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Algilanan Cevresel Belirsizlik ile Rekabet Stratejileri
Arasindaki Iliskiyi Anlamak

Tugay ONEY* Hakan KAYA?

0z

Kiiresellesme, deregiilasyon, artan kiiresel ve yerel rekabet ile salginlar gibi bir¢ok etmene bagh olarak son
yillarda artis gdsteren ¢evresel belirsizlikler, isletmeleri uygun bir rekabet stratejisi se¢imine zorlamaktadir.
Bu nedenle sektor calisanlart tarafindan son zamanlarda artis gosteren algilanan c¢evresel belirsizlik
durumlarimin isletmelerin uyguladiklar: rekabet stratejileri tizerindeki etkilerini inceleyen ¢alismalara daha
fazla ihtiya¢ duyulmaktadir. Bu ¢alismada, algilanan cevresel belirsizligin rekabet stratejileri boyutlart
tizerine etkisini aragtrmak amac¢lanmistiv. Bu amagla arastirmanin 6rneklemini, Ankara’da faaliyet gésteren
isletmelerdeki yoneticiler olusturmaktadwr (n=306). S6z konusu o6rneklemden elde edilen veriler dogrulayici
faktor analizi, korelasyon ve basit dogrusal regresyon analizi yardimiyla analiz edilmigtir. Aragtirma
bulgularina gore, algilanan ¢evresel belirsizlik boyutlarindan dinamizm, heterojenlik ve diismanligin rekabet
stratejileri iizerinde pozitif ve anlamli bir etkiye sahip oldugu tespit edilmistir. Son olarak arastirmanin bazi
stwrliliklart oldugu belirtilip bulgulara dair bazi teorik ve uygulamaya doniik ¢ikarimlara ve gelecekte
aragtirma yapacak olanlar i¢in bazi énerilere yer verilmistir.

Anahtar Kelimeler: Algilanan Cevresel Belirsizlik, Rekabet Stratejileri, Isletme

Understanding The Link Between Perceived Environmental Uncertainty
and Competitive Strategies

Abstract

Environmental uncertainties, which have increased in recent years due to many factors such as globalization,
deregulation, increased global and local competition and epidemics, force businesses to choose an appropriate
competitive strategy. Therefore, according to industry professionals, there is an increasing need for studies
examining the effects of perceived environmental uncertainty on the competitive strategies of businesses. This
study aims to investigate the impact of perceived environmental uncertainty on competitive strategies. The
sample of the study consists of managers in enterprises operating in Ankara (h=306). The data obtained from
this sample were analyzed using confirmatory factor analysis, correlation and simple linear regression
analysis. According to the research findings, it was determined that dynamism, heterogeneity and hostility
among the dimensions of perceived environmental uncertainty have a positive and significant effect on
competitive strategies. Finally, the study acknowledges some limitations and offers some theoretical and
practical implications of the findings as well as suggestions for future research.

Keywords: Perceived Environmental Uncertainty, Competitive Strategies, Business.
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1. Giris

Son yirmi yilda piyasa ekonomilerine odaklanma gerekliligi, sadece isletmelerin
yonetici ve st diizey ¢alisanlarinin degil akademisyenlerin (Luo, 2003) de dikkatini ¢eken
bir unsur haline gelmistir (London ve Hart, 2004). Bu nedenle isletmelerin piyasada
ekonomilerine etki eden unsurlar, arastirma ve inceleme konusu haline gelmistir.
Giiniimiizde rekabet, bilimsel kesifler ve kat1 diizenlemeler gibi unsurlar ise, yoneticilerin
stirekli degisen ¢evresel kosullar1 6ngérmeyi zorlastirmaktadir. Bu nedenle yonetimin rolii,
belirsizliklere karsi bir isletmenin varliginin devamliligini etkileyecek mevcut sorunlara

gereken 6nemi vermelidir (Gul ve Chia, 1994).

Isletmelerin varliklarmin devamliligina tehdit olarak, karsilasacagi c¢evresel
kosullardaki degisiklikler ile bunlarin Ongdriilemeyen bir sekilde gelisimi, cevresel
belirsizlikle iligkilendirilir (Costantini ve Zanin, 2017: 381; Duncan, 1972). Algilanan
cevresel belirsizlik, isletmenin ¢evresiyle etkilesiminde karar vericilerin géz ardi etmemeleri
gereken dnemli bir sorundur (Milliken, 1987). Ozellikle yiiksek derecede algilanan gevresel
belirsizlik durumu, isletmelerin rekabet avantaji elde etmeleri iizerinde baski
olusturmaktadir (Alaeddin vd., 2019: 347). Kiiresellesme c¢aginda olusan bu baski
isletmelerin rekabet ortamina yogunlasmalarina neden olmaktadir. Bu nedenle isletmeler,
rekabet ortamina ¢esitli yetenekler yaratarak ve uygun stratejiler gelistirerek bu baskilarla

miicadele edebilir (Shah vd., 2023).

Rekabet stratejisi formiile etmenin 6zii, bir isletmeyi gevresiyle iliskilendirmektir
(Porter, 1980). Cevresel belirsizlik, isletmelerin stratejisini ve performansini ayni anda
etkileyebileceginden (Swamidass ve Newell, 1987), zorluklarla basa ¢ikabilme yeteneginin
isletme stratejisinin se¢imiyle kazanilacagi degerlendirilmektedir (Parnell vd., 2015). Etkili
stratejilerin,  isletmelerin  faaliyette bulundugu c¢evrenin  belirli  6zellikleriyle
iliskilendirilmesi ise durumsallik teorisi ile agiklanmaktadir. Durumsallik teorisinin
isletmeler tarafindan strateji se¢imlerini iyilestirerek biiyiik ve kiiciik isletmelerin

verimliligini artirmaya yardimci oldugu fikri ileri siiriilmektedir (Hofer, 1990).

