimin is performansi ve orgiitsel mutluluga etkisinin
belirlenmesi,

-Orgiitsel mutlulugun is performansina etkisinin belirlenmesi.

Aragtirmanin amacina gore arastirmanin modeli ve hipotezleri
asagidaki gibi belirlenmistir.

ISTIRMARCI
YONETIM

is
~/ PERFORMANSI

ORGUTSEL
MUTLULUK

* Olumlu Duygular
* Olumsuz Duygular
* Potansiyelin

Gerceklestirilmesi

Sekil 1: Arastirmanin Modeli

H1. Istirmarci ydnetim ile drgiitsel mutluluk ve is performansi arasinda
olumsuz iligki vardir.

H2. Orgiitsel mutluluk ile is performansi arasinda olumlu iliski vardir.
H3. Istismarci ydnetimin is performansi iizerinde olumsuz etkisi vardir.
H4. Istismarci yonetimin drgiitsel mutluluk iizerinde olumsuz etkisi vardir.

H5. Orgiitsel mutlulugun is performanst iizerinde olumlu etkisi vardir

JOBS]




JOBS|

Isletme Bilimi Dergisi (JOBS), 2022; 10(2): 215-245. DOI: 10.22139/jobs.1123128

3.2. Arastirmanin Evreni ve Orneklemi

Bu ¢alismanin evrenini, Sivas’ta bir kamu hastanesinde gorev yapan
689 hemsire olusturmaktadir. Istatiksel olarak ana kiitleden %5’lik bir hata
pay1 dikkate alindiginda en diisiik Orneklem biyiikliigti 247 kisidir
(Altunisik et al., 2005). Bununla birlikte daha fazla kisiye ulasilmaya
calisilmistir. Goniilliiliik esasina gore calismaya katilan 274 kisiden veri
toplanmustir.

3.3. Arastirmanin Tiirii, Veri Toplama Araclar1 ve Analiz Yontemi

Kesitsel ve tanimlayici nitelikte gergeklestirilen bu ¢alismada
veriler, 04.11.2019 - 30.03.2020 tarihleri arasinda yiizyiize anket yontemiyle
toplanmistir. Arastirmanin yapilmasi amaciyla Sivas Cumhuriyet
Universitesi Girisimsel Olmayan Klinik Arastirmalar Etik Kurulu'ndan
(09.10.2019 tarih ve 2019-10/30 sayili) ve Il Saghk Miidiirliigiinden
(04.11.2019-799 sayil1) izin alinmstir.

Verilerin analizi SPSS istatistik programi araciligiyla, tanimlayic
istatistiksel yontemler; degiskenler arasi iligkiler i¢in Pearson korelasyon
analizi ve regresyon analizi kullanilmaistir.

Arastirma icin kullanilan anket formu dort boliimden olusmaktadir.
Anketin birinci boliimde demografik 6zelliklere iliskin yas, cinsiyet, egitim
durumu, medeni durum, mesleki deneyim, kurumdaki ¢alisma siiresi ve
yoneticilik gorevinin olup olmadigina iliskin sorular yer almaktadir.
Anketin diger boliimlerinde ise asagida kisaca agiklanan ismarci yonetim,
orgiitsel mutluluk ve is performansi 6lgekleri yer almaktadir.

Istismarct Yonetim Olgegi: Tepper (2000) tarafindan gelistirilen
olgek, tek boyut ve 15 ifadeden olusmaktadir. Tepper (2000) Olcegin
giivenilirligini 0,900 olarak belirlemistir. Olgekte “yoneticim benimle alay
eder”, “yoneticim 6zel hayatimi ihlal eder”, “y0neticim bana kars1 kabadir”
gibi maddeler yer almaktadir. Olgegin Tiirkge gegerliligi ve giivenirliligi
Ulbegi ve Ozgen (2013; 2014) tarafindan gerceklestirilmistir. Olcegin
Cronbach alfa giivenilirlik katsayist 0,970 olarak saptanmistir. Likert (51i)
tipinden olusan Olgekte “Tamamen Katilmiyorum (1), ve Tamamen

Katiliyorum (5)” arasinda derecelendirilmistir.

Orgiitsel Mutluluk Olgegi (OMO): Paschoal ve Tamayo (2008)
tarafindan once Portekizce olarak gelistirilmis; ardindan olgegi gelistirenler
Ingilizceye gevirmistir. Olgegin Tiirkge gecerlilik ve giivenilirligi Arslan ve
Polat (2017) tarafindan yapilmistir. Bu calismada oOlgegin tamaminin
Cronbach’s Alpha katsayis1 0,96 olarak bulmustur. Olgek, olumlu duygular,
olumsuz duygular ve potansiyelin gerceklestirilmesi olarak ti¢ boyut ve 28

Istismara
Yonetim,
Orgiitsel

Mutluluk ve Is
Performansi
Arasindaki iliski

227




Isletme Bilimi Dergisi (JOBS), 2022; 10(2): 215-245. DOI: 10.22139/jobs.1123128

Istismarc
Yonetim, Orgiitsel
Mutluluk ve Is
Performansi
Arasindaki iliski

228

sorudan olugmaktadir. “Olumlu duygular”, memnuniyet verici duygular
yasamayr ve olumlu modlarda olmayy; “olumsuz duygular”,
memnuniyetsizlik veren duygular: yasama ve olumsuz modlarda olmayz,
“potansiyelin gerceklestirilmesi” ise Orgiitsel mutlulugun bilissel yoniinii
yansitmakta ve kisinin kendini yansitmasi, potansiyelin kesfi ve
gerceklestirilmesi, kisisel niteliklerin gelistirilmesi gibi unsurlardan
olugmaktadir (Warr, 2007; Arslan & Polat 2017). Olgegin olumsuz duygular
boyutundaki maddeler ters puanlanmaktadir. Olgekte “son alti aydir
isimde kendimi mutlu hissediyorum”, “son alt1 aydir isimde kendimi
endiseli hissediyorum”, “isimde potansiyelimi kullaniyorum”, “isimde
onemli oldugunu diisiindiigiim yeteneklerimi gelistiriyorum” gibi
maddeler yer almaktadir. Olgek 51i Likert tipinden olugsmakta ilk 21 soru
icin “1 Hig, 2 Biraz 3 Oldukga 4 Siklikla ve 5 Tamamen” seklinde; 22’den
28’e kadar olan sorular i¢gin ise “5=Tamamen Katiliyorum, 4=Katiliyorum,
3=Kismen Katiliyorum, 2=Katilmiyorum, 1=Tamamen Katilmiyorum”
seklinde derecelendirilmektedir.

Is Performans Olgegi: Goris ve arkadaslar1 (2003) tarafindan
gelistirilen Olgegin Tiirkce gegerlilik ve giivenilirlik ¢alismast Toklu (2016)
tarafindan  gerceklestirmistir. Olgek tek faktér ve 5 maddeden
olusmaktadir. Olcekte “isyerimde her zaman gorev tanimindaki isleri
tamamlarim”, “gorevimin gerektirdigi sorumluluklar1 yerine getiririm”,
“gorevimin gerektirdigi isleri ihmal etmem” gibi maddeler yer almaktadir.
Olgek, “1=kesinlikle katilmiyorum, 5=kesinlikle katiliyorum” arasinda
derecelendirilen 571i Likert tipindedir. Yiiksek puanlar, is performansinin
yiiksek seviyelerini temsil eder. Olgegin Cronbach alfa katsayist 0,853
olarak bulunmustur (Toklu, 2016).

IV. BULGULAR

Arastirmaya katilan katilimcilarin sosyo-demografik ozelliklerine
iliskin bulgular asagida Tablo 1’de verilmistir. Arastirmaya katilan
hemsirelerin sosyo-demografik 6zellikleri incelendiginde, katilimcilarin %
83,9'u kadin, % 38’inin 38-47 yas arasinda, % 70,8" inin evli, % 71,9’unun
lisans mezunu oldugu belirlenmistir. Katilimcilarn % 28,1’inin 1-5 yil
arasinda mesleki deneyime sahip oldugu, % 46,4'tintin 1-5 yil arasinda
mevcut hastanedeki deneyime sahip oldugu ve katihmcilarin %5,5"inin
yoneticilik gorevinin bulundugu ve %94,5'inin yoneticilik gorevinin
bulunmadig1 belirlenmistir.
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Tablo 1. Katilimailarla flgili Tanitic1 Bilgilerin Dagilimi (n=274) Istismarci
Yas N %  Meslekteki ¢calisma yil N % Y..0n$tlm'
1827 82 299 <lyil 6 22 Orgiitsel
28-37 71 259 15yl 77 28,1 Mutluluk ve Is
38-47 104 38,0 6-10yil 53 19,3 Performansi
>48 17 62 11-15 32 11,7 Arasindaki iliski
Cinsiyet 16-20 51 18,6 279
Kadin 230 839 >21yil 55 20,1
Erkek 44 16,1 Mevcut Hastanedeki ¢calisma siiresi
Egltlm <1 yll 20 7,3
Lise 11 40 1-5yil 127 46,4
On lisans 37 135 6-10yil 56 20,4
Lisans 197 71,9 11-15y1l 18 6,6
Lisansiistii 29 10,6 16-20yil 32 11,7

>21 yil 21 7,7
Medeni Durum Yoneticilik Géoreviniz var mi?
Bekar 80 29,2 Evet 15 55
Evli 194 70,8 Hayir 259 94,5

Tablo 2’de degiskenlerin ortalama, standart sapma, korelasyon ve
dlceklerin giivenilirlik degerlerine iliskin bilgiler yer almaktadir. Olgeklerin
ortalama degerleri incelendiginde, katilimcilarin is performansi diizeyinin
(4,35 £ 0,63) yiiksek, orgiitsel mutluluk diizeyinin (3,39 + 0,63) orta ve

istismarci yonetim algilamas: diizeyinin (1,86 =+

saptanmugtir.

0,73) disiik oldugu

Tablo 2. Tanimlayica Istatistikler ve Korelasyonlar

X o 1 2 3 4 5 6
1.0luml
Olumlu 266 0,85 (0,841)
Duygular Boyutu
2.01
Olumsuz 377 0,82 0330"  (0,926)
Duygular Boyutu
3.Potansiyelin . .
Gerceklestirilmesi 308 085 0477 0237 (0,906)
4.0rgiitsel
Mutluluk (Genel) 3,39 0,63 0,778 0,781% 0,675 (0,913)
Asti
5Istismarat 1,86 0,73 -0,267** -0,332** -0,281%* -0,395"* (0,945)
Yonetim
6.is Performanst 435 0,63 0,104 0,043 0,159* 0,122* -0,216* (0,665)

*p<0,05, **p<0,01, Parantez icindeki degerler Olceklerin

gostermektedir.

glivenilirlik degerlerini



Isletme Bilimi Dergisi (JOBS), 2022; 10(2): 215-245. DOI: 10.22139/jobs.1123128

Istismarc
Yonetim, Orgiitsel
Mutluluk ve Is
Performansi
Arasindaki iliski

230

Korelasyon analizi bulgulari incelendiginde; orgiitsel mutluluk
(genel) ile istismarci yonetim arasinda negatif (r= -0,395) bir iligki
bulunmaktadir. Benzer sekilde orgiitsel mutlulugun boyutlar: ile [(olumlu
duygular (r=-0,267), olumsuz duygular (r=-0,332) ve potansiyelin
gerceklestirilmesi (r=-0,281)] istismarci yonetim arasinda da negatif iligkiler
mevcuttur. Istismarci yonetim ile is performansi arasinda negatif (r =-0,216)
bir iligki vardir. Orgﬁtsel mutluluk (genel) ile is performansi arasinda (r =
0,122) ve orgiitsel mutlulugun potansiyelin gerceklestirilmesi boyutu
(r=0,159) arasinda pozitif iliski bulunmaktadir. Bu sonuglara gore orgiitsel
mutlulugun is performansimi artirdigi, istismarci yonetimin Orgiitsel
mutlulugu ve is performansini azalttig1 belirlenmistir. Buna gore H1 ve H2
hipotezi kabul edilmistir.

Tablo 3. Regresyon Analizi Bulgular:

Bagimsiz . . ) Durbin-
Degisken Bagiml1 degilen R R F B t Watson
Istismarct g formanst 0216 0,046 13250 -0216 -3,640 0,000 1,899
yonetim

fstismarct

yénetim Olumlu duygular 0,267 0,071 20,858 -0,267 -4,567 0,000 1,765

Istismarct - Olumsuz 0332 0110 33,602 -0,332 -5797 0,000 1,826
yonetim Duygular

Istismare  Potansiyelin = )01 (079 23325 0281 -4,830 0,000 1,719
yonetim gerceklestirilmesi

Istismarar  Orgiitsel mutluluk

N 0,395 0,156 50,358 -0,395 -7,096 0,000 1,726
yoOnetim (genel)

Tablo 3’te verilen regresyon analizi bulgular1 incelendiginde,
istismarci yonetimin is performansini negatif ($ = -0,395; t= -7,096; p <0,05)
etkiledigi saptanmistir (H3 kabul). Istismarci yénetim drgiitsel mutlulugu
negatif ($=-0,216; t=-3,640; p <0,05) ve orgiitsel mutlulugun tiim boyutlarin
(olumlu duygular: p= -0,267; t= -4,567; p <0,05; olumsuz duygular: = -
0,332; t =-5,797; p <0,05; potansiyelin gerceklestirilmesi: p=-0,281; t= -4,830;
p <0,05 ) negatif etkiledigi belirlenmistir (H4 kabul). Buna gore istismarci
yonetim arttikga Orgiitsel mutlulugun ve is performansinin azaldig:
sOylenebilir.
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Tablo 4. Orgiitsel Mutlulugun Is Performans1 Uzerine Etkisine Yonelik Istismarct
Bulgular YoOnetim,
Bagimsiz Bagimh R F . Durbin- Orguts?l
Degigkenler Degisken B Watson Mutluluk ve Ig
Olumlu Duygular 0,037 0,528 0,598 Performansi
(PDlumstuz ;)uygular is Performans: 0,162 0,026 2,418 -0,003 -0,052 0,959 1,032 Arasindaki Iliski
otansiyein 0,142 2,063 0,040 231
Gergeklestirilmesi ‘
?greitliel Mutluluk 5 formans: 0,122 0015 4106 0,122 2,026 0,044 1,926

Tablo 4'de orgiitsel mutluluk boyutlarin is performansi
tizerindeki etkisi incelendiginde, Orgiitsel mutlulugun potansiyelin
gerceklestirilmesi  boyutunun is performansmi olumlu etkiledigi
saptanmistir (3 = 0,142; t= 2,063; p<0.05). Buna karsin orgiitsel mutluluk
boyutlarindan olumlu ve olumsuz duygular boyutlarinin is performansina
istatistiksel olarak anlamli bir etkisi saptanmamistir. Ayrica Orgiitsel
mutlulugun (genel) is performansmi pozitif etkiledigi belirlenmistir (f =
0,122; t= 2,026; p<0.05)(H5 kabul). Buna gore orgiitsel mutlulugun artmasi
is performansini artirmaktadir.

V.SONUC VE ONERILER

Calismanin sonuglarina gore katilimcilarin istismarci yonetim algi
diizeyleri dtsiiktiir. Bu sonug¢ Tiirkiye’de yapilan son donemlerde
hemsireler tizerinde (Alper Ay, 2015; Bas, 2019; Aslan & Uyar, 2020) ve
diger drneklem gruplariyla galismalarla (Ulbegi et al., 2014; Bolat et al.,
2017) tutarhilik gostermektedir. Bu sonuca gore hemsirelerin istismar igeren
yonetim tarziyla daha az karsilastiklari soylenebilir. Hemsirelerin is
performanslarina iliskin yapilan galismalarda bu calismanin sonuglariyla
benzerlik gosterektedir (Korkmazer et al., 2020; Amarat et al., 2019).

Calismada hemsirelerin orgiitsel mutluluk diizeylerinin “orta”
diizeyde oldugu belirlenmistir. Buna gore hemsirelerin rgiitsel mutluluk
diizeylerinin orta diizeyden ¢ok iyi diizeyine yiikseltilmesine yo&nelik
uygulamalara Onem verilebilir. Tiirkiye'de orgiitsel mutlulukla ilgili
yapilan calismalarda hemsirelere ve diger saglk calisanlarina yonelik
herhangi bir ¢alismaya rastlanilmamuigstir. Buna karsilik yapilan uluslararas:
calismalarda hemsirelerin mutluluk diizeylerinin farkliik gosterdigi
goriilmektedir. Kim (2014) Kore'de {ii¢ hastanede yaptigi calismada
hemsirelerin mutluluk puanlarinin = (4,27+0.97) yiiksek oldugunu
belirlemistir. Chang ve arkadaslar1 (2020) ise Giiney Kore’de dort
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hastanede gorev yapan hemsirelerin mutluluk ortalama puanini 100
tizerinden 56,8 olarak belirlemislerdir. Javanmardnejad ve arkadaslar
(2021) Iran'da acil servislerde calisan hemsirelerin kendilerini mutlu
hissetmedigini (38,5 + 16.22) saptamistir. Buna gore uluslararas:
calismalarda da tam bir konsensiis oldugu soylenemez.

Korelasyon analizi bulgularina gore; istismarci yonetim ile orgiitsel
mutluluk ve is performansi arasinda negatif; orgiitsel mutluluk ile is
performans1 arasinda pozitif bir iligki bulunmaktadir. Bu sonuglara gore
orgiitsel mutlulugun is performansini artirdigl, istismarcit yoOnetimin
orgiitsel mutlulugu ve is performansini diistirdiigii soylenebilir. Benzer
sekilde regresyon analizi sonuglarina gore, istismarct yoOnetimin is
performansi iizerinde olumsuz bir etkisi saptanmistir. Bu sonug, onceki
¢alismalarla tutarhidir (Harris et al., 2007; Aryee et al., 2007; Tepper et al.,
2011; Ozdevecioglu et al., 2014; Lyu et al.,, 2016; Zhou, 2016; Chen & Wang,
2017).

Aragtirma sonucunda Orgiitsel mutlulugun is performansi tizerinde
pozitif etkisi oldugu saptanmuistir. Bu sonug, hemsirelerin is performansinin
artirllmasinda Orgiitsel mutluluk diizeyinin katki sagladigim ve is
performansini artirmada potansiyelin gerceklestirilmesine (potansiyelini
kullanabilecegi, beceri ve yeteneklerini gelistirebilecegi, zorluklarin
tistesinden gelebilecegine) yonelik uygulamalarin 6nemli oldugunu
gostermistir. Sonug¢ olarak mutlulugun isgorenlerin potansiyellerini
gerceklestirmelerinde yaratici ¢alismaya ve kisisel niteliklerini gelistirmeye
olanak sagladigini (Warr, 2007; Keser, 2016; Arslan & Polat 2017; Tortumlu,
2020; Uz Bas & Soylu, 2018) ve is performans: iizerinde olumlu etkisi
oldugunu gosteren (Wright & Cropanzano, 2000; Cindiloglu Demirer, 2019;
Koushkestani et al., 2020; Thompson & Bruk-Lee, 2020) pek ¢ok ¢alisma
bulunmaktadir.

Calisma sonuglarinin orgiitsel adalet teorisinin etkilesimsel adalet
boyutu agisindan degerlendirildiginde kavramlar arasindaki iliskiyi
agiklamada yararli oldugu soylenebilir. Nitekim isinde mutlu olmayan
calisanin yiiksek performans sergilemesi, orgiitsel baglhlik gostermesi ve
psikolojik ve fizyolojik saghgmin dengede olmasi zorlagmaktadir.
Isgorenler yoneticileriyle iyi bir iletisim ve etkilesim icinde olmazsa
yoneticilerine karsi olumsuz duygular beslemekte ve mutluluklar
zorlagmaktadir. Bu nedenle Orgiit i¢i huzurun saglanmasi ve istismarc
yonetimin olumsuz etkilerinin azaltilmasina yonelik daha fazla ¢alismaya
ihtiyag vardir.
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Sonug olarak, kurum iginde orgiitsel mutlulugun azalmasina neden
olan faktdrlerin neler olabilecegi belirlenmelidir. Ise ve orgiite katki
saglayacak yenilik¢i veya yaratical fikirlerin ortaya ¢ikmasi ve daha fazla
¢abanin olusmast huzurlu bir ¢alisma ortamiyla miimkiin olabilir.
i§g6renlerin ihtiyaglarinin belirlenmesi ve sorunlarin ¢oziilmesi, ¢alisma
kosullarinin iyilestirilmesi, yonetime katilma imkanlarinin saglanmasi, ise
eleman aliminda olumlu oOrgiitsel davranisa sahip olabilecek kisilerin
istihdam edilmesi gibi uygulamalar, Orgiit icinde bireysel ve orgiitsel
mutluluga katki saglayabilir.

Istismarc1 yonetim, isgorenlerin etkinligi ve verimliligi 6niinde bir
engeldir. Istismarci yoneticinin olumsuz etkisi nedeniyle mutlu olmayan
bir galisanin Orgiitiin amaglarini istenen bir sekilde yerine getirmesi
gliclesmektedir. Bu nedenle orgiitlerde hizmetin kalitesinde ve en 6nemli
kaynak olan insan kaynagmn etkin ve verimli calismasinda, orgiitsel
mutlulugun en st diizeye c¢ikarilmasma yonelik olarak isgorenlerin
motivasyonlarini yiikseltecek ve mutlu olmasina destek olacak insan
kaynaklari uygulamalarina &nem verilmelidir. Orgiitlerde yonetici ve
¢alisan arasindaki iliskiler iyilestirilmeli, katilimc1 ve ¢alisana deger veren
yonetim tarzi tercih edilmelidir. YOneticiler olumsuz davranislardan
kaginmali ve olumlu davranislariyla ¢alisanlara ornek olarak pozitif bir
orgiit iklimine katki saglamalidirlar.
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THE RELATIONSHIPS BETWEEN ABUSIVE
SUPERVISION, ORGANIZATIONAL HAPPINESS
AND JOB PERFORMANCE

EXTENDED ABSTRACT

The concept of abusive supervision, which evokes the image of a tyrannical boss,
expresses subordinates' perceptions of the extent to which managers participate in
the persistent display of hostile verbal and nonverbal behavior, excluding physical
contact (Tepper, 2000). Due to the significant negative effects of abusive
supervision, research interest in this area has increased in recent years (Chen &
Wang, 2017). Individuals who undertake the task of management are responsible
for the positive and negative atmosphere of the working environment (Karnak,
2020: 36). The concept of abusive supervision was first introduced by Tepper
(2000). In recent years, it is seen that the interest in the concept of management has
increased and it has been associated in different ways in studies (Zhou, 2016; Chen
et al., 2020; Chen & Wang, 2017; Xiagqi et al., 2012; Tepper et al., 2017; Koksal &
Kara, 2022).

The science of psychology initially focused on negativities for many years, and
over time, humanist psychologists focused on positive concepts in psychology
(Gillham & Seligman, 1999: 163; Fisher, 2010: 384). In recent years, with the
increasing interest in positive psychology, research on how happiness emerges,
what makes people happy in general and how it can be applied in the working
environment (Turan, 2019: 4) has increased significantly, especially after the 2000s
(Dogan & Sapmaz, 2012: 298). This is because positive attitudes are necessary to
explain employee results, but the antecedents of these attitudes are still not
sufficiently explored (Salas-Vallina & Alegre, 2018). The purpose and meaning of
human life in life is happiness (Yiiksekbilgili & Akduman, 2016: 96). Happiness at
work refers to how satisfied people are with their work and life. The idea of
happiness is related to a person's subjective well-being (Wesarat et al., 2015: 78).
Happiness in the workplace is important for both individuals and organizations;
however, research on employee happiness in organizations is quite limited (Fisher,
2010; Wesarat et al., 2015). In the studies conducted, it has been determined that
happy employees are willing to help their other friends, perform much better than
unhappy employees and remain loyal (Ali et al., 2019: 82). In addition, it has been
determined that happy employees have high organizational commitment and
satisfaction, are open to cooperation, and can establish good relations with
customers and colleagues at work (Uzunbacak & Akcakanat, 2018: 1694).

Job performance is a concept related to the extent to which the members of the
organization fulfill the duties and responsibilities in their job descriptions, to what
extent the organization achieves its goals, and to what extent the individual's
individual outputs are sufficient (Soysal et al., 2019). Employees with sufficient
motivation can demonstrate the expected efficiency and performance (Gokkaya &
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Tiirker, 2018: 24). If managers want to increase performance, they need to take into
account the desires and wishes, attitudes and behaviors, ideas and feelings of the
employees, and the internal and external factors affecting these (Karakaya & Ucar,
2015: 23).

Organizational justice is important in explaining the output variables of
organizational behavior. Interaction justice, which is one of the dimensions of
organizational justice, examines the human aspect of organizational practices and
includes perceptions of the quality of interpersonal behavior (such as courtesy,
respect, honesty) that individuals encounter during the implementation of
procedures (Biiylikyillmaz & Alper Ay, 2017). Therefore, abusive behaviors (such
as disrespect, rudeness, intimidation, mocking, humiliation) can increase the
perception of interactional injustice by the employees.

According to Tepper (2000: 178), the perception of subordinates may differ in the
perception of abusive supervision. Tepper based the subordinates' reactions to
abusive supervision on the theory of organizational justice (Tepper 2000; Estes,
2013) and determined in his research findings that interactional justice plays an
important role in individuals' work-related experiences. A subordinate who is
exposed to abusive behaviors such as mocking, humiliating, and ignoring
employees may have a higher perception of interactional injustice. Tepper (2000)
measures the subjective perception and evaluation of the employees on the subject
rather than the behavior of the manager in the scale items related to abusive
supervision that he has developed. Therefore, the main building block of abusive
supervision is employee perception (Serdar, 2019). It has been determined that
abusive supervision causes a decrease in employees' organizational citizenship
behavior, organizational commitment and interactional justice perceptions
(Kazemi & Zare, 2020). Tepper (2000), in his study based on organizational justice
theory, found that subordinates who perceive their supervisors worse due to
interactional injustice more likely to quit their jobs; job and life satisfaction,
normative and emotional commitment levels lower; the levels of continuance
commitment, conflict between work and family, and psychological distress were
higher. Aryee et al. (2007) determined that interactional justice mediates the
relationships between abusive supervision and work outcomes. The abused
subordinate has a low understanding of procedural and interactional justice
(Serdar, 2019). An employee who perceives interactional injustice, "He may think
that he will not be seen as important to his manager, that he will not like it" even if
he does a very good job, and may display anti-productive behaviors, for example,
as increasing absenteeism or reducing job performance. As a matter of fact, Tepper
et al.,, (2009) provided evidence in their study that perceived injustice can increase
its effects on employees' psychological distress and retaliation intentions, and that
abused subordinates can offer a constructive alternative to committing deviant
acts.

The aim of this study is to reveal the relationships between abusive supervision,
job performance and organizational happiness variables. The universe of this study
consists of 689 nurses working in a public hospital. Data were collected from 274
people who participated in the study on a voluntary basis and this number formed
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the sample of the study. In this cross-sectional and descriptive study, data
collection was carried out by face-to-face survey method. Research “Abusive
Supervision Scale, (Tepper, 2000; Ulbegi et al., 2014); Organizational Happiness
Scale (Paschoal & Tamayo, 2008; Warr, 2007; Arslan & Polat, 2017) and job
Performance Scale (Goris et al., 2003; Toklu, 2016) were used. Data were analyzed
using SPSS statistical program, descriptive statistical analyzes were frequency,
mean, standard deviation; Pearson correlation analysis was used for intervariable
relations, and linear and multiple regression analyzes were used for effect analysis.
As a result of this study, the abusive supervision levels of the participants were
low; It was found that organizational happiness levels are moderate and work
performance levels are high. The findings are consistent with previous studies that
found that abusive supervision has a negative impact on job performance (Harris
et al., 2007; Aryee et al., 2007; Tepper et al., 2011; Ozdevecioglu et al., 2014; Lyu et
al., 2016; Zhou, 2016; Chen & Wang, 2017).

While organizational happiness directly affects job performance, "potential
realization" dimension contributes to the increase of job performance. Studies
support the positive effects of organizational happiness on job performance
(Wright & Cropanzano, 2000; 2004; Cindiloglu Demirer, 2019; Koushkestani et al.,
2020; Thompson & Bruk-Lee, 2020). Establishing policies to increase organizational
happiness can reduce abusive supervision perception and increase business
performance.

The absence of studies on the direct effect of abusive supervision on organizational
happiness does not allow for a full comparison. However, this result is supported
by studies stating that abusive supervision will negatively affect the happiness of
employees (Tepper, 2000; 2007; Tepper et al., 2011, Wang et al., 2020; Bulut &
Demirhan, 2020). If the employees do not have good communication and
interaction with their managers, they will have negative feelings towards their
managers and happiness will become difficult. For this reason, more studies are
needed to ensure peace within the organization and to reduce the negative effects
of abusive supervision (Serdar & Ozsoy, 2019).

As a result, it should be determined what factors may cause a decrease in
organizational happiness within the institution. The emergence of innovative or
creative ideas that will contribute to the business and the organization and the
creation of more efforts can be possible with a peaceful working environment.
Applications such as identifying the needs of the employees and solving the
problems, improving the working conditions, providing the opportunities to
participate in the management, employing people who can have positive
organizational behavior in recruiting can contribute to individual and
organizational happiness in the organization. Abusive supervision is an obstacle to
the effectiveness and efficiency of employees. In order to maximize organizational
happiness, importance should be given to human resources practices that will
increase the motivation of the employees and support them to be happy.
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0oz
Amag: Bilgisayar ve internet kullanimi, kamu kurumlarinda hem ¢alisanlar hem de
kurumlar icin 6nemli avantajlar saglarken ayni zamanda calisan personelde gesitli
is dist davraniglarin da ortaya ¢ikmasma yol agmaktadir. Personelin mesai
saatlerinde is yerinin internet erisimini kisisel amaglar icin kullanma eylemi sanal
kaytarma olarak adlandirilmaktadir. Sanal kaytarma kurumlarin git gide daha fazla
onemsedikleri ve kendisi ile ilgili arastirilan 6nemli bir konu haline gelmistir.
Yapilan bu c¢alisma ile kamu kurumunda c¢alisanlarin sanal kaytarma
davranislarinin degerlendirilerek, gecerli ve giivenilir bir dlgme aract gelistirmek
amaglanmaistir.
Yontem: Bu amag¢ dogrultusunda ilgili literatiirden saglanan ve arastirmacilar
tarafindan Onerilen maddeler ile birlikte 42 maddelik bir madde havuzu
olusturulmustur. Uzman degerlendirmeleri sonrasi 14 madde kapsam disi
birakilarak 28 maddenin yer aldig: taslak Olcek elde edilmistir. Taslak Slgek Sivas
ilinde gorevli kamu personeline uygulanmistir. Arastirmada istatiksel yontem
olarak aciklayic1 faktor analizi, dogrulayici faktor analizi, i¢ tutarhilik analizi ve test-
tekrar-test yontemi kullanilmistir. Arastirmada 6lgek gelistirme safhalarinin biitiin
adimlari ile ele alinip sanal kaytarma davranisini 6l¢limleyebilecek genis capli bir
Olcegin olusturulmasi, ¢alismanin 6zgiinliigiine katki saglamaktadir.
Bulgular: Aciklayic faktor analizi sonucunda 4 faktor (kisisel islemler, bilgi edinme,
eglenceli vakit, kazan¢ saglama) ve 25 maddeden olusan bir dlgme yapisi elde
edilmistir. Bu 6l¢gme yapisinin gegerligi dogrulayici faktor analizi ile desteklenmistir.
Test-tekrar-test yontemi ile Olgegin Ol¢me sonuglarinin zamanla farklilasmadigi
belirlenmistir. Cronbach Alpha ig tutarlilik katsay1 degeri, 6lgegin tamami ve 6lgekte
yer alan her bir faktor icin hesaplanarak olgegin “yiiksek giivenilirlikte” oldugu
sonucuna varilmistir.
Sonug: Bu bulgulara gore gelistirilen “Sanal Kaytarma Olgeginin” giivenilir ve
gecerli bir 6lgme aract oldugu ifade edilebilir.
Anahtar Kelimeler: Sanal Kaytarma, Olgek Gelistirme, Gegerlik, Giivenirlik.
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Kamu A SCALE DEVELOPMENT STUDY ON
Kurumlarinda CYBERLOAFING IN PUBLIC INSTITUTIONS

Sanal Kaytarmaya

Yonelik Bir Olcek ABSTRACT

Geligtirme Aim: Computer and internet use can provide significant benefits for both employees
Caligmasi and institutions in public institutions, and can lead to a variety of informal behaviors
248 among employees. Employee's actions of using the workplace's Internet access for

personal purposes during business hours are called cyberloafing. Cyberloafing has
become a key issue for research and research that institutions care more and more
about. The study aims to develop a reliable and viable measuring tool by evaluating
the behavior of employees in public institutions.

Method: For this purpose, a pool of 42 articles has been created, along with the
materials provided from the literature and recommended by the researchers. After
expert evaluations, 14 articles were excluded and a draft scale containing 28 items
was obtained. The draft scale was applied to public personnel in the Sivas province.
The research used descriptive factor analysis as a statistical method, verifiable factor
analysis, internal consistency analysis, and test-repeat-test method. The research
takes all the steps of the scale development stages to create a large scale that can
measure cyberloafing behavior, contributing to the authenticity of the study.
Findings: Descriptive factor analysis results in a measurement structure consisting
of 4 factors (personal processes, information acquisition, fun time, revenue making)
and 25 articles. The validity of this gage structure is supported by validating factor
analysis. The test-retest method determined that the measurement results of the
scale did not differ over time. The internal consistency coefficient value of Cronbach
Alpha has been calculated for each factor on the scale and scale, concluding that the
scale is "high reliability".

Results: Based on these findings, the " Cyberloafing Scale" can be described as a
reliable and valid measuring tool.

Keywords: Cyberloafing, Scale Development, Validity, Reliability.



JOBS|

Isletme Bilimi Dergisi (JOBS), 2022; 10(2): 247-274. DOI: 10.22139/jobs.1147063

I.GIRIS

Glintimiiz bilgi ¢caginda, bilgi teknolojilerindeki gelismelerle birlikte
kurum ve kuruluslar ¢alisma hayatlarinda teknolojik araglar1 aktif olarak
kullanmaktadirlar. Bu araglar kurumlardaki islemlerin, hizmetlerin ve
faaliyetlerin kolayca yapilmasmi saglamakta ve veriye ulagsmadaki hizi
arttirmaktadir. Bu da organizasyonlar icin avantaj elde etmenin 6énemli bir
yolu olmaktadr.

Bilgi teknolojileri bir¢ok faydalarma ragmen, calisanlarin aym
zamanda is yerinde is disi bazi davranis sergilemelerinde yeni firsatlar
dogurmustur. Calisma saatlerinde e-posta, sosyal medya, haberler, eglence
siteleri, videolar vb. gibi iiretken olmayan amaglarla interneti kullanmak,
isyerinde calisanlar icin daha cazip bir hale dontismiistiir (Blanchard &
Henle, 2008). Kurum ve kuruluslarda internete erisim calisanlar i¢in daha
yaygin hale geldikge, interneti eglence ve isteki diger is dis1 amaglar icin
kullanma egilimleri de artmaktadir (Greengard, 2002).