OECD iilkeleri arasinda finansal gelismislik diizeyi gelismekte olan Tiirkiye’de
(OECD, 2023), ozellikle Covid-19 salgini sonrasi, diinya genelinde yasanan kriz ve savas
durumlar1 nedeniyle piyasalarda olusan belirsizlik durumunun igletmeler {izerinde birgok
olumsuz etki biraktig1 goriilmektedir (Afsar vd., 2022; Alparslan vd., 2021; Labrague ve de
los Santos, 2021; Oney vd., 2022). Bununla birlikte jenerik stratejilerin 6zellikle gelismekte

113



T.ONEY & H. KAYA

olan pazarlar i¢in sosyo-Kkiiltiirel ve yonetimsel farkliliklar nedeniyle, igletmelerin en iyi
strateji se¢imlerinde basarisiz olabilecekleri, kaynak ve strateji agisindan ‘“‘uyum”
eksiklikleriyle karsilasabilecekleri gozlenmektedir (Dawar ve Chattopadhay, 2002: 462;
Meyer ve Estrin, 2001: 575). Bu yiizden ¢alismamiz, ‘isletmelerin algiladiklar1 ¢evresel
belirsizlikler rekabet stratejilerini nasil etkilemektedir?’’ sorusuna yanit aramaktadir.
Durumsallik teorisinin varsayimlari géz 6niinde bulundurularak degisime ve gelisime agik
olan isletmelerin algiladiklar1 ¢evresel belirsizliklerin rekabet stratejileri lizerinde etkisinin

olacagi ongoriilerek arastirmanin problemi belirlenmistir.

Bu ¢alismanin, isletmelerin algiladiklar1 ¢evresel belirsizlik durumlarinda kiiresel
olarak tek bir genel strateji kullaniminin ya da farkli pazarlarda farkli stratejilerin
kullaniminin gecerliligi tartisilmaya baslandig1 giiniimiizde sektorel unsurlara ve literatiire
katki saglayacagi degerlendirilmektedir. Bununla birlikte c¢evresel unsurlarin isletme
tizerinde olusturdugu belirsizlik algilar ile isletmelerin uyguladiklan stratejilerin yeniden
gbzden gecirilmesi konusunda isletme yoneticileri acisindan yol gosterici nitelikte olacagi
diisiiniilmektedir. Ote yandan strateji ve ¢evre arasindaki iligkisi, yonetim ve 6rgiitsel alanda
cok sayida incelenmis olsa da durumsallik teorisi temelinde incelenmesinin, bu iliskideki

sonuglarin etkililigine dikkat ¢ekmek adina 6nem ve 6zgiinliik tagimaktadir.
2. Kavramsal Cerceve
2.1. Algulanan Cevresel Belirsizlik

Teknoloji, pazar ve ¢evre gibi faktorlerin, bir isletmenin tasarimini, performansini ve
islevini nasil etkiledigi durumsallik teorisi ile agiklanmaktadir (Islam ve Hu, 2012). Bu
teorik cerceveye dayanan arastirmalar gelistikge, teknoloji kullanimi (Otley, 2016), isletme
bilylikliigli (Alattar vd., 2009; Chand ve Dahiya, 2010) ve ¢evrenin belirsizligi
(Govindarajan, 1984; Gul, 1991) gibi faktorlerin 6nemi daha fazla ortaya ¢ikmaktadir.
Fiedler (1964), durumsallik teorisine gore, isletmelerin yapilari ¢evresel degisikliklere uyum
saglayabiliyorsa, daha basarili ve rekabet edebilir durumda olduklarini belirtmektedir.
Ancak, bir isletmede yoneticilerin iginde bulundugu organizasyonel ¢evrede 6nceden tahmin
edilemeyen veya oOngoriilemeyen durumlarla karsilasilmasi, is yasaminda belirsizlik
algilanmasina neden olmaktadir. Lawrence ve Lorsch (1967: 8) belirsizlikleri, bilginin net
olmamasi, net geribildirim siiresinin uzunlugu ve nedensel iliskilerin genel belirsizligi
algilanmas1 olarak belirtmektedir. Bu ti¢ faktoriin olusturdugu belirsizlik durumlarinda

bilginin ne kadar onemli oldugu 6nem arz etmektedir. Yapilan literatiir taramalarinda
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belirsizlik kavraminin farkli sekillerde tanimlandigi goriilmektedir (Duncan, 1972: 317).
Luce ve Raiffa (1957) belirsizligi, her bir sonucun bilinen bir olasiliga sahip oldugu risk
durumlarinin aksine, olaylarin sonuglarinin ne olacagi hakkindaki olasiliginin bilinmedigi
durumlar olarak kavramsallastirirken, Milliken (1987: 136), ¢evrenin ya da psikolojik
durumun bir 6zelligi olarak “bireyin bir seyi dogru tahmin etmesi i¢in algilanan yetersizlik”
olarak tanimlamaktadir.

Belirsizlik kavrami ¢evresel acgidan incelendiginde ise, ¢evreyi olusturan 6gelerdeki
degisikligin nasil ortaya ¢iktiginin anlagilmamasindan kaynaklandigi goriilmektedir. Bu
durum ayni zamanda, ¢evresel diger 6gelerin birbirleri arasindaki iligkisinin tam olarak
anlasilamadigindan dolayr da ortaya ¢ikabilir. Siider (1991: 124), algilanan g¢evresel
belirsizlik kavramini, isletme ve g¢evre iliskilerinde, ozellikle organizasyon tasarimi
teorilerinde merkezi bir kavram olan ve isletmelerin st diizeydeki yoneticilerinin
ilgilenmeleri gereken temel bir problem olarak ifade etmektedir (Milliken, 1987: 133).
Govindarajan (1984: 127) ise gevresel belirsizlik kavramini, isletmenin dis gevresi olan
miisterilerin, tedarikgilerin, rakiplerin faaliyetlerindeki OngoriilemezIligi olarak ifade
etmektedir. Algilanan g¢evresel belirsizlik kavrami ve boyutlari ile ilgili yapilan literatiir
taramalarinda; dinamizm, heterojenlik ve diismanlik olarak ii¢ boyutlu bir yapida
kavramsallastirildigi gézlenmektedir (Miller ve Friesen, 1983: 222). Dinamizm, sektordeki
degisim oranini, tiiketici ve rakiplerin davranislarinin Ongoriilemezligini ve sektdriin
teknolojik kosullardaki degisimlerini ifade etmektedir (Boyd vd., 1993: 215; Zahra, 1993).
Heterojenlik, liretim ve pazarlama yonelimi gibi ¢evrenin gesitliligi ile ilgili bir kavramdir
(Dess ve Beard, 1984; Zahra, 1991). Cesitlilik arttik¢a, ¢evreyi anlamak i¢in ihtiyag duyulan
bilgi miktar1 artar ve bu nedenle yoneticilerin, sinirli rasyonalite nedeniyle gevreyi etkili bir
sekilde degerlendirmeleri daha da zorlasir. Diismanlik boyutu ise, isgiicii ve malzeme kithigi,
fiyat ve iiriin kalitesi rekabeti ve tirlin farklilagsmasi gibi faktorlerle ortaya c¢ikan tehditlerdir