Sanal kaytarma, galisanlarin ¢alistiklar1 kurumun internet erisimini is
dis1 kisisel amaglari i¢in kullanmalar1 ve mesai saatleri icinde web sitelerinde
gezinme olarak ifade edilmektedir (Prasad et al., 2010). Bununla birlikte,
diger sanal kaytarma cesitleri arasinda is yerinde etik olmayan davraniglar
olarak online aligveris, miizik indirme vb. isten daha fazla zaman harcanan
ve dolayisiyla tiiretkenligi azaltan faaliyetler de sayilabilir (Blanchard &
Henle, 2008). Kamu kurumlarinda galisanlarin mesai saatlerinde is ile ilgili
olmayan  faaliyetlerle =~ mesgul  olmalar1  etkin  galismalarmi
engelleyebilmektedir. Is amaa disginda kullanilan internet ve cesitli
uygulamalarin yayginlasmas: is yerinde fayda saglamadan ziyade zarar
vermeye yonelik davraniglar olabilmektedir.

Sanal kaytarma olgusuyla alakali daha 6nceden yapilan ¢alismalarda
farkli goriisler bulunmaktadir. Baz1 goriislerde bu olgu negatif olarak
degerlendirilmistir. Sanal kaytarmanin galisanlarin iiretkenligini azalttigi,
ciddi maddi zararlara sebep olabilecegi, kurumlar: gesitli yasal yaptirimlara
ugratabilecegi veya internet agindaki yogunluk nedeniyle is ve islemlerde
aksakliklarin yasanmasina sebep olabilecegi ve boylece hem kurumdaki
¢alisan i¢in hem de kurum igin gesitli zararlarin olabilecegi belirtilmektedir.
Ote yandan sanal kaytarma olgusuna pozitif taraftan bakanlara gore ise
internet yoluyla edinilebilecek cesitli bilgi ve belgelerle 6grenme firsatlarinin
oldugu vurgulanmaktadir (Oriicii & Yildiz, 2014).

Bu ¢alismanin amaci, kamu kurumunda ¢alisanlarin sanal kaytarma
davraniglarinin ~ degerlendirilerek, gecerli ve giivenilir bir 0Olgek
gelistirilmesidir.
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Kamu II. Yontem

Kurumlarinda Aragtirma sanal kaytarma davramsina yonelik bir 6lcek gelistirme
Sanal Kaytarmaya calismasi oldugundan, &lgegin gelistirilmesinde su adimlar izlenmistir
Yénelik Bir Olcek  (Tavsancil 2002; akt.: Kayhan et al. 2020):

Geligtirme 1. Madde havuzunun olusturulmasi,
Calismasi 2. Madde havuzunun uzman goriisiine sunulmasi (kapsam gegerliginin
250 incelenmesi),

3. Dil uzmanlarinin goriislerine taslak dlgegin sunulmasi,

4. Arastirmanin ¢alisma grubuna taslak dlgegin uygulanmasi,
5. Olgegin yap1 gegerliginin degerlendirilmesi (Agiklayic1 ve Dogrulayic
Faktor Analizi),
6. Madde analizi yapilarak OoOlgekteki maddelerin olgegin amacglar
dogrultusunda katki saglay1p saglamadiklarinin belirlenmesi,
7. Test tekrar test ile 6lgegin giivenirliginin degerlendirilmesi,
8. Olgegin giivenirligine yonelik giivenirlik katsayisinin hesaplanmas.
2.1 Arastirmanin Evren ve Orneklemi

Aragtirmanin evrenini Sivas ilinde gorev yapan kamu personeli
olusturmaktadir. Arastirmada c¢alisma grubuna ulasmak i¢in kolayda
ornekleme yontemi kullanilmistir. Evrende yer alan kisilere "Sanal
Kaytarma Anketi" yiiz ylize veya e-mail yolu ile uygulanarak veriler
toplanmustir. Tk olarak taslak Olcegin degerlendirilebilmesi igin 120 kisi ile
bir pilot caligma yapilmustir. Olgegin yap1 gegerliginin incelenmesine yonelik
olarak Aciklayici Faktor Analizi asamasinda 600 kisiye ve Dogrulayic
Faktor Analizi asamasinda ise 272 kisiye ulasilmistir. Daha sonra 6lgegin
glivenirlik analizlerinin yapilabilmesi adina test tekrar test asamasinda 46
kisiye, madde analizi ve Cronbach a katsayisinin hesaplanmasi asamasinda
ise 220 kisiye ulasilmistir. Arastirmanin pilot uygulama, Agiklayic1 Faktor
Analizi, Dogrulayic1 Faktor Analizi, test tekrar test, madde analizi ve
Cronbach a katsayisinin hesaplanmasi asamalarinda, farkli Orneklem
gruplarindan toplanan verilerden yararlanilmistir.

2.2. Veri Toplama Arac1

Arastirmada kullanilan 6lgek 5°1i Likert tipinde bir 6lgek olup olgekte
yer alan maddeler “5=Kesinlikle Katiliyorum”, “4=Katiliyorum”,
“3=Kararsizim”, “2=Katilmiyorum” ve “1= Kesinlikle Katilmiyorum”
seklinde puanlanmistir. Olgekten alinan puanlarin ortalamalarinin bire
yaklasmas: durumunda kisilerin ilgili maddedeki Onermeye katim
diizeylerinin diisiik oldugu, bese yaklagsmasi durumunda ise yiiksek
olduguna karar verilmistir.
2.3. Madde Havuzunun Olusturulmasi

Arastirmada madde havuzunun olusturulmasi i¢in 8 madde Lim
(2002), 5 madde Oriicii & Yildiz'mn (2014), 6 madde Blanchard ve Henle'nin
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(2008), 2 madde Ulusoy & Giiltekin’in (2017)’alinmis olup; , 21 madde
literatiir taramas1 sonucu arastirmacilar tarafindan madde havuzuna dahil
edilmis ve madde havuzunda yer alan madde sayis1 42'ye ulagmastir.

24. Olgegin Goriiniis Gegerligi ve Kapsam Gegerliginin
Degerlendirilmesi

Goriintis gegerligi, bir 0lgegin arastirilan yapiy: dlglip dlgmedigiyle
ilgili olarak arastirmacinin kendisinin, yakin gevresindeki arkadaslarinin,
aragtirilan konuyla ilgili uzman olmayan bireylerin ve pilot arastirmaya
katilanlarin diisiince ve goriislerinin toplanmasiyla belirlenir (Sencan, 2005).
Calismada 42 maddeye yonelik goriiniis gegerliginin saglanmas1 adina soru
havuzunda yer alan ifadeler, alaninda uzman dort 6gretim elemaru ile {ig
memur tarafindan degerlendirilmis ve geri bildirimler alinmistir. Alinan
geri bildirimler neticesinde net olmayan ifadeler tekrar diizenlenmistir.

Kapsam gegerligine sahip bir dlgme aracinin 6l¢gmeyi hedefledigi
ozelligin kavramsal altyapisini biitiin yonleriyle dlgmesi gerekir (Kartal &
Bardakgi, 2018). Bu baglamda 42 maddelik soru havuzunda yer alan her bir
sorunun ¢alismanin amacina uygunlugu ve anlasilabilirligi, sanal kaytarma
konusunda ve Olgek gelistirme alaninda uzman toplam 13 kisi tarafindan
degerlendirilmesi istenmistir. Bu kisilere sunulan form ile madde
havuzunda bulunan her bir maddeyi, madde hedeflenen yapiy1 6l¢miiyor
(3), madde yapz ile iliskili ancak diizeltilmeli (2) veya madde hedeflenen
yapiyt Olgiiyor (1) seklinde puanlamasi istenmigtir. Kapsam gecerligine
yonelik uzman degerlendirmesi sonrasinda elde edilen veriler igin ilk olarak
kapsam gecerlik oranlar1 (KGO) hesaplanmis, KGO oram pozitif olan tiim
maddeler i¢in Kapsam Gegerlik Olgiitiine (KGO) gore kiyaslamasi yapilmis
ve kalan maddeler icin Kapsam Gegerlik Indeksi (KGI) hesaplanmistir
(Giinel & Bircan, 2022).

Uzman degerlendirmesi sonrasinda KGO’larin hesaplanmasi igin
Lawshe (1975) tarafindan gelistirilen formiilden yararlanilmistir. KGO orani
negatif bir degere sahip olan 8. ve 9. maddeler KGO kriterlerini saglamadig1
i¢in Olgekten ¢ikarilmistir (Yesilyurt & Capraz, 2018). Daha sonra KGO oram
pozitif olan her bir madde i¢in a=0,05 anlamlilik seviyesinde KGO'ye gore
kiyaslamasi yapilmistir (Lawshe, 1975). Ayre & Scally (2014) KGO degerinin
13 uzman igin (0,538) olmas: gerektigini ifade etmigslerdir. Bu durumda
(0,538) degerinden kiigiik KGO degerine sahip olan 23, 25, 26, 27, 29, 30, 31,
32, 34,. 36, 37, ve 39. maddeler de dl¢cekten ¢ikarilmis ve Olgekte 28 madde
kalmistir. Kalan maddeler icin KGI degeri hesaplanmustir. KGI degeri,
Olgekte yer almasi kararlastirilan maddelerin kapsam gecerlik orani
degerlerinin ortalamasi olup KGI degerinin KGO degerinden biiyiik olmasi
gerekir (Lawshe, 1975). Hesaplanan KGI degeri (0,758) KGO degerinden
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Kamu (0,538) biiyiiktiir. Bu bulgular dogrultusunda kapsam gegerligine sahip 28
Kurumlarinda maddeden olusan bir taslak 6l¢ek elde edilmistir.

Sanal Kaytarmaya III. Bulgular

Yonelik Bir Olcek 3.1 Yap1 Gegerligine Ait Bulgular

Geligtirme .. o R .

Calismast Olgek gelistirme arastirmalarinda, Olgegin Ol¢gme yapisinin
belirlenebilmesi icin en fazla yararlanilan yontemlerden biri faktor

252 analizidir. FaktOr analizi asamasinda Olgege iliskin genel faktor yapisi, bu

yapiya ait alt boyutlarin tamami ve toplam alt boyut sayisi belirlenir. Daha
sonra ortaya cikan alt boyutlar adlandirilarak dlgegin yapisi olusturulmus
olur (Kayhan et al., 2020). Olgek gelistirme calismalarinda, faktor analizi
asamasinda “Aciklayici Faktor Analizi (AFA)” ve “Dogrulayici Faktor
Analizi (DFA)” 6n plana ¢ikan iki uygulamadir. Gelistirilecek bir dlcek icin
once aciklayicr faktor analizinin yapilmasi uygun goriilmektedir. AFA
sonrast meydana gelen yeni faktor yapisinin ise dogrulayici faktor analizi
yapilarak onaylanmasi gerekir. Ayrica gerek AFA gerekse DFA igin
orneklemlerin birbirinden farkli olmasi ¢ok oOnemlidir. Cilinkii AFA
asamasinda elde edilen veriler ile bir yapinin dogrulayic faktor analizini
yapmak daha once ortaya konmus modeli onaylamaktan bagka bir sey ifade
etmeyecektir (Suhr, 2006). Bu calismada hem agciklayic1 faktor analizi
asamasinda hem de dogrulayicr faktor analizi asamalarinda farkl
orneklemler ile 6lgegin yap1 gegerligi ortaya konmustur.

AFA, olgek gelistirme c¢alismalarinda agiklanan varyansin ve
glvenilirligin maksimum diizeyde olmasini saglayacak bicimde ifadelerin
sayilarinin azaltilmas: ve Olgekteki potansiyel boyutlarin tespit edilmesi
amaclariyla kullanilabilir (Netemeyer et al., 2003). AFA'nin bir veri setine
uygulanmasi igin Orneklem biyiikligiiniin yeterli olup olmadigina
bakilmas1 6nemli bir kriterdir. Bu ¢calismada 6rneklem biiytikligiiniin faktor
analizi igin yeterliligi Kaiser-Meyer-Olkin (KMO) istatistigi hesaplanarak
belirlenmistir. Hesaplanan KMO degeri 0,90-1,00 araliginda bir degere sahip
isedrneklem biiyiikliigiiniin “miikemmel”, 0,80-0,89 araliginda bir degere
sahipse “iyi”, 0,60-0,79 araliginda bir degere sahipse “vasat”, 0,60’dan kiigiik
bir degere sahip ise “yetersiz” oldugunu ifade etmektedir (Tavsancil, 2010).
Taslak Olgekte yer alan 28 maddeye iliskin KMO degeri (0,885) olarak
hesaplanmig ve orneklem biiytikliigiiniin faktor analizi igin yeterliliginin
“iyi” dlizeyde oldugu belirlenmistir. Ayrica AFA'nin veri setine
uygulanabilmesi i¢in gerekli olan ve literatiirde ¢ok fazla tercih edilen bir
diger test ise Bartlett Kiiresellik testidir. Bartlett testi, verilerin normallik
varsayimi temelinde faktor analizine uygunlugunu tespit etmektedir. Ana
kiitlede yer alan degiskenler arasinda manidar bir iliskinin varlig1 bu test ile
belirlenir (Nakip, 2006). Bartlett Kiiresellik testi ile maddeler arasinda
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yliksek korelasyon iliskileri oldugu yani verilerin ¢oklu normal dagilimdan
geldigi saptanmistir (X?>=15674,352; p=0,000). Bu bulgulara gore faktor analizi
igin veri setinin uygun oldugu sonucuna ulagilmigtir. Daha sonra Olcegin
faktor yapisinin belirlenmesine adina literatiirde ¢ok fazla tercih edilen
Temel Bilesenler Analizi ve Varimaks Rotasyon yontemleri kullamilarak
AFA yapilmistir. AFA asamasinda higbir faktor altinda yer almayan, binisik
olan 3 madde tespit edilerek bu maddelerin 6lgekten ¢ikarilmasina karar
verilmigtir. Kalan 25 maddeye iliskin AFA sonuglar1 Tablo 1’de
sunulmustur.

Tablo 1.Aciklayic1 Faktor Analizi Sonuglar:

Olgek Alt Maddeler Fak.VYﬁ-k Ozdeger Varyans Kiimiilatif Varyans
Boyutu Degeri (%) (%)
Madde 22 0,895
Madde 7 0,874
Madde 5 0,860
Faktor1  Madde 16 0,829 9112 36,448 36,448
Madde 21 0,766
Madde 1 0,758
Madde 20 0,722
Madde 15 0,898

Madde 28 0,846
Madde 24 0,841

Faktor 2 Madde 8 0,836 4,043 16,171 52,619

Madde 4 0,795

Madde 13 0,732

Madde 18 0,900

Madde 14 0,869

. Madde 6 0,834
Faktor 3 Madde 3 0.830 3,075 12,301 64,920

Madde 11 0,768

Madde 23 0,750

Madde 26 0,892

Madde 12 0,865

.. Madde 25 0,856
Faktor 4 Madde 2 0.819 2,246 8,984 73,904

Madde 27 0,751

Madde 9 0,638

AFA asamasinda 6zdegeri 1’den kiigiik olan faktorler belirlenerek bu
faktorlerin uygun olmadigina ve 6z degeri 1’den biiyiik olan faktorlerin
Olcekte kalmasina karar verilmistir (Netemeyer et al., 2003). AFA sonras1 6z
degeri 1’den biiyiik 4 faktor elde edilmistir.
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Kamu Toplam agiklanan varyans orani, yapi gegerliginin saglanmas: ve
Kurumlarinda olgekte yer alacak faktor sayisinin belirlenmesi adina 6énemli goriilen bir
Sanal Kaytarmaya  diger kriterdir. Sosyal bilimler alaninda toplam aciklanan varyans oraninin
Yonelik Bir Olgek  yeterli diizeyde olabilmesi icin bu oranin %40 ile %60 arasmnda olmasi

Gelistirme yeterlidir (Karagoz, 2016). S6z konusu yap1 igin faktorlerin agikladiklar:
Caligsmasi varyans oranlari: Faktor 1 i¢in %36,448; Faktor 2 i¢in %16,171; Faktor 3 igin
254 912,301 ve Faktor 4 icin %8,984 seklinde hesaplanmistir. Ayrica yapinin

toplam varyansin %73,904'tinti agikladig1 sonucuna ulagilmistir. Bu deger
sosyal bilimler alani i¢in yeterli kabul edilen %60 degerinin {izerindedir.

Comrey ve Lee’ye (1992) gore, Varimax rotasyonu sonrasi ortaya
¢ikan faktor ytikleri: 0,70 ve tizerinde ise “miikemmel”, 0,63-0,70 arasinda ise
“gokiyi”, 0,55-0,62 arasinda ise “iyi”, 0,45-0,54 arasinda ise “normal” ve 0,32-
0,44 arasinda ise “kotii” olarak kabul edilmektedir (Dede & Yaman, 2008).
Tablo 1’de goriildigii tizere, faktor yiik degerlerinin (0,638) ile (0,900)
arasinda yer aldig1 belirlenmistir. Buna gore s6z konusu 4 faktorlii yapida
yer alan tiim maddelerin faktor yiik degerlerinin yiiksek ve yeterli diizeyde
oldugu goriilmektedir. AFA sonuglarina gore, gelistirilen dort faktorlii Sanal
Kaytarma Olgegi (SKO) icin yap1 gegerligi kriterlerinin saglandig: ifade
edilebilir.

AFA sonrasit elde edilen yapida, aynmi faktor altinda bulunan
maddelerin igerdikleri ortak anlam ve vurguladiklar1 ortak boyut goz oniine
alimarak faktorlere adlandirma islemi yapilmistir. Bu dogrultuda birinci
faktore "kisisel islemler”, ikinci faktore "bilgi edinme", {i¢iincii faktore
"eglenceli vakit" ve dordiincii faktore ise "kazang saglama" adi verilmistir.

AFA sonrasi ortaya ¢ikan yapr DFA yapilarak, yapinin gegerlik
sartinin saglanip saglanmadig aragtirilmigtir. Bu baglamda AFA sonucunda
4 faktdr ve 25 maddeden olugsan SKO'niin dlgme yapisimin gegerligini
incelemek icin AFA asamasindan farkli bir 6rneklemden elde edilen ve 272
katilimcinin yer aldig verilere AMOS 23 paket programi yardimiyla DFA
uygulanmigtir. DFA asamasinda uyum iyiligi indeks degerleri ile modele ait
yapmin verilerle uyumlu olup olmamasina bakilir. Uyum kriter gesitleri
fazla olmakla birlikte bunlardan hangilerinin analizde kullanilacagina dair
literatiirde kesin bir goriis birligi bulunmamaktadir. Bu uyum kriterlerinden
genellikle NFI, CMIN/DF, GFI, RMSEA, CFI vb. indeks degerleri
arastirmacilar tarafindan ¢ok fazla tercih edilmektedir (Karagoz, 2016).
Tablo 2’de bu uyum indekslerinin saglamasi gereken kritik degerlerden
bazilar1 sunulmustur (Schumacker, Lomax 2004; Kline 2011; Tabachnick &
Fidell, 2001; Bryne 2010; akt.: Kartal & Bardakgi, 2018).
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Tablo 2. Uyum Indeksleri Kritik Degerleri

Model Uyum Kriteri - Kabul Edilebilir
; L lyi Uyum
(Uyum Istatistigi) Uyum
x2 Testi 0,05<p<1
(Anlamli ormamasﬂ 001<p<0,05
x2 /sd <3 <5
Karsilastirmali Uyum Indeksleri
NFI >0,95 >0,90
TLI 20,95 20,90
IFI 20,95 20,90
CFI >0,97 20,95
RMSEA <0,05 <0,08
Mutlak Uyum Indeksleri
GFI >0,90 20,85
AGFI >0,90 20,85
Artik Temelli Uyum Indeksleri
RMR <0,05 <0,08
SRMR <0,05 <0,08

DFA sonucunda modele iliskin uyum indeksi degerleri: NFI=0,903,
x2/df=1,703, GFI=0,892, RMSEA=0,051, CFI=0,957, RMR=0,066, IFI=0,958,
TLI=0,949 ve AGFI=0,860 seklinde hesaplanmustir. Tablo 2’deki kritik
degerler goz ontinde bulunduruldugunda: GFI, AGFI, RMSEA, TLI, CFl,
RMR ve NFI uyum indekslerine gére modelin kabul edilebilir diizeyde
uyum gosterdigi; IFI ve CMIN/DF uyum indekslerine gore ise modelin iyi
uyum gosterdigi belirlenmistir. Bu bulgular dogrultusunda modelin
verilerle genel anlamda uyum igerisinde oldugu goriilmektedir. Boylece
AFA ile ortaya konulan ve dort alt boyuttan olusan 6lgme yapisinin gegerligi
AFA asamasindaki oOrneklemden farkli bir Orneklem tizerinde de
dogrulanmstir.

DFA asamasinda model uyumuna iliskin kullanilan bir diger yontem
de regresyon katsayilarinin anlamli olmasidir. Gézlenen degiskenler ile gizil
degiskenleri tahmin etme giicli olan regresyon degerlerinin, istatistiksel
olarak anlamli olup olmadigina bakilmas: gerekir (Meydan & Sesen, 2015).
Bu degerler, maddelerin faktorleri yordama giiciinii baska bir ifade ile faktor
yiiklerini gostermektedir (Karagoz 2016: 1014). Yapi gegerligi bakimindan,
DFA sonrasi elde edilen standart faktor yiiklerinin 0,40"1n {izerinde olmasi
gerekir (Hair et al., 2005). Tablo 4'te goriildiigii tizere modele ait standart
faktor yiiklerinin (0,475) ile (0,967) arasinda farklilastig1 tespit edilmistir. Bu
bulgular dogrultusunda tiim maddelerin faktor yiikiiniin yeterli oldugu
yani regresyon katsayilarmin tamaminin dogrulayici faktdr analizi ile
anlamli oldugu sonucuna ulasilmistir.
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Kamu Faktor analizinin gayelerinden biri de aralarinda yiiksek iligki
Kurumlarinda bulunan ve ayn gizil yapiy1 6lgen degiskenleri ortak faktorler altinda bir
Sanal Kaytarmaya araya getirmektir. Uyum gegcerligi ile aymi faktor altinda bir araya gelen
Yonelik Bir Olcek  maddelerin gercekten uyumlu olup olmadigina bakilir. Literatiirde uyum

Gelistirme gegerligini belirlemek icin; faktor yiik degerleri, AVE (Cikarilan Ortalama

Caligmas Varyans) degerleri ve CR (Cikarilan Ortalama Varyans) degerleri yaygin

256 olarak kullanilmaktadir (Malhotra, 2010; Hair et al., 2005; Kartal & Bardakgi,
2018).

Olgegin, ayn1 yapinin diger dlgiimleriyle arasinda bir pozitif iligkinin
var olma diizeyi benzesim gecerliligi ile ol¢iilebildiginden, bunun i¢in faktor
yliklerinden yararlanilabilmektedir (Malhotra, 2010). Hair vd. gore (2005)
benzesim gegerliginin saglanmas igin 0,5 faktor yiik degeri en az olmasi
gereken deger olup miimkiinse bu degerin 0,7 ve tizerinde olmasi arzu edilir.
Aciklayicl faktor analizi sonrasi faktor yiik degerlerinin (0,638) ile (0,900)
arasinda yer aldig: (Tablo 2) ve benzesim gegerliginin saglanmasi icin yeterli
diizeyde oldugu sonucuna ulasilmistir. Her bir faktore ait AVE ve CR
degerleri hesaplanarak, maddelere iliskin standart faktor ytikleriyle birlikte
Tablo 3’de sunulmustur.

Tablo 3. Standart Faktor Yiikleri, AVE ve CR Degerleri
Faktorler ve Maddelere
Iliskin Standart Faktor
Yiikleri

Maddeler

Kisisel Islemler
Bilgi Edinme
Eglenceli Vakit
Kazang Saglama

16. 1§yerinde, tatil planlarim igin internet sitelerinden
konaklama, seyahat vb. islemler yaparim.

1. i@yerinde, bireysel ihtiyaglarim i¢in internet tizerinden
aligveris yaparim.

0,915

0,836

5. Isyerinde, bankacilik (EFT, Havale vb.) islemlerimi
gerceklestiririm.
7. i§yerinde, is disinda kullandigim kisisel e-postalarimi
kontrol ederim.
20. igyerinde internet {izerinden miizik, video, film vb.

0,790
0,773

734
dosyalar indiririm. 0,73

22. Isyerinde, is arama sitelerinden is ilanlarii takip

. 0,723
ederim.
21. Isyerinde, hafta sonuna dair planlarim igin internetten

0,620
sosyal programlar yaparim.
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Tablo 3. Devami1

Maddeler

Faktorler ve Maddelere
Iliskin Standart Faktor

Yiikleri

Kisisel Islemler
Bilgi Edinme

Eglenceli Vakit

Kazang Saglama
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24. Isyerinde, blog (spor, sanat vb.) yazilarini okurum.

28. Isyerinde, isimle ilgisi olmayan saglik konularinda
internetten bilgi edinirim.

13. 1§yerinde, internet iizerinden gazeteleri takip ederim.
15. i@yerinde, sporla ilgili internet sitelerini ziyaret ederim.
4. Isyerinde, haber siteleri iizerinden haberleri takip
ederim.

8. Isyerinde, isimle ilgisi olmayan konularda e-kitaplar
okurum.

0,878
0,812

0,745
0,633

0,604

0,592

18. Isyerinde, eglenceli vakit gegirmek igin internet
tizerinden oyun oynarim.

14. ig,yerinde, vakit gecirmek igin videolar (dizi, film,
belgesel vb.) seyrederim.

3. Isyerinde, komik ve eglenceli videolar seyrederim.

6. Isyerinde, sosyal paylagim sitelerinde yer alan kisisel
sayfalarima bakarim.

11. 1§yerinde, is dis1 konularda sohbet uygulamalarimi
kullanirim.

23. Islerimi bitirince bos vakitlerimi degerlendirmek icin
internette gezinirim.

0,967

0,853
0,842
0,808

0,761

0,475

26. i@yerinde, online bahis, kumar vb. siteleri ziyaret
ederim.

2. igyerinde, bireysel yatirimlarima yonelik web sitelerini
(finans, borsa vb. siteler) ziyaret ederim.

25. i§yerinde, online gerceklestirilen acik arttirma
sitelerini takip ederim.

27. i§yerinde, online gergeklestirilen is dist kamu
ihalelerini takip ederim.

9. Isyerinde ev, araba, arsa vb. ilanlarin yer aldig1 internet
sitelerini ziyaret ederim.

0,829

0,797

0,786

0,713

0,560

12. Isyerinde, internet iizerinden gelir getirici varhiklar
(otomobil, ev, arsa, elektronik alet vb.) alir/satarim.
AVE Degerleri
CR Degerleri

0,518

0,601 0,517 0,639 0,505
0,890 0,828 0,873 0,866
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Kamu AVE degeri, uyum gegerligini belirlemek i¢in kullanilmaktadir. Bu
Kurumlarinda degerin hesaplanmasi igin Fornell & Larcker (1981) AVE formiili
Sanal Kaytarmaya gelistirmislerdir. Daha sonra Hair vd. (2005) bir faktoriin sahip oldugu AVE
Yonelik Bir Olcek  degerini, standardize edilmis regresyon katsayilarindan faydalanarak
Gelistirme hesaplamistir. Hair vd. (2005) hesaplamasina gore AVE degeri, maddelere
Calismasi ait standart faktor yiiklerinin karelerinin ortalamasina esittir (Giinel, 2021).
758 Bir faktoriin uyum gegerliginin olabilmesi igin AVE degerinin 0,5 ten biiytiik

olmasi gerekir (Fornell & Larcker, 1981). Tablo 3'de gorildiigi tizere
faktorlere ait AVE degerleri: “Kisisel Islemler” boyutu igin (0,601), “Bilgi
Edinme” boyutu ic¢in (0,517), “Eglenceli Vakit” boyutu igin (0,639) ve
“Kazang Saglama” boyutu igin ise (0,505) seklinde hesaplanmistir. Bu
bulgular dogrultusunda dort faktore ait AVE degerlerinin uyum gecerligi
i¢in gerekli olan sinir degerin (0,5) tizerinde degerler aldig1 goriilmektedir.

CR degeri, faktorlere ait yap1 giivenirligini ifade etmektedir. Uyum
gecerliginin saglanmasi igin faktorlerin yapi giivenirliginin yiiksek olmasi
gerekir. Hair vd. (2005) her bir faktor icin ilgili faktor altinda toplanan
gozlenen degisken (madde) sayisini, maddelere ait standart faktor ytiiklerini
ve hata terimlerinin varyanslarini kullanarak CR katsayisini hesaplamistir
(Glinel, 2021). Hair vd. (2005) gore, CR katsayisinin 0,7'den biiyiik olmasi
durumunda ilgili faktoriin yiiksek yap1 gilivenirligine sahip oldugu ve bu
degerin 0,6-0,7 arasinda bir deger almasi durumunda ise ¢ok iyi bir
glivenirlik soz konusu olmasa da kabul edilebilir diizeyde bir giivenirlik
oldugu ifade edilmistir (Kartal & Bardakg¢i, 2018). Tablo 3’de goriildiigi
{izere faktorlere ait CR degerleri: “Kisisel Islemler” boyutu icin (0,89), “Bilgi
Edinme” boyutu igin (0,828), “Eglenceli Vakit” boyutu igin (0,873) ve
“Kazang Saglama” boyutu igin ise (0,866) olarak hesaplanmistir. Bu bulgular
dogrultusunda dort faktore ait CR degerleri 0,7'den biiyiik oldugu icin tiim
faktorlerin yiiksek yapi giivenirligine sahip oldugu goriilmektedir.

Benzer fakat kavramsal agidan farkli yapilar1 6lgmede yararlanilan
Olceklerin iliskili olma diizeyi ayirim gecerligi seklinde ifade edilir.
Gegerligin saglanmasi icin iliski diizeyinin diisiik veya orta arasinda bir
korelasyona sahip olmasi gerekir (Netemeyer et al., 2003). Birden fazla
boyuta sahip Olgeklerde boyutlarin birbirlerine gore farkhiligi yani
bagimsizlig1 ayirma gegerligi ile incelenir. Bu gegerligin olusabilmesi i¢in her
bir gozlenen degiskenin yalnizca tek bir Ortiik degiskende yiiklenmesi
gerekir. Yani ayirim gegerligi sartinin saglanmasi igin her bir faktore ait AVE
degerinin korelasyon katsayisinin karesinden biiyiik olmasi gerekir
(Malhotra, 2010). FAMOS programi kullanilarak kovaryans degerleri
standartlagtirilmig, faktorler arasi korelasyon degerleri elde edilmis ve
faktorler arasindaki korelasyon katsayilarinin kareleri hesaplanarak Tablo
4’de sunulmustur.
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Tablo 4. Faktorler Aras1 Korelasyon Katsayilarinin Kare Degerleri

Faktorler ve AVE Degerleri 1 2 3
1. Kisisel islemler (0,601) 1
2. Bilgi Edinme (0,517) 0,158 1
3. Eglenceli Vakit (0,639) 0,153 0,206 1
4. Kazang Saglama (0,505) 0,009 0,042 0,003

Tablo 4’e bakildiginda “Kisisel Islemler” faktdriine ait AVE degeri
(0,601) ile “Bilgi Edinme” faktoriine ait AVE degerinin (0,517), bu iki faktor
arasindaki korelasyon katsayisinin karesinden (0,158) biiyiik oldugu
goriilmektedir. Benzer sekilde tiim faktor ciftlerinin AVE degerlerinin bu
faktorler arasinda olusan korelasyon katsayisinin karesinden biiyiik oldugu
goriilmektedir. Bu durumda dort faktorlii 6lgek igin ayirim gecerliginin
saglandig ifade edilebilir. Elde edilen bulgulara gore, Sanal Kaytarma
Olgeginin hem uyum gegerligi kosullarin1 hem de ayirim gegerligi sartlarini
saglamasi, Olgegin yap1 gegerligini sagladigini ortaya koymaktadir.

3.2 Madde Analizine Ait Bulgular

Madde analizi yontemi ile Olgekteki maddelerin Olgegin amaglar
dogrultusunda katki saglayip saglamadiklari belirlenmeye calisilir. Olgek
gelistirme calismalarinda ¢ok fazla tercih edilen madde analizi teknikleri;
madde-toplam korelasyonuna dayali madde analizi ile alt-iist gruplara
dayali madde analizidir. Yap1 gecerligi sartlarina sahip oldugu belirlenen 4
alt boyut ve 25 maddeden olusan Sanal Kaytarma Olgegi, agiklayici faktor
analizi ve dogrulayia faktor analizi asamasinda galisilan 6rneklemlerden
bagimsiz olarak 220 kisiye uygulanmistir. Uygulama sonrasi elde edilen
veriler ile Madde-Toplam Korelasyonuna Dayali Madde Analizi ve Alt-Ust
Gruplara Dayali Madde Analizi yontemleri kullanilarak madde analizleri
yapilmuistir.

a) Madde-Toplam Puan Korelasyonuna Dayali Madde Analizi

Birbirleri arasindaki korelasyonun yiiksek oldugu bir ifade grubu elde
edebilmek icin her bir ifadenin diger ifadelerle toplamiyla olan
korelasyonun (madde-toplam puan korelasyonu) miimkiin oldugu kadar
yliksek olmasi gerekmektedir (DeVellis, 2021). Test maddelerinden edinilen
puanlarla testin toplam puani arasinda bir iliskinin varlig1 veya yoklugu
madde-toplam puan korelasyonu ile belirlenir (Tezbasaran, 1996). Madde-
toplam korelasyon katsay1 degeri 0,30’dan biiyiik olan maddeler 6lcegin
geneliyle benzer yonde hareket ettigi igin dlgekte birakilmalidir. Bu katsay1
degerinin 0,20- 0,30 araliginda bir degere sahip olmasi durumunda ilgili
maddeler zorunlu goriiliirse 6lgege dahil edilmeli, 0,20’den kiigiik bir degere
sahip olan maddeler ise Olgekten ¢ikarilmalidir (Biiyiikoztiirk, 2010; akt.:
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Kamu Kartal & Bardakci, 2018). SKO maddelerine iliskin madde-toplam

Kurumlarinda korelasyon puanlar1 hesaplanmis ve Tablo 5’de sunulmustur.