(Miller ve Friesen, 1980; Miller ve Friesen, 1982; Teo ve King, 1997: 192).

Cevreyle ilgili belirsizlik yaratan durum sadece kendi basina hizli bir degisim
oranindan ziyade, bu tiir bir belirsizlikle iliskilendirilecegi ongoriilemeyen degisimdir
(Milliken, 1987: 135). Cevrenin durumuna iliskin belirsizlik deneyimin, kismen kurulusun
faaliyet gosterdigi ortamin 6zelliklerinin bir fonksiyonu da olabilir. Dinamizm, heterojenlik
ve diismanlik ortamlar1 daha az 6ngdriilebilir kildig: 6l¢iide, bu 6zelliklere sahip ortamlarda
faaliyet gosteren yoneticilerin, daha istikrarli ortamlarda faaliyet gdsteren yoneticilere

kiyasla ¢evresi hakkinda daha fazla belirsizlik algilayabilir (Milliken, 1987: 137).
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Glinlimiizde bilgi, bir¢ok alanda oldugu gibi ¢evresel belirsizlik durumunda
isletmeler i¢in hayati 6neme sahiptir. Ciinkii belirsizlik kosullarinda karar vermek gii¢
oldugundan, isletmelerin belirsizlik gosteren sayisiz faktorleri géz onlinde bulundurmalari
i¢in bilgiye ihtiyaglar1 vardir (Glirbiiz ve Araci, 2012: 24). Hatta Fisher (1996: 366), ¢evresel
belirsizlik algisinin artmasi durumunda i¢ kontrol odagina sahip yoneticilerin bilgiyi daha
yararli olarak algilayacaklarini tespit etmistir. Bu nedenle son yillarda arastirmacilar,
belirsizlik nedenlerini anlamaya ugrasirken, yoneticilerin deneyimledigi gesitli durumlarda
etkisini test edebilecek gostergeler gelistirmeye de odaklanmaktadirlar (Silva ve Ferreira,
2017: 15).

Kiiresel is diinyasinin karmasiklig1 ve degiskenligi goz oniine alindiginda, ¢evresel
belirsizlik kavramini sadece bir belirsizlik alaniyla sinirlandirilmak miimkiin degildir. Bu
nedenle, bu calismada ele alinan g¢evresel belirsizlik degiskenlerini, g¢evresel belirsizlik
arastirmalaria dahil edilip, etkileri ve sonuglarinin literatiire katki saglamasi agisindan

Onem arz ettigi degerlendirilmektedir.
2.2. Jenerik Rekabet Stratejileri

Rekabetin yogun oldugu pazarlarda, mal ve hizmet {ireten isletmelerin basarisi ve
kaliciligi, faaliyet gosterdikleri iilkeler agisindan biiyiikk onem tasimaktadir. Bu yiizden
isletmeler, rekabet Ustlinliigli saglamak amaciyla faaliyetlerini planlama, hedeflerine
ulasacak yontemleri belirleme, degisimlere zamaninda, dogru ve hizli bir sekilde uyum

saglayabilmeleri i¢in etkin strateji olusturmalar1 gerekmektedir.

Etkin bir strateji temelinde siirdiiriilebilir rekabet avantaji igin ¢evrenin taranmasi
kadar isletmenin ¢evre ile olan entegrasyonu da kilit bir faktordiir (Analoui ve Azhdar, 2002:
290). Ciinkii ¢evreye yonelik bir stratejinin planli ve iyi bir sekilde yiiriitiilmesi rekabet
avantaji saglayarak isletmenin performansini artiracaktir (Christmann ve Taylor, 2002: 124).
Isletme performansina dogrudan katkis1 olan rekabet avantaji stratejisinin; maliyet liderligi,
farklilagtirma ve odak yoluyla saglanabilecegi Porter (1980, 1985) tarafindan gelistirilen

jenerik stratejilerinde ileri stiriilmektedir.