Sanal Kaytalfnaya Tablo 5. Madde Toplam Korelasyon Degerleri

Yonelik Bir Ol¢ek

Gelistirme Madde Madde Toplam Madde Madde Toplam

Calismasi Korelasyon Degeri Korelasyon Degeri
Madde 1 0,502 Maddel5 0,604

260 Madde 2 0,529 Maddel6 0,552
Madde 3 0,360 Madde 18 0,449
Madde 4 0,646 Madde 20 0,568
Madde 5 0,500 Madde 21 0,480
Madde 6 0,559 Madde 22 0,531
Madde 7 0,616 Madde 23 0,609
Madde 8 0,475 Madde 24 0,375
Madde 9 0,457 Madde 25 0,540
Maddell 0,500 Madde 26 0,420
Maddel2 0,330 Madde 27 0,356
Maddel3 0,618 Madde 28 0,580
Maddel4 0,429

Tablo 5'de goriildiigii {lizere, maddelere ait madde toplam
korelasyon degerlerinin (0,33) ile (0,646) arasinda farklilastig1 tespit
edilmistir. Buna gore 25 maddenin her birinin madde-toplam korelasyon
degerleri 0,30'dan yiiksek oldugu icin Olgekten hicbir maddenin
cikarilmamasi gerektigine karar verilmistir.

b) Alt-Ust Gruplara Dayali Madde Analizi

Alt-Ust Gruplara Dayali Madde Analizi i¢ tutarliligin bir gostergesi
olup Likert tipi bir 6lgek gelistirilirken ytiksek ayirt ediciligi olan maddeleri
se¢gmek adina kullanilir ve analiz neticesinde tiim maddeler igin ayirt etme
giicli hesaplanir (Turgut & Baykul, 1992). SKO'de yer alan 25 maddenin ayirt
ediciliklerini belirlemek igin 220 kisinin 6lgekte yer alan maddelere yonelik
verdikleri yanitlarin toplami hesaplanmis ve bu degerler biiytiikten kiigiige
dogru siralanmistir. Daha sonra %27'lik iist grup ve %27'lik alt grupta yer
alan 60’ar kisinin toplam puan ortalamalar1 bagimsiz 6rnekler igin t testiyle
her bir madde igin karsilastirllmis ve edinilen bulgular Tablo 6’da
sunulmustur.
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Qmp Omeklem Sayis1  Ortalama  Standart Sapma t p
Madde 1 [jjtt Zg ;ZZ 181 8,65 0,000
Madde 2 Ii“;’tt 28 izé é:iz 812 0,000
7 7
Madde 3 Iiitt 28 i 6575 8: 92 7,02 0,000
Madde 4 Ijjtt 28 izg g::g 12,99 0,000
Madde 5 Ii“;’tt 28 ;ii ??i 7,63 0,000
7 7
Madde 6 Iiitt 28 233 (1):02 11,20 0,000
Madde 7 Ijjtt 28 ;fé (1)?2 10,79 0,000
Madde 8 Ii‘;’tt 28 ‘:’ﬁi (1):33 8,48 0,000
Madde 9 [jjtt Zg igi (1);‘11 7,76 0,000
Ust 60 3,52 0,95
Maddel1 {;t o0 Lo7 L0 8,60 0,000
¢ 22 12
Maddel2 I;; 28 1,32 0,7? 509 0,000
Maddel3 [jjtt Zg i’gi 8:22 10,90 0,000
Maddel4 Ijjtt 28 igg (1);2 6,85 0,000
4
Maddel5 Iiitt 28 i’g? 8:25 12,20 0,000
Maddel6 [jjtt Zg ii; %i’g 9,51 0,000
Madde 18 Ijjtt 28 iii 8:2; 9,54 0,000
Madde 20 Ijjtt 28 ;L:(l)g ggg 11,55 0,000
Madde 21 [jjtt Zg ;“6); ?:?Z 822 0,000
Madde 22 Ii“;’tt 28 ;ljé 2:32 11,48 0,000
Madde 23 Ijjtt 28 ;:8; (1):?2 12,31 0,000
Madde 24 [jjtt Zg igg ?fg 6,25 0,000
Madde 25 Ii“;’tt 28 igé (1);112 812 0,000
Madde 26 Iiitt 28 i;g éjg 579 0,000
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Tablo 6. Devami

Grup Omeklem Sayis1  Ortalama Standart Sapma t p
Ust 60 2,42 1,27

Madde27 0 158 058 5,74 0,000
Ust 60 3,37 1,09
2 ’ 44
Madde28 60 1,72 0,80 944 0,000

Tablo 6’da goriildiigii tizere, tiim maddelerin alt ve {ist gruplara ait
ortalamalar1 arasinda anlamli bir fark oldugu goriilmektedir (p<0,05).
Boylece 25 maddenin tamaminin ayirt ediciliginin bulundugu ve olgekte
kalmasi gerektigine karar verilmistir.

3.3 Olcegin Giivenirligine Ait Bulgular

Test-Tekrar-Test: Kararlilik, siirekli ve kolayca degismeyen
nitelikleri 6lgmeye ¢alisan ve Olgme araglari igin aranilan bir giivenirlik
gostergesidir (Tavsancil, 2010). Farkli zaman araliklarinda yapilan lgiimler
ile bir 6l¢gme aracinin ayni veya benzer sonuglar vermesi bu 6l¢gme aracinin
kararli olmasi anlamina gelir (Secer, 2018). Bu yontemde, dnce yapilan ve
sonra yapilan iki uygulamanin 6l¢lim sonuglari arasindaki korelasyon
katsayis1 hesaplanir ve bu deger giivenirlik katsayisi olarak kabul edilir.
Ayni1 zamanda bu katsay1 kararlilifi da olgtiigii igin kararlilik katsayisi
olarak ifade edilmektedir. Bu katsaymin yiiksek olmasi (1’e yakin deger
almasi) olgegin 6lgme sonuglarinin zamanla farklilasmadigini, boylelikle
Olcegin yiiksek giivenirlik diizeyine sahip oldugunu gostermektedir (Kartal
& Bardakgl, 2018). Gelistirilen Sanal Kaytarma Olgegi 46 kisiye 4 hafta arayla
iki kez uygulanmistir. Sanal Kaytarma Olgeginin kararlilik diizeyi test-
tekrar-test yontemi kullanilarak hesaplanan kararlilik katsayisi ile
belirlenmeye galisilmistir. Iki uygulama puanlar arasinda Sanal Kaytarma
Olgegine ve alt boyutlarina yonelik bir farkliligin olup olmadigi bagimli
gruplar t-testi ile belirlenmistir. Ik ve ikinci uygulama igin elde edilen
ortalama puanlarin arasindaki iliski Pearson Momentler Carpimi korelasyon
formiilii yardimiyla hesaplanmis, Sanal Kaytarma Olgegine ve alt
boyutlarina iliskin kararlilik katsayilar1 elde edilmistir (Tablo 7).

Tablo 7. Test-Tekrar-Test Uygulamas1 Sonuglar:

Faktor Gruplar1 Uygulamalar Ortalama n  ss t P r
Birinci Uygulama 20,91 46 5,25

Kisisel Islemler ikinci Uygulama 2108 46 506 -1,308 0,198 0,985
I Birinci Uygulama 14,76 46 4,19
Bilgi E ; ]
ilgi Edinme . Uyeulama 1528 46 317 700401030869
Eglenceli Vakit D1l Uygulama 17,30 746 461 ) 10p ) 100 g4

ikinci Uygulama 16,80 46 3,34
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Tablo 7. Devami1

Faktor Gruplar1 Uygulamalar Ortalama n  ss t P r

Birinci Uygulama 15,15 46 4,24
Ikinci Uygulama 1460 46 3,73
Birinci Uygulama 68,13 46 16,46
Ikinci Uygulama 67,78 46 12,55

Kazang Saglama 1,566 0,124 0,833

Toplam 0,461 0,647 0,974

Yapilan t testi sonucglaria gore 6lgegin alt boyutlarina ve 6lgegin
tamamina yonelik ilk ve ikinci 6l¢iim sonuglar1 arasinda anlamli bir farklilik
olmadig1 sonucuna ulasilmistir (p>0,05). Yani 1. ve 2. uygulamalarda benzer
sonuglar elde edilmistir. Ayrica Sanal Kaytarma Olgeginin alt boyutlarmna ve
Olcegin tamamina iliskin test-tekrar-test kararlilik katsay1 (r) degerlerinin 1’e
yakin oldugu goriilmektedir. Elde edilen bu bulgulara gore, Sanal Kaytarma
Olgeginin dlgme sonuglarmin zamanla farklilasmadig1 yani dlgegin yiiksek
glivenirlige sahip oldugu ifade edilebilir.

I¢ Tutarlilik Analizi: Olgekte yer alan maddelerin homojenligi i¢ tutarlilik
glivenilirligi ile iligkili olup genellikle bu giivenirlik Cronbach a katsayist1 ile
belirlenmektedir (DeVellis, 2021). Cronbach o katsayisi, Kuder Richardson
katsayisinin genel hali ve testin muhtemel tiim iki yarilarindan kestirilen iki
yar1 korelasyonlarmin ortalamasidir. Bu katsay: ile testin tamamindan
tesadiifi olarak secilebilecek tiim yarilara ait bilgiye ulasilabilir. Ayrica
glvenirligi incelenen testin yeterli sayida maddeye sahip olmasi ve tek
boyutlulugun saglanmasinda, bu katsayiyla oOlgiilen giivenirlik degeri,
gercek giivenirlik degerine esit olmaktadir (Cronbach 1951; akt.: Kula &
Dirlik, 2015). Sanal Kaytarma Olgeginin i¢ tutarliligina baglh giivenirligi, 220
kisiye ulagilarak elde edilen veriler kullanilarak, Sanal Kaytarma Olgeginin
tamamina ve alt boyutlarina iliskin Cronbach « katsayilar1 hesaplanmis ve
elde edilen bulgular Tablo 8'de sunulmustur.

Tablo 8. Olcek ve Alt Boyutlarina Ait Cronbach o Katsayilart
Faktor

Gruplan Madde Sayis1 Cronbach a Degeri
Kisisel islemler 7 0,888
Bilgi Edinme 6 0,904
Eglenceli Vakit 6 0,878
Kazang Saglama 6 0,889
Toplam 25 0,907

Cronbach a katsayisi; 0,80-1,00 arasinda bir degere sahipse 6lgegin
“yiiksek gtivenilirlikte” oldugu, 0,60-0,79 arasinda bir degere sahipse dlgegin
“oldukga giivenilir” oldugu, 0,40-0,59 arasinda bir degere sahipse Olgegin
“diistik gtivenilirlikte” oldugu ve 0,40'1n altinda bir degere sahipse Olgegin
“giivenilir olmadig1” seklinde yorumlanir (Tavsancil, 2010). Sanal Kaytarma
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Kamu Olgeginin tamamina ait Cronbach a degerinin (0,907) oldugu goriilmektedir.
Kurumlarinda Ayrica Cronbach a degeri, 5lgegin “Kisisel Islemler” boyutu igin 0,888, “Bilgi
Sanal Kaytarmaya Edinme” boyutu icin 0,904, “Eglenceli Vakit” boyutu i¢in 0,878 ve “Kazang
Yonelik Bir Olcek  Saglama” boyutu icin ise 0,889 olarak hesaplanmustir. Buna gore elde edilen

Gelistirme Cronbach a katsay1 degerleri Sanal Kaytarma Olgeginde yer alan her bir

Calismasi boyut ve Sanal Kaytarma Olgeginin tamami igin 0,8 degerinden biiyiik

264 oldugundan, Sanal Kaytarma Olgeginin “yiiksek giivenilirlikte” oldugu
ifade edilebilir.

VI. SONUC ve ONERILER

Bu c¢alismada, kamu kurumu c¢alisanlarinin sanal kaytarma
davraniglarina iliskin tutumlarmin Olgiilmesine olanak saglayan Likert
tipinde gecerli ve giivenilir bir Olgek gelistirilmesi amaglanmistir.
Literatiirde yaygin olarak kullanilan temel Olgek gelistirme asamalar:
kullanilmistir. Ik adimda ilgili calismalara yonelik yapilan literatiir taramast
sonucu 21 madde ve aragtirmacilarin 6nerdigi 21 madde ile 42 maddelik bir
madde havuzu olusturulmustur. Kapsam gegerligi asamasinda 14 madde
uzman Onerileri dogrultusunda Slcekten cikarilarak 28 maddelik bir taslak
Olcek elde edilmistir. Dil ve anlatim yoniinden uzman goriisii sonrasi
yapilan diizenlemeler ile uygulama oncesi taslak olgege iliskin son hali
verilmistir.

Taslak 6lgegin yap1 gegerliginin ortaya konmasi i¢in AFA yapilmustir.
Agiklayic faktor analizi asamasinda Kaiser-Meyer-Olkin (KMO) istatistigi
hesaplanarak faktor analizi i¢in drneklem biiyiikligiiniin yeterli diizeyde
oldugu saptanmugstir. Bartlett Kiiresellik testi ile maddeler arasinda ytiksek
korelasyonun oldugu sonucuna ulagilmigtir. Aciklayicr faktér analizi
asamasinda, ii¢ veya daha fazla maddenin olusturdugu faktor altinda yer
almayan veya daha fazla faktorde aciklanabilir olan toplam 3 madde
Olcekten ¢ikarilmistir. Boylece 25 madde ve 4 alt boyuttan olusan bir dl¢gme
yapist elde edilmis ve bu yapinin toplam varyansin %73,904iinii agikladig:
sonucuna ulagilmistir. Elde edilen bu istatistik Karagoz'e (2016) gore sosyal
bilimler igin gerekli alt sinir degeri olan %40’dan daha fazla oldugu igin
ortaya konulan yapmin agikladigi varyansin yapir gegerligi bakimindan
yeterli oldugu ifade edilebilir. Agiklayici faktor analizi ile s6z konusu 4
faktorlii yapida yer alan tiim maddelerin faktor yiik degerlerinin oldukca
yliksek ve yeterli diizeyde oldugu belirlenmistir. AFA sonrasi birinci faktore
"kisisel islemler" adimin, ikinci faktore "bilgi edinme", tiglincii faktore
"eglenceli vakit" ve dordiincii faktore ise "kazang saglama" admin
verilmesinin uygun olduguna karar verilmistir.

Agiklayic faktor analizi sonrast olusan yapinin bir baska drneklem
tizerinde de gecerli oldugunu saptamak icin dogrulayici faktor analizi
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yapilmistir. DFA asamasinda literatiirde yaygin olarak tercih edilen
CMIN/DF, GFI, AGFI, RMSEA, TLI, NFI, IFI, CFI ve RMR uyum indeksleri
ile modelin uyum iyiligi indeks degerleri incelenmistir. Elde edilen
bulgulara gore; GFI, AGFI, RMSEA, TLI, CFI, RMR ve NFI uyum
indekslerine gore modelin kabul edilebilir diizeyde uyum gosterdigi; IFI ve
CMIN/DF uyum indekslerine gore ise modelin iyi uyum gosterdigi
belirlenmistir. Bu bulgular dogrultusunda modelin verilerle genel anlamda
uyum igerisinde oldugu goriilmektedir. Boylece AFA ile ortaya konulan ve
dort alt boyuttan olusan Olgme yapisinin gecerligi AFA asamasindaki
orneklemden farkli bir 6rneklem {izerinde de dogrulanmistir.

Yap1 gecerligi bakimindan, dogrulayic1 faktor analizi sonrasi elde
edilen standart faktor yiik degerlerinin 0,40"1n iizerinde olmasi gerekir (Hair
et al. 2005). Modele ait standart faktor ytiiklerinin (0,475) ile (0,967) arasinda
oldugu ve maddelere ait faktor yiikii icin yeterli oldugu ifade edilebilir.
Ayrica DFA asamasinda faktor yiiklenimlerinin anlamlilifi, normal
regresyon katsayilarinin anlamlilik testleriyle incelenmis, modeldeki tiim
maddelerin faktor yiiklenimlerinin istatistiksel olarak anlamli oldugu
sonucuna ulasilmistir.

Uyum gegerligi asamasinda ayni faktor altinda toplanan maddelerin
gercekten uyum igerisinde olup olmadig1 incelenmistir. Faktor yiik
degerlerinin yeterli diizeyde oldugu, 6lgegin biitiin faktorlerine iliskin AVE
degerlerinin kabul goriilen %50 alt smirinin {izerinde oldugu (Fornell &
Larcker, 1981; Sweeney & Soutar, 2001: akt.: Sertoglu, 2014) ve CR katsayis1
degerlerinin de Hair et al. (2005)’e gore 0,7 alt sinir degerinden daha biiyiik
oldugu belirlenmistir. Elde edilen bu bulgulara gore faktorlerin tamaminin
yiiksek yapi giivenirligine sahip oldugu sonucuna ulagilmigtir. Ayirim
gecerlii asamasinda ise faktor ciftlerinin tamaminin AVE degerlerinin bu
faktorler arasinda olusan korelasyon katsayisinin karesinden daha biiyiik
oldugu yani ayirim gegerligi sartinin saglandig1 belirlenmistir.

Aciklayicl faktor analizi ve dogrulayic faktor analizi asamalarindan
sonra Sanal Kaytarma Olgeginin maddelerine yonelik madde toplam
korelasyonuna dayali madde analizi yapilmistir. Biitiin maddelerin madde
toplam korelasyon katsayilarinin Biiyiikoztiirk’e (2010) gore alt sinir deger
olan 0,3'ten daha biiylik degerlere sahip oldugu saptanmistir. Alt-iist
gruplara dayali madde analiziyle Sanal Kaytarma Olgeginde yer alan tiim
maddelerin alt ve iist gruplara ait ortalamalar: arasinda anlamli farklilik
oldugu yani maddelerinin ayirt edicilik 6zelligine sahip olduklar1 tespit
edilmistir. Boylece yapilan bu iki madde analizi ile 6lgekten hi¢bir maddenin
cikarilmamasi gerektigine karar verilmistir.

Son olarak Sanal Kaytarma Olgeginin giivenirlik analizlerine yonelik
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Kamu olarak Olgegin kararliligi igin test-tekrar-test yapilmis ve oOlgegin ig
Kurumlarinda tutarliligina iligkin olarak da olgegin tamamina ve alt boyutlarina yonelik
Sanal Kaytarmaya Cronbach a katsayilari incelenmistir. Test-tekrar-test asamasinda olgek 46
Yonelik Bir Olcek  Kkisiye 4 hafta arayla iki kez uygulanmustir. Olgegin alt boyutlarma ve dlgegin

Gelistirme tamamina yonelik ilk ve ikinci 6l¢iim sonuglar1 arasinda anlamli bir farklilik
Calismasi olmadig1 yani elde edilen puanlarin benzer oldugu, 6lgegin alt boyutlarina
266 ve Olgegin tamamina iligkin test-tekrar-test kararlilik katsay: (r) degerlerinin

ise 1’e oldukga yakin oldugu belirlenmistir. Elde edilen bu sonuglara gore,
Sanal Kaytarma Olgeginin 6l¢me sonuglarmin zamanla farklilasmadig: yani
Olcegin kararli oldugu ve yiiksek giivenirlige sahip oldugu ifade edilebilir.
Sanal Kaytarma Olgeginin tamamina ait Cronbach o degeri ise (0,907) olarak
hesaplanmistir. Ayrica bu deger, dlgegin “Kisisel Islemler” boyutu igin
(0,888), “Bilgi Edinme” boyutu igin (0,904), “Eglenceli Vakit” boyutu igin
(0,878) ve “Kazang Saglama” boyutu igin de (0,889) seklinde hesaplanmustir.
Buna gore elde edilen Cronbach « katsayr degerleri Sanal Kaytarma
Olgeginde yer alan her bir boyut ve Sanal Kaytarma Olgeginin tamamu icin
Tavsancil’a (2010) gore 0,8 degerinden biiyiik oldugundan, Sanal Kaytarma
Olgeginin “yiiksek giivenilirlikte” oldugu ifade edilebilir.

Literatiirde sanal kaytarma ile ilgili gelistirilen olgeklerin, &lgek
gelistirme asamalarimin bir kismim1 g6z ardi etti§i belirlenmistir.
Calismalarin pek cogunda gecerlik ve giivenirlik asamalarina bakildig: fakat
bu asamalardaki adimlarin tamaminin incelenmedigi goriilmektedir.
Ozellikle uyum gegerligi [(Cikarilan Ortalama Varyans degeri (AVE),
Kompozit Giivenirlik degeri (CR)], ayirim gecerligi ve test-tekrar-test
adimlarmnimn ihmal edildigi belirlenmistir. Bu ¢alismada, olgek gelistirme
safhalarinin tiim yonleriyle ele alinarak sanal kaytarma davranisini
Ol¢limleyebilecek genis ¢apli bir Olgegin olusturulmasi, arastirmanin
ozglinliigiinii ortaya koymaktadir.

Elde edilen bulgulara gore, gelistirilen ve EK 1’de verilen Sanal
Kaytarma Olgeginin gegerli ve giivenilir bir &lgme araci oldugu
goriilmektedir. Arastirmada bazi smirhiliklar olmakla birlikte benzer
calismalar1 yapmak isteyen arastirmacilara su hususlar 6nerilmektedir:

* Bu calisma Sivas ilinde yer alan kamu kurumu calisanlari ile
sinirhidir. Sanal kaytarma davranisina iliskin farkli illerde gorev
yapan kamu calisanlar1 ile goriisiilerek, genis bir madde havuzu
olusturmak icin bu c¢alismada yer almayan yeni maddeler ilave
edilebilir ve daha kapsamli bir 6l¢gme arac: gelistirilebilir.

e Tiirkiye evreni tlizerinde biiyiik bir Ornekleme ulasilarak farkh
orneklemlerle test edilmesi, bu arastirmada yer alan bulgulardan
daha kapsamli sonuglar elde edilip, Sanal Kaytarma Olgeginin
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glvenirligi ve gegerligi sinanabilir.

MAKALE BILGI FORMU
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Fikir / Kavram: Abdiilkerim GULER
Aragtirma Tasarimz: Y1ilmaz GUNEL
Makale Yazimi: Yilmaz GUNEL

Veri Toplama: Abdiilkerim GULER
Analiz: Yilmaz GUNEL
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Bu arastirma igin herhangi bir kamu kurulusundan, 6zel veya kar
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A SCALE DEVELOPMENT STUDY ON
CYBERLOAFING IN PUBLIC INSTITUTIONS

EXTENDED ABSTRACT

With the advent of computer technologies in the globalized world, the Internet is
rapidly expanding its use. Computer and internet use in particular can provide
significant benefits for both employees and institutions in public institutions, and
can lead to a variety of informal behaviors among employees. Employee's actions of
using the workplace's Internet access for personal purposes during business hours
are called cyberloafing. Cyberloafing transmission has become an important issue
that institutions care more and more about, and is being investigated about itself.
This was an attempt to develop a reliable and viable measuring tool based on the
performance of public sector employees in cyber-shifting.

The study used the basic scale development stages commonly used in literature. In
the first step, a pool of 27 articles and 15 articles recommended by the researchers
has been created as a result of literature screening for related studies. In the scope
validity phase, 14 articles were removed from scale to provide expert advice,
resulting in a draft 28-point scale. The final version of the pre-implementation draft
scale is made with edits after expert feedback in language and narrative.

The AFA has been made to assert the structure validity of the draft scale. Explaining
factor analysis has calculated the Kaiser-Meyer-Olkin (KMO) statistic and found that
the sample size is sufficient for factor analysis. Bartlett has been found to have high
correlation between the test of globalism and the substances. In the descriptive factor
analysis phase, a total of 3 items, which are not under the factor of three or more
substances or are descriptive in more factors, have been removed from the scale.
This resulted in a measuring structure of 25 matter and 4 subdimensions, and the
result was that this structure explained 73,904% of the total variance. As such
statistics are more than 40% of the lower bound value required for social sciences
(2016), it can be stated that the variance described by the structure is sufficient in
structure validity. Explanatory factor analysis has determined that the factor charge
values of all items contained in the 4-factor structure are extremely high and
sufficiently high. It is deemed appropriate to name the first post-AFA factor
"personal transactions", second factor "acquire information", third factor "fun time",
and fourth factor "gain".

Validator analysis has been done to determine if the structure of 4 factors and 25
items is valid on another sample after explanatory factor analysis. During the DFA
phase, the adaptability index values of the model were examined with the
commonly preferred CMIN/DEF, GFI, AGFI, RMSEA, TLI, NF]I, IFI, CFL, and RMR.
compliance indexes. Based on the findings, According to the GFI, AGFI, RMSEA,
TLI, CFI, RMR., and NFI compliance indices, the model is acceptable to comply;
According to the IFI and CMIN/DF adaptation indexes, the model is well-adapted.
In response to these findings, it appears that the model is generally compatible with
the data. Thus, the validity of the measurement structure constructed with the AFA,
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Kamu consisting of four subdimensions, has been validated on a sample different from
Kurumlarinda those found at the AFA stage.

Sanal Kaytarfnaya In terms of structure validity, the standard factor charge values obtained after
Yonelik Bir Ol¢ek  validator analysis should be above 0.40 (Hair et al., 2005). One can state that the

Geligtirme standard factor charges (0.475) to (0.967) for the model are sufficient for the factor

Calismasi burden for the items. Furthermore, the meaningfulness of the factor charges in the
DFA phase has been studied by the meaningfulness tests of the regression

272 coefficients, concluding that the factor loads of all items in the model are statistically
significant (p<0.05).

At the time of compliance, it is examined whether the items collected under the same
factor are actually in compliance. Where the factor charge values are sufficient, that
the AVE values for all factors of the scale are above the accepted 50% lower limit
(Fornell & Larcker, 1981; Sweeney & Soutar, 2001: Fold.: Sertoglu (2014) and CR
coefficient values are also Hair et al. (2005) It is determined to be greater than the
lower bound value of 0.7. These findings conclude that all of the factors have high
build reliability. In the validity of the separation, it is determined that the AVE
values of all the factor pairs are greater than the square of the correlation coefficient
between these factors, hence the separation validity requirement.

Item analysis based on total correlation of items of the Cyberloafing Scale has been
carried out following explanatory factor analysis and verifier factor analysis stages.
All substance total correlation coefficients were found to have values greater than
0.3, the lower limit of 0.3 compared to the greater Ozturk (2010). Analysis of
subgroups based on subgroups has found that all items on the Cyberloafing Scale
differ significantly between their averages of the child and parent groups, meaning
that their substances have a distinctive property. So with these two analyzes of
matter, it was decided that no matter should be extracted from the scale.

Finally, a test-retest was conducted for the stability of the scale for the reliability
analyzes of the Cyberloafing Scale, and the Cronbach o coefficients for the entire
scale and its sub-dimensions were examined in relation to the internal consistency
of the scale. During the test-re-test phase, the scale was applied twice to 46 people
four weeks apart. There is no significant difference between the initial and second
measurement results for the bottom dimensions of the scale and the entire scale,
meaning that the resulting scores are similar, while the test-repeat-test stability
factor (r) values for the bottom dimensions of the scale and the entire scale are close
to 1. Based on these results, one can state that the measurement results of the
Cyberloafing Scale are not divergent over time, meaning that the scale is stable and
has high reliability. The Cronbach a value (0.907) is calculated for the entire
Cyberloafing Scale. This value has also been calculated for the scale's "Personal
Operations" size (0.888), for the "Cc" size (0.904), for the "Entertainment Time"
dimension (0.878), and for the "Profit Profit" dimension (0.889). Accordingly, the
resulting Cronbach «a coefficient values are greater than 0.8 relative to the Bunny
(2010) for each dimension and all of the Cyberloafing Scale. According to this results,
the Cyberloafing Scale is "high reliability”. Based on the findings, it is understood
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that the "Cyberloafing Scale" developed and provided in Appendix 1 is a valid and
reliable measuring tool.

In this study, the originality of the research is the creation of a large scale that can
measure cyberloafinging behavior by addressing all aspects of the scale
development stages. Researchers who want to do similar work, while the study has
some limitations, are encouraged to:

o This work is limited to the public institution employees in the
province of Sivas. By interviewing public employees in different provinces
regarding cyberloafing behavior, new materials not involved in this study
can be added to create a vast pool of materials, and a more comprehensive
measuring tool can be developed.

J A major sampling of the Turkish universe can be achieved and
tested using different examples, resulting in more comprehensive results
than the findings of this study, and testing the reliability and validity of the
Cyberloafing Scale.

Kamu
Kurumlarinda
Sanal Kaytarmaya
Yonelik Bir Olcek
Gelistirme
Calismasi
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Kamu EK-1 Sanal Kaytarma Olgegi (SKO)*
Kurumlarinda OLCEK, ALT BOYUT VE MADDELERI HEEE
Sanal Kaytarmaya Ki§isel Islemler Boyutu
Yénelik Bir Ol c ek ?gyer%nde, bireysel ihtiyaglarim icin mte1.‘net uzel.fmf:len ahgverl.g .yfalparlm. 112(3|4|5
. . Isyerinde, bankacilik (EFT, Havale vb.) islemlerimi gerceklestiririm. 112(3|4|5
Gelistirme Isyerinde, is disinda kullandigim kisisel e-postalarimi kontrol ederim. 112345
Calismasi igyerinde, tatil planlarim icin internet sitelerinden konaklama, seyahat | 1| 2| 3| 4| 5
274 Yb. iglemler yaparim.
Isyerinde internet tizerinden miizik, video, film vb. dosyalar indiririm. 1/2(3]4]|5
igyerinde, hafta sonuna dair planlarim icin internetten sosyal programlar | 1 | 2| 3 | 4| 5
yaparim.
Isyerinde, is arama sitelerinden is ilanlarim takip ederim. 112[3[4]|5
Bilgi Edinme Boyutu
i§yerinde, haber siteleri {izerinden haberleri takip ederim. 1(2(34]|5
Isyerinde, isimle ilgisi olmayan konularda e-kitaplar okurum. 112|345
igyerinde, internet {izerinden gazeteleri takip ederim. 1{2(3|4]|5
i§yerinde, sporla ilgili internet sitelerini ziyaret ederim. 1(2(34]|5
Isyerinde, blog (spor, sanat vb.) yazilarini okurum. 112|345
igyerinde, isimle ilgisi olmayan saglik konularinda internetten bilgi | 1|2 |3| 4|5
edinirim.
Eglenceli Vakit Boyutu
igyerinde, komik ve eglenceli videolar seyrederim. 1{2(3]|4
Isyerinde, sosyal paylagim sitelerinde yer alan kisisel sayfalarima | 1|2 |3 |45
bakarim.
igyerinde, is dig1 konularda sohbet uygulamalarini kullanirim. 112(3|4]|5
Isyerinde, vakit gecirmek icin videolar (dizi, film, belgesel vb.) | 1|2[3| 4|5
seyrederim.
Isyerinde, eglenceli vakit gecirmek igin internet iizerinden oyun | 1|2 [3| 4|5
oynarim.
Islerimi bitirince bos vakitlerimi degerlendirmek igin internette [ 1|2 |3| 4|5
gezinirim.
Kazang Saglama Boyutu
igyerinde, bireysel yatirimlarima yonelik web sitelerini (finans, borsavb. | 1| 23| 4| 5
siteler) ziyaret ederim.
i§yerinde ev, araba, arsa vb. ilanlarin yer aldig1 internet sitelerini ziyaret | 1 | 2| 3| 4| 5
ederim.
i§yerinde, internet tizerinden gelir getirici varliklar (otomobil, ev, arsa, | 1| 2| 3| 4|5
elektronik alet vb.) alir/satarim.
i§yerinde, online gergeklestirilen agik arttirma sitelerini takip ederim. 112|3|4]|5
i§yerinde, online bahis, kumar vb. siteleri ziyaret ederim. 112|345
Isyerinde, online gerceklestirilen is dis1 kamu ihalelerini takip ederim. 112[3[4]|5

* Geligtirilen Sanal Kaytarma Olgegini bilimsel ¢calismalarinizda atifta bulunarak
kullanabilirsiniz.

1. Kesinlikle Katilmiyorum, 2.Katilmiyorum, 3. Kararsizim, 4. Katiliyorum, 5. Kesinlikle
Katiliyorum
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ABSTRACT

Aim: In this study, we aim to investigate the effect of organizational silence level on
emotional labour in nurses.

Method: In the study prepared for this purpose, 950 nurses working at Erciyes
University Health Practice and Research Center constituted the target population of
the research. The study sample has calculated as 274 people with a 5% margin of
error in the 95% confidence interval. The sample group consisted of 250 (91.2%)
nurses selected by a simple random sampling method.

Findings: As a result of the findings, a statistically significant relationship between
the emotional labor behavior subscales of nurses and the organizational silence
subscales was found to be very weak in a positive way between the acquiescent
silence scale and the variables of surface acting, deep acting, emotional effort and
suppression of real emotions.

Results: Our study reveals the positive effect of organizational silence on the
emotional labor in nurses. When we examined the average of the organizational
silence scale subscales and emotional labor scale subscales, we saw that nurses
obtained the highest score from the prosocial silence subscale and the lowest from
the defensive silence subscale of the organizational silence scale. Nurses received the
highest score from the emotional effort subscale and the weakest from the deep
acting subscale of the emotional labor scale. We found a statistically significant
difference between the proactive silence subscale of the organizational silence scale
and the age group (p<0.05). The average value of the forceful silence subscale of those
aged 51 and above was significantly higher than those aged 20 — 35. The average
value of the proactive silence subscale of those working in the profession for 22 years
and above was significantly higher than the average value of the forceful silence
subscale of those working in the job between 0 — 10 years.
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HEMSIRELERDE ORGUTSEL SESSIZLIK DUZEYININ
DUYGUSAL EMEK UZERINE ETKISININ

ARASTIRILMASI
0z

Amag: Bu calismada hemsirelerde Orgiitsel sessizlik diizeyinin duygusal emek
tizerine etkisinin aragtirilmasi amaglanmaistir.
Yontem: Aragtirmanin 6rneklemi %95 giiven araliginda %5 hata payiyla 274 kisi
olarak hesaplanmistir. Orneklem grubunu basit tesadiifi érnekleme yontemi ile
secilen 250 (%91.2) hemsire olusturmustur. Hgili kurumlardan gerekli izinler
alindiktan sonra veri toplama araglar1 arastirmaci tarafindan goniillii katilimcilara
yliz yiize goriisme teknigi kullanularak uygulanmstir.
Bulgular: Elde edilen bulgular neticesinde hemsirelerin duygusal emek davranis:
alt boyutlar: ile orgiitsel sessizlik davranisi alt boyutlar1 arasinda; kabul edilmis
sessizlik alt boyutu ile ylizeysel davranis, derinlemesine davrarus, duygusal ¢aba ve
gercek duygular bastirma degiskenleri arasinda pozitif yonde ¢ok zayif diizeyde
istatistiksel olarak anlamli bir iliski bulunmustur.
Sonug: Calismamizda hemsirelerde Orgiitsel sessizligin duygusal emek iizerine
pozitif etkisi ortaya konulmustur. Orgiitsel sessizlik dlgeginin alt boyutlar1 ve
duygusal emek 6lgeginin alt boyutlarinin ortalamasina baktiginda, drgiitsel sessizlik
olceginden en yiiksek puani 6rgiit yararina sessizlik alt boyutundan, en diisiik puani
savunma amach sessizlik alt boyutundan almislardir. Hemsireler, duygusal emek
Olceginden en yiiksek puami duygusal ¢aba alt boyutundan, en diisiik puani ise
derinlemesine davranis alt boyutundan almislardir. Orgﬁtsel sessizlik Olgeginin
orgilit yararina sessizlik alt grubu ile yas grubu arasinda istatistiksel olarak anlamli
bir fark bulunmustur (p<0.05). Yas grubu 51 ve {izeri olanlarin orgiit yararina
sessizlik alt grubunun ortalama degeri, yas grubu 20-35 olanlarin 6rgiit yararina
sessizlik alt grubunun ortalama degerinden anlaml diizeyde yiiksek oldugu
gozlenmistir. Meslekte 22 ve {izeri yil calisanlarin Orgiit yararina sessizlik alt
grubunun ortalama degeri, meslekte 0-10 yil aras1 ¢alisanlarin Orgiit yararma
sessizlik alt grubunun ortalama degerinden anlamli diizeyde yiiksek bulunmustur.
Anahtar Kelimeler: Orgﬁtsel Sessizlik, Duygusal Emek, Hemsire

JOBS]