Rekabet stratejilerinden biri olan maliyet liderligi, liretim veya dagitim siirecindeki
cesitli ekonomilerden (Slgek, kapsam, pazarlama vb.) kaynaklanarak iiriinlerin rakiplerinden
daha diisiik maliyetlerle sunulmasini saglayan ve yiiksek bir goreli pazar payr veya
hammaddeleri elverisli bir konuma getiren verimlilik odakl bir stratejidir (Kippenberger,
1998; Green vd., 1993; Malburg, 2000; Martinez-Simarro vd., 2015; Murray, 1988; Porter,
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1980: 36). Hatta baz1 durumlarda verimlilik, tescilli liretim teknolojileri veya yeniliklerin bir
sonucudur (Marques ve Ferreira, 2009; Murray, 1988; Porter, 1980). Farklilastirma stratejisi,
kiiresellesmenin bir sonucu olarak bir isletmenin gelecekteki basarisinin en iyi gostergesinin
benzerlerinden farkli olma yetenegi oldugu ve isletmelerin kendi {iriin veya hizmetlerinin
algilanan degerini arttirdig1 bir is stratejisidir (Cross, 1999; Githumbi, 2017; Porter, 1980;
Porter, 1985). Farklilastirma stratejisi; Ar-Ge projeleri, fiyat, tasarim, marka imaji, teknoloji,
patentler, miisteri hizmetleri, dagitim gibi ¢esitli bigimlerde olabilmektedir (Lin ve Chang,
2015). Porter (1980) tarafindan gelistirilen son strateji olan odaklanma ise, verimlilikten
ziyade, etkinlik temelli rekabet avantaji1 elde etmeyi hedeflenmektedir. Odaklanma stratejisi
uygulayan bir igletme, belirli bir miisteri grubuna, iirlin yelpazesine, cografi alana veya
secilen birka¢ hedef pazarimi merkezine almaktadir (Davidson, 2001; Venu, 2001). Bu
stratejide, stratejiler bir veya iki dar pazar segmentine odaklanarak s6z konusu hedef pazarin
ihtiyaclarmin daha iyi karsilanabilecegi degerlendirmektedir. Bu stratejilere nis stratejisi de

denilmektedir (Tanwar, 2013: 15).

Maliyet liderligi stratejisinin istikrarli ve dngoriilebilir ¢evreler icin, farklilagtirma
stratejisinin ise dinamik ve belirsiz gevreler i¢in uygun oldugu ifade edilmektedir (Kim ve
Lim, 1988; Lamont vd., 1993; Marlin vd., 1994). Benzer sekilde Hambrick (1983), ilk etapta
yiiksek pazar payinin elde edebilmenin, pazar pay: liderlerinin maliyet liderliginden ziyade
bir farklilagtirma stratejisi yoluyla gergeklestirildigini tespit etmistir. Nandakumar ve
arkadaglar1 (2010: 920), isletme diizeyindeki strateji ve Orgilitsel performans arasindaki
iliskide, dis ¢evre ve oOrgiitsel yapinin ilimlastirici etkisini Birlesik Krallik’ta ¢alisan 124
CEO ornekleminde yaptiklar arastirmada; dinamizmin yiiksek oldugu ortamlarda maliyet
liderligi stratejisinin, dinamizmin diisiik oldugu ortamlarda ise farklilagtirma stratejisinin

finansal performansin iyilestirilmesine daha fazla yardimci oldugunu tespit etmislerdir.

Yapilan literatiir taramalarindaki bulgulara kargin, Porter (1980: 41), her bir jenerik
stratejinin farkl bir kiiltiir ve felsefe gerektirdigini ve her bir jenerik stratejinin dogasinda
farkli riskler bulundugunu ileri stirmektedir. Bu nedenle isletmelerin uygulayacagi
stratejileri belirlerken yoneticilerin piyasa ve piyasa kosullar1 dikkate almalart 6nemli bir

husustur.
2.3. Degiskenler Arast Iliskiler ve Arastirma Hipotezleri

Literatiirde algilanan ¢evresel belirsizlik ile rekabet stratejileri arasindaki iliskiyi

inceleyen calismalara bakildiginda; Zhao ve arkadaslar1 (2022), ¢evresel belirsizlik ve
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isletme performansi arasindaki iliskide rekabet stratejisinin aracilik etkisini Cin'de borsada
islem goren 12.790 imalat sirketi 6rnekleminde inceledikleri ¢alismanin bulgularinda,
rekabet stratejisinin ¢evresel belirsizlik ve igsletme performansi arasindaki iliskiye aracilik
ettigini tespit etmiglerdir. Ayn1 zamanda biliylime asamasindaki isletmeler i¢in, ¢evresel
belirsizlik ne kadar biiyiikse, isletmelerin farklilagtirma stratejisine nazaran maliyet liderligi
stratejileri benimsemeye daha meyilli ve istekli olduklarmi da bulgulamiglardir. Benzer
sekilde Duran ve Akci1 (2015), tedarik zinciri ve rekabet stratejilerinin isletme performansi
tizerindeki etkisini ve bunun belirsizlik kosullarina gore degisip degismedigini 90 isletme
ornekleminde ele aldiklar1 ¢alismanin bulgularina bakildiginda, diisiik seviyede cevresel
belirsizligin rekabet stratejilerinden farklilagsma stratejisi lizerinde yiiksek ve anlamli bir
etkiye sahip iken, yiiksek diizeyde cevresel belirsizligin genel maliyet liderligi stratejisi
tizerinde anlamli bir etki tespit edilmistir. Bununla birlikte Qi ve arkadaslar1 (2011: 382),
rekabet stratejisi, tedarik zinciri stratejisi ve isletme performansi arasindaki iligkiyi Cin'de
604 imalat isletmesi drnekleminde inceledikleri ¢aligmada; cevresel belirsizligin, rekabet
stratejisi ile tedarik zinciri stratejisi arasindaki iliskide moderatdr etkisinin oldugunu
bulgulamislardir. Lee ve arkadaslari (2022) ise, KOBI'lerin ¢evresel belirsizlik ve rekabet
stratejileri arasindaki ¢evresel strateji uyumunun Orgilitsel performansi etkileyip
etkilemedigini incelemiglerdir. Bulgular, farklilagtirma stratejisinin ¢evresel stratejik
uyumunun hem yatirim getirisi hem de iiriin rekabetciligi lizerinde anlamli bir etkiye sahip
oldugu, ancak diisiik maliyet stratejisinin ¢evresel-stratejik uyumunun performans iizerinde

anlaml bir etki géstermedigini tespit etmislerdir.