[JOBS]|

Isletme Bilimi Dergisi (JOBS), 2022; 10(2): 275-298. DOI: 10.22139/jobs1002586

I. INTRODUCTION

Emotional labor and organizational silence have recently gained
popularity in the service sector. Businesses have to change and improve to
survive since the market changes continuously, and human has become an
essential source. Therefore, for companies to succeed in addition to human
resources' physical and mental efforts, emotional labor behavior has become
critical, especially in business groups with much face-to-face
communication. The main objective of an organization is to care for
employees and provide them with a healthy and safe working environment.
Many studies conducted in this context have revealed that organizations
satisfying the psychological and social needs of the employees can be more
efficient and productive. The organizations that realize the value of
employee satisfaction search for ways of improving working and living
conditions take measurements in this regard, and carry out some studies
(Aydin, 2009: 23). Organizational and social relationships have an essential
effect on nurses' performance, commitment to the organization and mental
health. It is not only important for employees but also for the performance
and efficiency of the organization. A limited number of studies are related to
organizational silence and emotional labor. These studies usually focus on
the burnout behavior of nurses. We observed that nurses do not experience
only burnout but also stay silent. It has revealed that this issue has reached
an alarming level for nurses and that nurses experience a general
dissatisfaction in the working environment. Since emotional labor behavior
is more displayed by the employees communicating with individuals one to
one, this behavior may be observed in nurses. Today, displaying dynamic
labor behavior is a necessity in the service sector. The emotional labor factor
was perceived only as a care service for the elderly and patients and a
supportive factor in children's education in the past. However, with the
increased awareness of its organizational importance, it has been used in
different service sectors. Research regarding emotional labor will be defined
as a field, all effects that have not been known, revealing new
implementation areas. Both organizational silence and emotional work
include the behavior of avoidance from expressing individuals' true feelings.
This situation has caused an increase in the potential of the interaction
between the two variables. By considering nurses, who are expected to
display several emotions, can reveal emotional labor behaviors frequently
and experience organizational silence while displaying those behaviors, it is
aimed in this study investigates the relationship between the emotional labor
behaviors and organizational silence behaviors of nurses.
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II. GENERAL INFORMATION
2.1. The Concept of Organizational Silence

The concept of silence is defined in the dictionary of the Turkish
Language Association as being silent. The idea of becoming silent is the state
of being quiet and remaining silent. On the other hand, the psychology of
silence is generally stated as a negative situation, such as resting in one's
shell, a sign of seeing oneself as inadequate, and social silence in social
sciences. Silence is the language of various emotions such as love, offense,
resentment, confusion, forgetting, fear, loyalty, and anger. The concept of
being silent is the state of becoming quiet and keeping silent. It is accepted
that Morrison and Milliken first suggested the silent organizational idea.
Morrison and Milliken define organizational silence as a threat to
organizational transformation and progress, and a collective phenomenon
that hinders the development of a holistic organization' (Morrison &
Milliken, 2000: 706). The concept of organizational silence is the inability of
individuals capable of affecting changes or correcting mistakes to state their
sincere expressions regarding their behavioral, affective, and cognitive
evaluations, namely, avoiding oral or written statements (Pinder & Harlos,
2001).

The Reasons of the Organizational Silence Behaviour

There are social dynamics in employees' keeping silent. The
judgment supporting this statement can be that keeping silent and the
decisions made by other employees are related to each other. Remarkably,
most employees feel that they are not alone in hiding information about a
particular issue or the whole problem, revealing that silence is usually a
collective phenomenon (Milliken et al., 2003).

Organizational Factors: Silence can be associated with three contextual
factors related to each other, which include the management culture that is
not reflected individuals equally, a silent atmosphere, and organizational
immobility (Pinder et al.,, Harlos, 2001). The equal performance of the
procedures and methods used in organizations when making a decision and
gaining a stable and prejudice-free structure weaken the reasons for
employees' keeping silent (Ozgen & Siirgevil, 2009).

Managerial Factors: The managers fear receiving negative feedback in
situations where they make an effort not to get negative feedback and ignore
the message. When they meet such a statement, they forget the source as if it
is not a vital resource or that they might try to attack the reliability of the
resource. Particularly, when they face the threat of getting negative
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responses from subordinates, it is thought that the information is incorrect
and informal (Demiralay, 2014).

Individual Evaluation: Pinder and Harlos (2001) associate the individual
factors causing silence with self-esteem, communication concern, and
control-oriented.

Socio-Cultural Factors: Cultural factors affect employees' perception of the
organization's atmosphere, desires, and individual behaviors. The variety in
power distribution in the social system and the power distance that
determines the approval or refusal level of the injustice by individuals are
handled administratively. A far power distance in the issues such as
authority, leadership, and making decisions can increase the dependency of
employees on top executives and create a centralized setting (Turan et al.,
2005).

The Theories of Organizational Silence Behaviour is Based On

Organizational silence is essentially based on some theories.
According to Vroom's Expectancy Theory and Ajzen's Theory of Planned
Behaviour, if an individual believes that the current situation will change or
will be better when s/he utters her/his voice, her/his opinions; otherwise, s/he
prefers silence. Bowen and Blackmon (2003) assume that the thought of
silence about a particular issue can increase the possibility of keeping silent
about other issues; thus, it can spread to other issues in organizations.

Types of Organizational Silence

The nature of the organizational silence has a complex and
multidimensional structure. Pinder and Harlos (2001) define employee
silence as acquiescent and quiescent; they dwell on two structures
determined by acquiescence and acquiescent behavior based on docility and
self-preserving behaviors based on fear. These two forms of employee
silence have been divided into eight dimensions voluntariness,
consciousness, acceptance, stress level, awareness of alternatives, the
propensity to voice, propensity to exit, and dominant emotions. The
dominant emotions of employees working in the quiescent dimension are
fear, pressure, anger, cynicism, despair, and possible depression (Dyne et al.,
2003). In addition, Dyne et al. (2003) have determined six different behaviors
depending on three employee motivations. These three forms of silence are
acquiescent, defensive, and prosocial, determined by the motivations
focused on self-protection, resignation, and others. These three forms of
silence differ in displaying similar behaviors for hiding information and
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opinions purposely and employee motivations' causing less or more
proactive behaviors.

Acquiescent Silence

Employees display acquiescent silence behavior by believing that
proactive thoughts and suggestions are useless, unnecessary, and will not
change anything and displaying an intentional behavior (Dyne et al., 2003;
Ozgen & Siirgevil, 2009).

Defensive Silence

Authors such as Schlenker and Weigold (1989) state that defensive
silence is a behavior displayed consciously to protect oneself against dangers
and performed before the event occurs. Contrary to acquiescent silence,
defensive silence is a more proactive behavior that includes the idea of
hiding knowledge and ideas intentionally as an individual plan and
handling the awareness of alternatives critically.

The concept of prosocial silence, which emerges from organizational
citizenship behavior and having positive social contexts of employee
behaviors, expresses the avoidance of sharing information regarding work
in order not other people or other institutions to use with the motivations
including only thinking of oneself or collectivity. This situation does not
emerge with pressure but voluntarily. It can also be defined as the
employees' displaying behaviors in cooperation to protect personal
information for the benefit of the organization and other colleagues
(Demiralay, 2014).

In organizations, silent behavior can emerge in many ways. 1.
Employee Obedience, 2. Deaf ear syndrome, 3. Remaining passive, and 4.
Acquiescent resignation and tending to other behaviors.

The Effects of Organizational Silence

Organizational silence can bear consequences for both employees
and organizations that cannot be solved in a short time (Demiralay, 2014).

The Effect of Organizational Silence on Organizational Decision Making
and Changing Processes

The prevalence of silent decisions in organizations causes important
consequences for employers and employees. While employees inform top
executives about positive statements, they prefer to keep silent about
reporting negative situations. Their reluctant behaviours about reporting
negative information eliminate the ability of understanding and solving
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problems of the decision makers in organizations. This situation causes an
increase in problems. It will lead to information loss of the top executives
about the possible problems in organizations, and, as a result, inescapable
outcomes of the problems in decisions made by managers (Morrison &
Milliken, 2000).

The Effect of Organizational Silence on the Consciousness, Attitudes and
Behaviours of Employees

Organizational silence causes a feeling of inadequacy and anxiety
among people and disruptions in businesses. When organizational silence
occurs, employees feel worthless, perceive a lack of control, or experience
cognitive dissonance (Milliken et al., 2003).

2.2. The Concept of Emotional Labour

Hochschild (1983), who first used the statement of emotional labor,
states that employees do their jobs by managing most of their emotions and
by serving in patterns determined in advance for a specific fee, and they take
it as a part of their job. Morris and Feldman (1996a) define emotional labor
as "the level of effort, planning, and control of an employee to display the
behaviors that the organization expects from him/her as long as s/he is
related to other individuals."

Emotional Labour Dimensions

Emotional labour occurs on various levels in terms of the
acquiescence state of the employee displaying the labour.

Surface Acting

Surface acting is a behavior model that can emerge when employees
have different emotions from what they reflect in the workplace. People in
such a work environment act that they do not feel by suppressing their
emotions. These people only change their behaviors, thus following the
organization's rules and protecting their job (Yang & Chang, 2008).

Deep Acting

In deep acting, individuals try to bring their feelings into conformity
with the behavior expected from them. To explain, individuals try to feel the
emotion they have to display (Ashforth & Humphrey, 1993). It is an excellent
example of deep acting that nurses' empathy towards patients, trying to
understand the situations that make patients difficult and angry and trying
to approach them with positive emotions (Grandey, 2000).
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Natural Expression of Emotions

Emotions felt naturally provide the expression of emotions. Sincere
behavior is the model that occurs when employees feel the emotions they
must adopt. Ashforth and Humphrey (1993) state that people do not always
need to pretend, and sometimes they should act as they feel. Because they
sometimes think that the emotions they should display and what they feel
may be the same.

Emotional Labour Premises

Many situations are affecting human behavior. An individual can be
affected by everything quickly since s/he is a psychosocial creature and s/he
constitutes a whole with his/her environment. Many factors affect
individuals' emotional labor behavior, such as gender, emotional
intelligence, adapting oneself, walking in other people's shoes, situations
brought by the working environment, and customer interaction dimension
(Caldag, 2010).

III. METHOD
3.1. The Population of the Study and the Sample

This cross-sectional study was conducted between the dates of
06.05.2019 and 06.07.2019. The population of the study included 950 nurses
working at Erciyes University Health Research and Implementation Center,
Mehmet Kemal Dedeman Hematology-Oncology Hospital, Yilmaz-Mehmet
Oztagkin Heart and Vascular Hospital, Semiha Kibar Organ Transplant and
Dialysis Hospital, Mustafa Eraslan and Fevzi Mercan Pediatrics Hospital,
Sahinur Dedeman Bone Marrow Transplantation and Stem Cell
Transplantation Therapy Center and Dental Practice and Research Center.
The study sample was calculated as 274 people with a 95% confidence
interval and a 5% margin of error (Bartlett et al., 2001). The sample group
included 250 (91.2%) nurses selected by a simple random sampling method.
Data collection tools were practiced through face-to-face interview
techniques with the voluntary participants.

3.2. Data Collection Tools

Emotional Labour Scale and Organizational Silence Scale were used
as data collection tools. In addition, a questionnaire form includes the
demographic and socio-cultural characteristics such as age, gender, marital
status, and education level and information such as the current job, a total
working period in the occupation, total working period in the current
hospital, working way in the hospital and the number of shifts per month.
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Organizational Silence Scale

The scale was developed by Dyne et al. (2003) and adapted into
Turkish by Sehitoglu in 2010. It includes 30 questions arranged on a 7-point
Likert scale, and the responses are as strongly disagree (1), disagree (2),
somewhat disagree (3), undecided (4), somewhat agree (5), and agree (6),
and strongly agree (7). The scale consists of 6 subscales as acquiescent silence
(1,2,3/4,5), acquiescent voice (6,7,8,9,10), defensive silence (11,12,13,14),
defensive voice (16,17,18,19,20), prosocial silence (21,22,23,24) and prosocial
voice (26,27,28,29,30). The reliability coefficient of the scale in this study was
assessed by Cronbach's Alpha (a) method. The Cronbach alpha methods of
the scale were as follows: 0.74 for acquiescent silence subscale, 0.73 for
acquiescent voice subscale, 0.81 for defensive silence, 0.78 for defensive
voice, 0.76 for prosocial silence, and 0.91 for prosocial voice.

Emotional Labour Scale

The emotional Labour Scale was developed by Grandey (1999) using
the study of Brotheridge and Lee (2002) and used by her in her dissertation
study conducted with physicians. The scale includes 26 questions in 5-point
Likert type, and the answers are 1 'Never,' 2 'Rarely,’ 3 'Sometimes,' 4
'Frequently,' and 5 'Always.' Oral and Kose translated the questions Grandey
used in her thesis into Turkish. It consists of 4 subscales and 11 items (33).
The subscales of the scale are surface acting (1, 2, 10), deep acting (12, 22),
emotional effort (14, 17, 19, 21), and suppression (4, 7). In this study, the
Cronbach alpha values are found as 0,72 for surface acting, 0,77 for emotional
effort, 0,65 for deep acting, and 0,58 for suppression.

HYPOTHESES

H1: There is a significant positive relationship between emotional labor and
organizational silence.

H2: There is a significant and positive relationship between the
organizational silence and emotional labor scale scores of the nurses and
their education level.

H3: There is a significant and positive relation between the organizational
silence and emotional labor scale scores of the nurses and their age.

H4: There is a significant and positive relationship between the
organizational silence and emotional labor subscale scores of the nurses and
the unit where they work.
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H5: There is a significant and positive relationship between choosing the
same profession again and the nurses' organizational silence and emotional
labor subscale scores.

H6: There is a significant and positive relationship between the
organizational silence and emotional labor subscale scores of the nurses and
their distribution regarding the thought of leaving the profession.

H7: There is a significant and positive relationship between the
organizational silence and emotional labor subscale scores of the nurses and
their distribution regarding the working period in the profession.

HS8: There is a significant and positive relationship between the
organizational silence and emotional labor subscale scores of the nurses and
their distribution regarding the working period in the institution.

H9: There is a positive and significant relationship between the emotional
labor subscale scores and organizational silence subscale scores.

Statistical Analysis

The data were analyzed by TURCOSA Cloud (Turcosa Ltd Co,
www.turcosa.com.tr) statistical software. The conformity of the data to
normal distribution was assessed by histogram and Q-Q diagrams and the
Shapiro-Wilk test. The Levene test tested variance homogeneity. As a result
of the regular distribution compliance test, it was seen that the data were

normally distributed. In intergroup comparisons, an unpaired two-sample t-
test was performed for quantitative variables. In comparisons of more than
two groups, one-way variance analysis (ANOVA) was used. Tukey test was
used for multiple comparisons. The significance level was accepted as
p<0.05.

Ethical Principles

Kayseri University approved this study, and the Ethical Committee
of Social Sciences and Humanities and informed consent of the participants
were obtained (26.02.2019 dated and 15 numbered application decision).
Furthermore, the institutional permit was obtained from Erciyes University
Health Research and Implementation Center (05.04.2019 E.5934 numbered
decision).

IV. FINDINGS

34.8% of the nurses were in the age range of 20-35, 89.2% of them
female, 73.6% was married, and 83.9% had bachelor's degree. 20.9% of the
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nurses worked in policlinics, 38.6% in clinics, 14.9% in the emergency
service, 11.2% in intensive care units, 2.0% in the operating rooms, and 12.4%
in other units.

5.7% of the participants worked continuously at night, 53.0% worked
continuously during the day, and 41.3% worked day and night. 58.4% of the
participants selected the profession voluntarily, and 41.6% involuntarily.

16.4% of the participants stated that they would choose the same
profession, 18.8% were undecided about choosing it again, and 64.8% stated
that they would not choose the same profession if they had another chance.
In addition, 61.7% of the participants stated that they were on shift for 0-5
days a month, 25.0% for 6-11 days, and 13.3% for 11 or more days.

The working period in the profession of 55.2% of the participants was
between 0-10 years, 22.4% was 11-21 years, and 22.4% was 22 years and
above. 46% of participants work at the institution in the range of 0-10 years,
27.6% in the range of 11-21 years, and 26.4% for 22 years and above.

Table 1. Organizational Silence and Emotional Labour Behaviours
Subscale Scores of the Nurses

Scales X+SD
Organizational Silence

Acquiescent silence 34.74+9.14
Defensive silence 28.41+9.63
Prosocial silence 53.32+10.14
Emotional Labour

Surface Acting 7.02+2.74
Deep Acting 5.09+2.07
Emotional Effort 9.61£3.75
Suppression 6.76+1.87

*The data were expressed as meantstandard deviation. X: Mean, SD: Standard
Deviation.

In the organizational silence scale, the nurses obtained the highest
score from the prosocial silence subscale and the lowest score from the
defensive silence subscale.

In the emotional labor scale, the nurses obtained the highest score
from the emotional effort subscale and the lowest score from the deep acting
subscale (Table 1).
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Table 2. The distribution of the organizational silence and emotional
labour behaviour subscale scores of the nurses in terms of educational
status

Educational Status

Variables Associate Bachelor’s Master’s
Degree Degree Degree p
(n=18) (n=209) (n=22)
Organizational silence
Acquiescent silence 38.50+8.56 34.56+9.12 33.32+9.57 0.161
Defensive silence  30.61+5.00 28.1749.79 28.77+11.17 0.580

Prosocial silence 58.67+6.26* 53.16+9.99** 51.09+12.67* 0.046

Emotional Labour

Surface Acting 7.61+£3.03 6.94+2.76 7.36+2.36 0.512
Deep Acting 5.94+2.53 4.98+1.99 5.32+2.23 0.140
Emotional Effort  10.78+4.58 9.47+3.67 9.73+£3.83 0.363
Suppression 7.78+1.96 6.67+1.84 6.77+1.90 0.053

*The data were expressed as mean+standard deviation.
** The letters on the same line express intergroup similarity, different letters
intergroup difference.