Bu calisma, durumsallik teorisi kullanilarak teorik olarak temellendirilmistir. ilgili
teoriye gore, bir kurulusun faaliyet gosterdigi belirsiz bir g¢evre ile stratejisi arasinda
amaclanan bir eslesmeyi gerceklestirmenin etkinligi vurgulanmaktadir (Chandler, 1962).
Ciinkii bir isletmenin belirsizliklerini azaltmadaki performansi, stratejik davranisinin
cevresel kosullarla ne kadar iyi eslestigine baglidir (Wong vd., 2011). Ayni zamanda
durumsallik teorisi, farkli ortamlarin farkli dnciiller saglamasi nedeniyle orgiitlenme, karar
alma ve liderlik stireglerini yonetmenin tek bir en i1yi yolu olmadigi sonucuna varmaktadir
(Fiedler, 1964; Lawrence ve Lorsch, 1967; Luthans, 1976). Bu nedenle isletmelerin
algiladiklar1 ¢evresel belirsizliklere karsi yoneticilerin bu belirsizliklerle miicadelesine

imkan taniyacak stratejilerin incelenmesi gerektigi ongoriilmektedir.
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Bu caligmalar ile kuramsal arka plan dogrultusunda algilanan g¢evresel belirsizlik
boyutlarindan dinamizm ve heterojenligin rekabet stratejileri iizerindeki iliskilere dair

hipotezler asagidaki gibi tasarlanmstir:

Hq: Dinamizm, rekabet stratejileri iizerinde pozitif etkiye sahiptir.
H>: Heterojenlik, rekabet stratejileri iizerinde pozitif etkiye sahiptir.

Diismanlik algisinin, isletmelerin stratejik tercihlerini nasil etkiledigi bu arastirmanin
diger inceleme konusudur. Diismanca bir is ortaminda hayatta kalmak ve rekabet avantaji
yaratmak icin uygulanacak stratejilerin isletme-cevre adaptasyonu ile iligkili oldugu
degerlendirilmektedir. Ondersteijn ve arkadaslar1 (2006), siit ciftcilerinin ¢evrelerinin
yarattig1 belirsizligi nasil algiladiklarini 103 Hollandal siit ¢ift¢i 6rnekleminde yaptiklar
calismada, ¢evresel belirsizligin diismanlik ile ilgili oldugunu ve ¢iftcinin dis ¢cevreye iliskin
goriisliniin - ¢iftliklerdeki karar verme stratejinde Onemli bir unsur oldugunu tespit
etmiglerdir. Mishra ve Yadav (2021) ise, belirli cevresel yetenekler, proaktif cevre stratejisi
ve rekabet avantaji arasindaki iliskiyi Hindistan'da faaliyet gosteren 162 isletme
ornekleminde inceledikleri ¢aligmanin bulgularina bakildiginda ise, genel is ortaminda
algilanan cevresel belirsizlik ve diismanligin stratejik proaktifligi kullanilmasinda 1limli
etkisi oldugunu tespit etmislerdir. Durumsallik teorisine gore ise isletmeler, girdi-siire¢-¢ikti
prosediirii araciligiyla bilgi aligverisinin yapildigi agik sistemlerdir (Schoonhoven, 1981).
Diismanca bir is ortamdaki isletmelerin hayatta kalabilmesinde bilgi aligverisinin tam olarak
yapilamamasinin  karar verme ve strateji lizerinde olumsuz etkileri olacag

degerlendirilmektedir. Bu bilgiler 1s1ginda kurulan son hipotez su sekildedir:
Hs: Diismanlik, rekabet stratejileri tizerinde negatif etkiye sahiptir.

Literatiirde yapilan ¢aligmalar ile kuramsal arka plan 15181nda aragtirmanin hipotetik
modeli Sekil 1°deki gibidir. Modelde, algilanan ¢evresel belirsizlik boyutlar1 bagimsiz

degisken, rekabet stratejilerinin boyutlar1 ise bagimli degisken kabul edilerek tasarlanmistir.

Sekil 1
Arastirma Modeli
CEVRESEL REKABET
BELIRSIZLIK STRATEJILERI
Diganzm Maliyet Liderligi
- —]
Hetergjenlik Farkhlastirma
Dismanlik Odaklanma
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3. Yontem

Bu ¢alismanin amaci, algilanan ¢evresel belirsizligin isletmelerin rekabet stratejileri
tizerindeKi etkilerini belirlemektir. Arastirmada 6ne siiriilen hipotezlerin test etmek amaciyla
kullanilan veriler, farkli sektorlerdeki isletme sahipleri ve yoneticilerle yiiz yiize goriisme
yontemiyle uygulanan anket sonrasinda elde edilmistir. Ankete katilanlara 6ncelikle rekabet
stratejileri ile ilgili sorularin isletmenin esas rakipleri karsisindaki mevcut durumunu dikkate
alarak cevaplandirmalar1 istenmis, daha sonra ise gevresel faktorlerle ilgili sorular ile

katilimet ve isletmelerle ilgili genel bilgilerden olusan sorularin cevaplanmasi istenmistir.
3.1. Etik Onay

Arastirmanin etik onay1 Nevsehir Haci Bektas Veli Universitesi Sosyal ve Beseri
Bilimler Etik Kurulu’nun 31.10.2023 tarihli ve 2023.12.297 sayili etik kurul karari ile

alinmistir.
3.2. Evren ve Orneklem

Aragtirmanin 6rneklemi, Ankara’da faaliyet gésteren isletmelerdeki yoneticilerden
olugmaktadir. Ankara’da faaliyet gosteren isletmelerdeki yoneticilerin 6rneklem olarak
secilmesinin nedeni, Ozellikle Covid-19 salgim1 ve savaslar gibi kiiresel etkiye sahip
faktorlerin piyasada olusturdugu belirsizlik durumlara karsi, Tiirkiye’de ihracat orani
olarak lokomotif niteligi (ASO, 2023) tasiyan bu ildeki isletmelerin rekabet stratejilerinin
incelenmek istenmesidir. Ancak zaman ve maliyet kisitlari, belirlenmis olan evrendeki
yOneticilere ulagsma olanagini giiclestirdiginden 6rneklem se¢imi yontemine gidilmesi uygun
goriilmiistiir. Orneklem, arastirma amacina uygunluk temelinde bilingli olarak se¢ildigi i¢in
yargisal Ornekleme yontemi kullamilmistir (Zikmund vd., 2009: 396). Ana Kkiitle
bilinmediginden Giirbiiz ve Sahin (2018: 130) tarafindan 6nerilen 6rneklem biiyiikliigli 384
olarak belirlenmistir. Veri toplama aracinin anket tekniginden yararlanildigi bu arastirmada,
31 Ekim 2023 - 04 Aralik 2023 tarihleri arasinda katilmay1 goniillii olarak kabul eden 450
katilimcidan toplam 306 anket degerlendirilmeye alinmigtir. Bu bilgi neticesinde elde edilen
saymin evreni temsil etme bakimindan yeterli oldugu varsayilmaktadir (Gliner vd., 2023:

117). Arastirmaya katilanlarin demografik 6zellikleri soyledir:

Ankara’da faaliyet gosteren isletmelerdeki yoneticilerin % 28,4’1 (87 kisi) kadin, %
71,6’s1 (219 kisi) erkektir. Tiirkiye Is Kurumunun (2022) isgiici piyasasi arastirmasi

verilerine gore, Ankara’daki isletmelerde kadinlarin isgiliciine katilma orant %34,2
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erkeklerin %70,9 seviyesindeki sonucu ile bu calismadaki bulgular isgiicii oranlarinin
dagilimi acisindan paralellik gostermektedir. Arastirmaya katilanlarin egitim durumlarina
bakildiginda %36,3’1 (111 kisi) ilkogretim/lise, %48,7°si (149 kisi) 6n lisans/lisans, %15’
(46 kisi) lisansiistii mezunu grubundadir. Katilimcilarin sektérdeki deneyim siirelerine
bakildiginda ise %57,4’linlin 11 yil ve iizeri deneyime sahip olduklar: tespit edilmistir.
Aragtirma katilanlarin %37,3 liniin isletme sahibi, %62,7’sinin ise ¢esitli seviyelerdeki
yoneticilerden olustugu bulgulanmistir. Arastirmaya katilan isletmelerin sektorel olarak
%44,4’{iniin hizmet, gida ve sanayi alaninda faaliyet gosterdigi vurgulanmistir. Isletmede
istihdam edilen personel sayisina bakildiginda ise %45,4’iiniin 49 ve iizeri sayida personele

sahip oldugu bulgulanmistir.
3.3. Olgekler

Bu arastirmada, Miller ve Friesen (1983) tarafindan gelistirilen Cevresel Belirsizlik
Olgegi, Parnell ve arkadaslari (2012) tarafindan gelistirilen Rekabet Stratejileri Olgegi

kullanilmustir.

Cevresel Belirsizlik Olgegi: Ankara’da faaliyet gosteren isletmelerdeki ydneticilerin
cevresel belirsizlik algisini 6lgmek i¢in Miller ve Friesen (1983) tarafindan gelistirilen
Cevresel Belirsizlik Olgegi’nden yararlanilmustir. 5°1i likert tipi olan dlgek, 11 ifade ve 3
boyuttan olusmaktadir (1=Kesinlikle Katilmiyorum; 5= Kesinlikle Katiliyorum). Cevresel
Belirsizlik 6l¢eginin ii¢ boyutu: Dinamizm (3 ifade), Heterojenlik (5 ifade) ve Diismanlik (3
ifade)’tir. Cevresel belirsizligin alt boyutlarinin giivenirlik katsayilari; Dinamizm (0.741),
Heterojenlik (0.742) ve Diismanlik (0.811). Nunnally and Berstein (1994: 264-265)’e gore
bir Glgegin gilivenilir olabilmesi i¢in 0,70’in iizerinde olmasi gerektiginden, cevresel

belirsizlik dlgeginin tiim boyutlarinin giivenilir oldugu goériilmektedir.

Rekabet Stratejileri Olgegi: Ankara’da faaliyet gosteren isletmelerde yoneticilerin
rekabet strateji algilarin1 6lgmek icin Parnell ve arkadaglart (2012: 116) tarafindan
gelistirilen Rekabet Stratejileri Olgegi’nden yararlanilmistir. 5°1i likert tipi olan dlgek, 16
ifade ve 3 boyuttan olusmaktadir (1=Cok Kétii; 5= Cok Iyi). Rekabet Stratejileri 6lgeginin
ic boyutu; Maliyet Liderligi (5 ifade), Farklilastirma (7 ifade) ve Odaklanma (4 ifade)’dir.
Rekabet stratejileri alt boyutlarindan maliyet liderliginin gilivenilirlik katsayis1 0.723,
Farklilastirmanin giivenilirlik katsayis1 0.821, Odaklanmanin gilivenilirlik katsayis1 degeri

0.729 olarak hesaplanmustir.
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Son olarak 6rneklemin cinsiyet, yas, egitim durumu, sektordeki deneyim siiresi,
isletmedeki konumu, isletmeninin faaliyet gosterdigi sektor, isletmenin kag yildir faaliyet
gosterdigi, isletmede istthdam edilen personel sayisi ve isletmeyi kimin yonettigi sorularini
gosteren demografik degiskenlere yer verilmistir. Ayn1 zamanda katilimcilardan, rekabet
stratejileri ve g¢evresel belirsizlik sorularina isletmenin esas rakipleri karsisinda mevcut

durumunu dikkate alarak yanit vermeleri istenmistir.
4. Bulgular
4.1. Hipotezlerin Test Edilmesine Yonelik Bulgular

Bu c¢alismada ilk olarak kayip veri atamasi yapilmistir. Bunu takiben Mahalabonis
uzaklik degerleri incelenmistir. Daha sonra dagilim varsayimini test etmek i¢in ¢arpiklik ve
basiklik degerlerine bakilmistir. Calismaya dahil olan her bir 06lgek i¢in ¢arpiklik
katsayisinin +1.5 ile -1.5 degerler arasinda oldugu saptanmistir. Bu sonuglar verilerin normal
dagilim gosterdigine isaret etmektedir (Kline, 2011; Tabachnick ve Fidell, 2019). Birlesim
gecerliginin 1yi bir gdstergesi olarak Ortalama Agiklanan Varyans degerlerine bakilmistir.
Bu modelde &lgeklerin boyutlarina ait AVE degerleri 0.45-0.55 araligindadir. Fornell ve
Larcker (1981), AVE degeri 0,50°den kiigiik ve CR degeri 0,60’dan biiyiik olursa yakinsak
gecerliliginin saglandigi belirtilmektedir. CR degerleri 0,60’ dan biiyiik oldugundan yakinsak
gecerliligin saglandig1 da goriilmektedir. Normal dagilim varsayimi ve yakinsak gegerlilik
dogrulandiktan sonra yukarida belirtilen oOlgeklerden gelistirilen modelin uygunlugu
Dogrulayict Faktor Analizi yardimiyla test edilmistir. Yapilan faktor analizinde cevresel
belirsizlik 11 ifade ve 3 alt boyut, rekabet stratejileri ise 16 ifade ve 3 alt boyut olarak analize

dahil edilen 6l¢im modelin DFA degerleri Tablo 1°de gosterilmistir.

Tablo 1

Olgeklere Iliskin Dogrulayict Faktor Analizi Sonuglar

ifade

Olcekler Boyutlar Sayis  y2/df GFI CFI TLI NFI RMSEA AVE CR
Dinamizm 3 0.549 0.867
Cevresel ienlik 2237 0989 0991 0988 0985 0064 0456 0.812

Belirsizlik Heterojenli 5 . . . . . . 45 .

Diismanlik 3 0.550 0.799
ek Maliyet Liderligi 5 0463 0.807
Strgt:.”‘ztri Farklilastirma 7 2782 0987 0985 0983 0977 0077 0479 0813
) Odaklanma 4 0483 0.733

Tablo 1’de goriildigi lizere ¢evresel belirsizlik dlgeginin ii¢ boyutlu yapisi lizerine

yapilan DFA sonucunda uyum iyiligi indekslerinin %2/sd=2.237, GFI1=0.989,
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RMSEA=0.064, CFI=0.991, TLI= 0.988 ve NFI= 0.985; rekabet stratejilerinin 6l¢eginin
faktor yapisini dogrulamak tizere yapilan dogrulayici faktor analizine iliskin uyum iyiligi
indekslerinin ise y2/sd=2.782, GFI1=0.987, RMSEA=0.077, CFI=0.985, TLI=0.983 ve NFI=
0.977 olarak iki dlgegin kabul edilebilir oldugu saptanmistir (Doll vd., 1994; Hooper vd.,
2008; Hu ve Bentler,1998).

Calismanin degiskenlerine ait tamimlayict istatistikler ve degiskenler arasindaki

korelasyon katsayilar1 Tablo 2’de verilmistir.

Tablo 2

Tammlayici Istatistikler ve Degiskenler Arasindaki Korelasyon Katsayilari

Degiskenler Oort. (x) Ss. 1 2 3 4 5 6
1.Dinamizm 3.6767 0.84454 1
2.Heterojenlik 3.8509 0.74442  0.549™ 1
3.Diismanhk 3.9955 0.95595  0.297™ 0.392™ 1
4.Maliyet Liderligi 3.6916 0.71228  0.419™ 0.362" 0.178™ 1
5.Farklilastirma 3.6013 0.78275  0.508™ 0.412™ 0.274™ 0.584™ 1
6.0daklanma 3.7150 0.74426  0.546™ 0.456™ 0.355™ 0.604** 0.672" 1

** Korelasyon 0.01 diizeyinde anlaml. (Cift Yonlii)

Tablo 2’deki korelasyon analizi sonuglari incelendiginde; algilanan ¢evresel
belirsizlik boyutlarindan dinamizm ile rekabet stratejilerinin boyutlarindan maliyet liderligi
(r=0.419; p<0.01), farklilastirma (r=0.508; p<0.01) ve odaklanma (r=0.546; p<0.01)
arasinda pozitif ve anlamli bir iliski iginde oldugu; algilanan ¢evresel belirsizlik
boyutlarindan heterojenlik ile rekabet stratejilerinin boyutlarindan maliyet liderligi (r=0.362;
p<0.01), farklilastirma (r=0.412; p<0.01) ve odaklanma (r=0.456; p<0.01) arasinda pozitif
ve anlaml iligki i¢inde oldugu gézlenmektedir. Cevresel belirsizlik boyutlarindan diismanlik
ile rekabet stratejilerinin boyutlarindan maliyet liderligi (r=0.178; p<0.01), farklilastirma
(r=0.274; p<0.01) ve odaklanma (r=0.355; p<0.01) arasinda pozitif ve anlaml bir iliski

icinde oldugu gozlenmektedir.

Korelasyon analizinden sonra algilanan gevresel belirsizlik boyutlarinin rekabet
stratejileri lizerindeki etkisini test etmek amaciyla dogrusal regresyon analizi yapilmistir.

Elde edilen bulgular Tablo 3’te sunulmustur.
Tablo 3

Cevresel Belirsizlik Boyutlarinin Rekabet Stratejileri Uzerindeki Etkileri

Model
(p)

Bagimh
Degisken

Bagimsiz

. Durbin-
2 2
Degisken R?  Adjusted R

Beta t F Watson

123



T.ONEY & H. KAYA

Model 57.232 0.000** 0.362 0.356 1.963
Sabit 22.828 7.682 0.000**

Dinamizm 0.827 7.729 0.000**
Rekabet

Stratejileri etorojentik  0.582 3.394 0.001%*

Diismanhk 0.392 1.998 0.047*

Tablo 3’te goriildigl iizere algilanan g¢evresel belirsizligin boyutlarinin bagimsiz
degisken rekabet stratejilerinin bagimli degisken olarak kabul edildigi model istatistiksel
olarak anlamhidir (R?=0.362; F3-302=57.232; p<0.01). Bununla birlikte otokorelasyon
sorunu da bulunmamaktadir (Samontaray, 2010). Kurulan bu model, rekabet stratejilerindeki
varyansin %36.2’sini (R?= 0.362) agiklamaktadir.