In Table 2, no statistically significant difference was found between
the subscales of acquiescent silence and defensive silence of the
organizational silence behavior and the emotional labor behavior subscales
and educational status (p>0.05).

A statistically significant difference was found between the prosocial
silence subscale of organizational silence behavior and educational status
(p<0.05). In addition, the average value of the prosocial silence subscale of
those with a master's degree was lower than those with an associate degree
(p<0.05).

Table 3. The distribution of the organizational silence and emotional
labour behaviour subscale scores of the nurses in terms of age groups
Age Group

Variables 20-35 (n=87) 36-51 (n=85) 51 and above (1=78)
Organizational silence

Acquiescent silence 34.92+9.54 34.01+8.94 35.32+8.95 0.643
Defensive silence ~ 27.82+9.42 28.31+10.12 29.18+9.37 0.659

Prosocial silence 51.21+11.09" 53.46+10.32" 55.53+8.32" 0.023
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Table 3. Continue

. Age Group
Variables 20-35 (7=87) 36-51 (1=85) 51 and above (1=78) '
Emotional Labour
Surface Acting  6.9042.52  6.95:2.87  7.24+2.84 0.690
Deep Acting 5.00+¢1.87 4924216  5.28+2.19 0.534
Emotional Effort 9.52¢3.27  9.6044.05  9.72+3.96 0.943
Suppression 6714177 6.76£2.00  6.79+1.84 0.960

*The data were expressed as mean+tstandard deviation.
** The letters on the same line express intergroup similarity, different letters
intergroup difference.

In Table 3, a statistically significant difference was not found between
the subscales of acquiescent silence and defensive silence of organizational
silence behavior and the subscales of emotional labor and the variable of age
group (p>0.05). However, a statistically significant difference was found

between the prosocial silence subscale of organizational silence behavior and

the age group (p<0.05). In addition, it was observed that the mean value of
the prosocial silence subscale of those in the age group of 51 and above was
significantly higher than those in the age group of 20-35.

Table 4. The distribution of the organizational silence and emotional
labour behaviour subscale scores of the nurses in terms of the unit they

work

Units the nurses work in

Variables  Polyclinic Clinic Emefgency Intensive  Operating p

(1=52) (1=96) Service Care Room Other (n=31)

(n=37) (n=28) (n=5)

Organizational Silence
o
Sif;ucfscem 36.9049.28 35.16+9.35 32.84+7.34 32.46+6.07 3520:9.26 33.77+11.79  0.236
Defensi
Sifei‘slve 30.62+8.97" 28.75+9.94"24.38+9.98° 31.0046.29" 26.60+9.21" 26.16+10.49" 0.020
ngz:lal 52.84+8.67 52.53+9.85 52.89+12.27 52.14+8.54 53.40+11.15 58.32+11.12 0.122
Emotional Labour
Surface 6754271 7.26+2.84 681+2.63 614235 7.40+1.52 7.68+2.99  0.287
Acting
Deep Acting 521224  5.15:2.01 5.03+1.72 4.64+1.93 4.60+1.82 532253  0.816
Emotional
E;?c?rt:ona 9.63+3.83 9.53+3.98 9.70+3.04 9.25+336 9.00+2.35 10.26+429  0.928
Suppression 6.60+1.80 6.71+1.94 697+1.79 6.82+2.00 7.60+152 6.71+1.88  0.851

*The data were expressed as mean+tstandard deviation.
** The letters on the same line express intergroup similarity, different letters
intergroup difference.
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In Table 4, no statistically significant difference was found between
the subscales of acquiescent silence and prosocial silence of organizational
silence and emotional labor subscales and the units the nurses work in
(p>0.05). However, a statistically significant difference was found between
the prosocial silence subscale of organizational silence behavior and the units
the nurses work in (p<0.05). In addition, the mean value of the prosocial
silence subscale of the nurses working in polyclinics was higher than those
working in the emergency service.

Table 5. The distribution of the organizational silence and emotional
labour behaviour subscale scores of the nurses in terms of their desire to
choose the same profession again

The desire of choosing the same profession in
choice of profession

Variables 4
Yes Undecided No
(n=41) (n=47) (n=162)
Organizational silence
Acquiescent 33.1248.64  34.19+822 35304950  0.357
silence

Defensive silence 24.44+9.77" 27.72+8.36™ 29.61+9.70" 0.007
Prosocial silence 56.37+10.65 53.57+9.15 52.47+10.19 0.088
Emotional Labour

Surface Acting 6.00+2.80" 6.34+2.24" 7.48+2.76 0.001
Deep Acting 5.07+2.20 4.79+2.02 5.19+2.05 0.510
Emotional Effort 8.07+3.28" 8.89+3.31" 10.20+3.86° 0.002
Suppression 6.20+1.82 6.66+1.98 6.92+1.83 0.075

*The data were expressed as meantstandard deviation.
** The letters on the same line express intergroup similarity, different letters
intergroup difference.

In Table 5, no statistically significant difference was found between
the subscales of acquiescent silence and prosocial silence of the
organizational silence behavior, the subscales of deep acting and
suppression of emotional labor behavior, and the desire to choose the same
profession (p>0.05). A statistically significant difference was found between
the defensive silence subscale of organizational silence, the subscales of
surface acting and emotional effort of emotional labor behavior, and the
desire to choose the same profession again (p<0.05). The mean value of those
having the desire to choose the same profession again was lower than those
who did not have the desire to choose the same profession again. The mean
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value of the surface acting subscale of those who did not have the desire to
choose the same profession again was higher than those having the desire to
choose the same profession again and those who were undecided. The mean
value of the emotional effort subscale of those desiring to choose the same
profession again was lower than those who did not desire to choose the same
profession again.

Table 6. The distribution of the organizational silence and emotional
labour behaviour subscale scores of the nurses in terms of the thought of
leaving the profession

Thought of leaving the profession
Variables Yes Undecided No P
(n=135) (n=47) (n=68)
Organizational silence
Acquiescent silence  34.65+9.02 35.49+9.95 34.38+8.90 0.807
Defensive silence 28.87+10.14  28.60+8.79 27.35+9.17 0.564

Prosocial silence 52.45+10.39  53.36+10.45 55.01+9.33 0.236
Emotional Labour

Surface Acting 7.44+2.79 7.19+2.47" 6.07+2.60" 0.003
Deep Acting 5.33+2.05 4.91+2.07 4.75+2.08 0.140
Emotional Effort 10.42+3.80" 9.72+3.70" 7.91+3.13" <0.001
Suppression 7.09+1.83" 6.68+1.75™ 6.15+1.89" 0.003

*The data were expressed as mean+tstandard deviation.
** The letters on the same line express intergroup similarity, different letters
intergroup difference.

In Table 6, no statistically significant difference was found between
the subscales of organizational silence behavior, the subscales of deep acting
of emotional labor behavior, and the thought of leaving the profession
(p>0.05). A statistically significant difference was found between the
subscales of surface acting, emotional effort, and suppression of emotional
labor behavior and the thought of leaving the profession (p<0.05). It was
determined that the mean values of the surface acting and suppression
subscales of those who did not think of leaving the profession were lower
than those who thought of leaving the profession. The mean value of the
emotional effort subscale of those who did not think of leaving the profession
was found lower than those who thought of leaving the profession and those
who were undecided.
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Investigation Into Table 7. The distribution of the organizational silence and emotional
The Effect Of labour behaviour subscale scores of the nurses in terms of the working
Organizational period in the profession

Silence On The  working  period in  the
Emotional Labour . rofession/year

Among Nurses Variables ; 0-10 ” 11-21 22 and 1 P
290 (n=115) (1=69) (n=66)

Organizational silence

Acquiescent silence  34.73+9.22  33.68+9.48 35.85+8.63 0.389
Defensive silence 28.02+9.61 27.67+10.03 29.86+9.20 0.350
Prosocial silence 51.43+£10.60" 53.54+10.45" 56.39+8.17" 0.006

Emotional Labour

Surface Acting 6.79+2.49  7.25+#3.16 7.20+2.68 0.463
Deep Acting 513+1.94  4.93+2.09 5.20+2.28 0.725
Emotional Effort 9.53+3.40  9.87+4.27 9.47+3.81 0.790
Suppression 6.80£1.81  6.68+2.00 6.76+1.85 0.917

*The data were expressed as mean+tstandard deviation.
** The letters on the same line express intergroup similarity, different letters
intergroup difference.

In Table 7, no statistically significant difference was found between
the subscales of acquiescent silence and defensive silence of organizational
silence behavior, emotional labor behavior subscales, and the working
period in the profession (p>0.05). However, a statistically significant
difference was determined between the prosocial silence subscale of
organizational silence behavior and the working period in the profession
(p<0.05). In addition, the mean value of the prosocial silence subscale of those
working in the profession for 22 years and above was significantly higher

than those between 0-10 years.

Table 8. The distribution of the organizational silence and emotional
labour behaviour subscale scores of the nurses in terms of the working
period in the institution

The working period in the institution/year
Variables 0-10 11-21 22 and 1 pP
(n=138) (n=56) (n=56)

Organizational silence

Acquiescent silence  34.63+9.19 33.66+9.07  36.07£9.09 0.371
Defensive silence 28.13¢9.34  28.39+10.52 29.11#9.52  0.816
Prosocial silence 51.99+10.46" 52.88+10.60" 57.02+7.88"  0.007
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Table 8. Continue
The working period in the institution/year

Variables 0-10 11-21 22 and P
(n=138) (n=56) (n=56)

Emotional Labour

Surface Acting 6.75+2.48 7.52+3.22 7.20+2.77 0.184

Deep Acting 4.99+1.94 5.11+2.04 5.32+2.40 0.605

Emotional Effort 9.31£3.50 10.25+4.23 9.70+3.86 0.283

Suppression 6.74+1.87 6.66+1.94 6.89+1.81 0.797

*The data were expressed as mean+tstandard deviation.
** The letters on the same line express intergroup similarity, different letters
intergroup difference.

As seen in Table 8, no statistically significant difference was found
between the subscales of acquiescent silence and defensive silence, the
subscales of emotional labor behavior, and the working period in the
institution (p>0.05). However, a statistically significant difference was found
between the organizational silence scale's prosocial silence subscale and the
institution's working period (p<0.05). In addition, the mean value of the
prosocial silence subscale of those working in the institution for 22 years and
above was significantly higher than those working there between 0-10 years.

Table 9. The correlation between the organizational silence subscales of
the nurses and the variables of age, a working period in the profession
and the frequency of being on duty/month

Variables Acquiescent Defensive  Prosocial Silence
Silence Silence

Age 0.068 0.036 0.192**

The working period 0.040 0.031 0.207**

in the profession

The frequency -0.040 -0.020 -0.107

of being on duty

45<0.01

As seen in Table 9, a very weak, positive, and statistically significant
relation was found between the prosocial silence subscale of organizational
silence behavior and the variable of age (p<0.05). In addition, a weak,
positive, and statistically significant relation was found between the
prosocial silence subscale of organizational silence behavior and the working
period in the profession (p<0.05). No statistically significant relation was
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found between the subscales of organizational silence behavior and the other
variables (p>0.05).

Table 10. The correlation between the subscale scores of the emotional
labour behaviour and subscales of organizational silence

Variables Surface Surface Surface Surface
Acting Acting Acting Acting

Acquiescent 0.179** 0.179** 0.132* 0.124*

silence

Defensive silence 0.104 0.148* 0.142* 0.054

Prosocial silence -0.025 0.033 0.007 0.000

*p<0.05, **p<0.01

In Table 10, a very weak, positive, and statistically significant relation
was found between the acquiescent silence subscale and the subscales of
surface acting, deep acting, emotional effort, and suppression (p<0.05), and
the correlation coefficients of the related variables are (r=0.179, r=0.179,
r=0.132, r=0.124) respectively. Likewise, a very weak, positive, and
statistically significant relation was determined between the defensive
silence subscale and the variables of deep acting and emotional labor
(p<0.05), and the correlation coefficients of the related variables are (r=0.148,
r=0.142), respectively. No statistically significant relation was found between
the prosocial silence subscale and emotional labor behavior subscales.

V. RESULTS

In this study, the nurses got the highest score from the emotional
effort subscale and the lowest score from the deep acting subscale. In a study
that was conducted to determine the effect of the organizational justice
perception of healthcare employees on emotional labor, average item scores
for emotional labor were found to be 2.52 for surface acting and 3.41 for deep
acting; they were found as 7.02 and 5.09 respectively in this study (Kiling,
2012). The study investigated the emotional labor behaviors of the nurses
working in a university hospital. It was observed that the total score average
obtained from the Emotional Labour Behaviour Scale was 3,8+0,49, the
Surface Acting Subscale was 3,94+0,61, the Deep Acting Subscale was
3,68+0,59, and the Genuine Acting Subscale was 3,92+0,70 (Sonkaya, 2018).
In our research, while the nurses' surface acting and emotional effort levels
were high, deep acting behavior was found to be low. Results of the surface
acting behavior, the subscale of emotional labor behavior, were similar to
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those in the literature. Likewise, similar results were also obtained in the
deep-acting subscale.

In our study, a significant positive relationship was found between
the working period in the profession and the concept of natural expression
of emotions, which is the subscale of emotional labor behavior. Furthermore,
as the age and the working period in the profession increased, the ability to
express emotions naturally also increased due to the improved work and life
experience.

Regarding organizational silence behavior, the participants obtained
the highest score from the prosocial silence subscale and the lowest score
from the defensive silence subscale. Yal¢in and Baykal (2012) stated in their
studies that the managerial and organizational reasons subscale average
were higher than the other subscales'. Accordingly, it can be stated that
"managerial and organizational reasons" is the primary reason for silence for
healthcare professionals. According to these outcomes, it can be stated that
the most influential variables that lead healthcare professionals to be silent
are "managerial and organizational silence" and "the fear of isolation."

Our study did not find a statistically significant difference between
organizational silence subscales and marital status (p<0.05). Tagkiran (2010),
Sarikaya (2013), and Kolay (2012) also did not find a significant difference
between marital status and organizational silence. However, while Kutlay
(2012) determined that acquiescent silence behavior was observed in married
employees more than the single ones, according to Yanik (2012), it was
observed more in single employees. According to another study, married
employees preferred to keep silent more so that other employees were not
harmed (Onal, 2015).

When the relation between educational status and organizational
silence subscales was analyzed, similar results to the literature were found.
It was observed that prosocial silence behavior decreased as the educational
level increased. According to another study, those having associate degrees
prefer to keep silent more when they have a problem when compared to
those having bachelor's degrees (Onal, 2015).

The mean value of the prosocial silence subscale of those working in
the profession for 22 years and above was significantly higher than those
with a working period between the ranges of 0-10 years. In the literature, it
was determined that those with a working period between 0-10 years and
less were more silent than those working for more extended periods. The
reasons for this were the lack of experience and organizational and
managerial reasons (Baymn et al., 2015). However, when the relation between
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the working period and organizational silence behavior was analyzed, the
results differed from the literature.

When the relations between organizational silence subscales and
socio-demographic characteristics were analyzed, differences were observed
between the results of different studies. However, this situation is
generalized the results are complicated. In the literature, while
organizational silence decreases as the working period increases, silence also
increases as the working period increases in this study (Bayn et al., 2015).

In our study, a very weak, positive, and statistically significant
difference was found between the acquiescent silence subscale and the
variables of surface acting, deep acting, emotional effort, and suppression
(p<0.05). A very weak, positive, and statistically significant relation was
found between the defensive silence and the variables of deep acting and
emotional effort (p<0.05). The literature concluded that the three subscales
reflecting emotional labor level, except for the emotional effort subscale, had
significant effects on the damaging silence reflecting the organizational
silence level. It was found that the most effective dimension of damaging
silence was suppression. The dimension of suppression positively affected
damaging silence. Grant found that deep and surface emotional labor
positively affected voice behavior (Grant, 2013). Our findings are similar to
those in the literature.

In this study, a significant positive relationship was determined
between the nurses' emotional labor and organizational silence behaviors. It
was concluded that the three subscales reflecting emotional labor level,
except for the emotional effort subscale, had significant effects on the
negative silence subscale reflecting the organizational silence level (p<0.05).
Since emotional labor is a behavior displayed related to the personality
structures, and the enthuses of individuals and they experience intrinsic
satisfaction in the profession, employees keep silent organizationally; thus,
such a positive relationship will exist.

VI. CONCLUSION AND RECOMMENDATIONS

In our study, organizational silence's positive effect on nurses'
emotional labor was revealed. When the average of the organizational
silence scale subscales and emotional labor scale subscales were examined,
it was seen that nurses obtained the highest score from the prosocial silence
subscale and the lowest from the defensive silence subscale of the
organizational silence scale. Nurses obtained the highest score from the
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emotional effort subscale and the lowest from the deep acting subscale of the
emotional labor scale. A statistically significant difference was found
between the proactive silence subscale of the organizational silence scale and
the age group (p<0.05). The average value of the proactive silence subscale of
those aged 51 and above was significantly higher than those aged 20 — 35.
The average value of the proactive silence subscale of those working in the
profession for 22 years and above was significantly higher than that of those
working in the profession between 0 — 10 years.

It is recommended that other studies should be carried on in other
hospitals to determine the relationship between organizational silence and
emotional labor behaviors thoroughly.

Establishing a supportive and alienation preventer organizational
atmosphere prevents organizational silence in the organization. It also
creates a structure in which employees can easily communicate with the top
management and express their knowledge, thoughts, and opinions easily
and will be able to contribute to forming an organization that can protect
itself against the harms of alienation and silence. In brief, it is believed that
in the case of creating a more transparent and participatory organizational
atmosphere, the quality of life will increase, and the number of silent people
will decrease. Furthermore, an organizational atmosphere should be created
where employees feel peaceful and happy.
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