Regresyon analizi bulgularina gore, algilanan ¢evresel belirsizligin boyutlarindan
dinamizmin (B= 0.827; p<0.01) rekabet stratejileri lizerinde pozitif ve anlamli bir etkiye
sahip oldugu tespit edilmistir. Bu nedenle Hi hipotezi desteklenmistir. Algilanan gevresel
belirsizligin boyutlarindan heterojenligin (B = 0.582; p<0.01) rekabet stratejileri lizerinde
pozitif ve anlamli bir etkiye sahip oldugu bulgulanmistir. Bu nedenle H2 hipotezi
desteklenmistir. Buna karsin, algilanan ¢evresel belirsizligin boyutlarindan diismanligin (8
= 0.392; p<0.05) rekabet stratejileri iizerinde pozitif ve anlamli bir etkiye sahip oldugu
bulgulanmistir. Bu nedenle Hs hipotezi desteklenmemistir.

5. Sonug ve Tartisma

Kiiresel salgin, savas ve finansal krizler nedeniyle piyasa ve ¢evresel
enformasyonlarin kolayca etkilenebildigi giinlimiiz ekonomilerde yoneticiler, g¢evresel
belirsizligin olumsuz etkisini azaltmak ve siirdiiriilebilir rekabet avantaji elde etmek, hatta
cevresel belirsizligi olumlu bir etkiye doniistiirmek i¢in farkli uygulamalar veya stratejiler
gelistirmektedir. Ciinkii, segilen bir strateji, operasyonel hale getirilmis bir dizi uygulama ve
taktik oldugundan, her bir jenerik strateji igin ¢evresel belirsizlikle ilgili alginin
anlagilmasinda, {ist yonetim ve stratejik planlamacilar i¢in daha net bir rehberlik
saglayacaktir. Tiirkiye’de ise isletmeler, belirsizlik durumlarina karsi genellikle reaktif
stratejiler uygulayarak, uzun vadeden ziyade kisa vadeye odaklanarak faaliyet
gostermektedir (Madanoglu vd., 2014). Bu nedenle Tiirkiye gibi gelismekte olan
ekonomilerin, gelismis ve sanayilesmis ekonomilere kiyasla sosyal, ekonomik ve yonetimsel
acidan goriilen farkliliklar ve dis etkilerden daha fazla etkilenebilme potansiyelinden dolay1

isletmelerin uyguladiklar stratejikler 6zel bir arastirmayi hak etmektedir (Altinay vd., 2008;
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Cakmakg1 ve Karabati, 2008). Buradan hareketle bu ¢alismanin amaci, isletmelerin rekabet
stratejilerini test edilmesi ve yoneticilerin algiladiklari gevresel belirsizliklerinin incelenmesi

acgisindan 6nem arz etmektedir.

Arastirma bulgularina gore algilanan g¢evresel belirsizlik boyutlarindan dinamizm,
heterojenlik ve diismanligin rekabet stratejileri tizerinde pozitif ve anlamli bir etkiye sahip
oldugu tespit edilmistir. Bu sonug, Durumsallik Teorisi baglaminda, isletmelerin dinamik
olarak degisen bir is ortamina uyum saglamalarini ve bu ortami sekillendirmelerini saglayan
benzersiz yeteneklerin kullanilmasi yoluyla rekabet avantaji elde edebileceklerini (Teece,
2009), iiriin farklilagtirmasina ve/veya maliyet liderligine dayali bir konumlandirma segerek
de sektorde hakim olan ¢esitli rekabet giigleriyle basa ¢ikabilecekleri varsayimini destekler
niteliktedir (Porter, 2008). Hatta Leonidou ve arkadaslari (2022), hem rekabet yogunlugunun
hem de g¢evresel belirsizligin etkin ithalat stratejisi ile rekabet avantajina dontstiiriilecegini
tespit etmislerdir. Ugak ve Kaplan (2021: 167), algilanan cevresel belirsizligin maliyet
liderligi, farklilastirma ve odaklanma stratejisi lizerinde pozitif ve anlamli sekilde
etkiledigini tespit etmislerdir. Koseoglu ve arkadaslar1 (2013), Tiirkiye’nin Mugla ilinde
bulunan 3, 4 ve 5 yildizli 111 hotelde calisan 214 yonetici ve ¢alisan ornekleminde,
Tiirkiye'deki otellerin rekabet stratejilerinin cevresel belirsizlikten etkilendigini tespit
etmiglerdir. Gils ve arkadaslari (2004: 593) ise, Avrupa merkezli 295 aile sirketi
ornekleminde gevresel belirsizligi ve stratejik davranisi inceledikleri ¢aligmanin bulgularina
bakildiginda, yliksek biliylime hedefleri, yeni pazarlarda pazar paymnin artirilmasi, iiriin
kalitesinin ve karliligin iyilestirilmesinin farklilastirma ve maliyet liderligi stratejilerinin bir
arada uygulanmasiyla gergeklesebilecegini bulgulamislardir. Bulgulardan hareketle; bir
isletmenin performansinin biiyiik 6l¢iide ¢evre-strateji uyumuna (Ersari, 2022; Miller, 1987:
70; Mintzberg, 1979) ve isletme diizeyindeki stratejisi basarisinin ise endiistri ¢evresinin

ozelliklerine bagli oldugu sdylenebilir (Pelham, 1999).

Calismanin bulgular1 dogrultusunda gelecekte arastirma yapacaklara teorik ve

uygulamaya yonelik su oneriler sunulabilir:

. Ik olarak, yoneticiler isletmelerin cevresel belirsizlikten etkilenebilecegini
kabul etmeli, ¢evredeki belirsizlik diizeylerine yonelik farkindaligi arttiracak ve uygun
rekabet stratejilerini segebilecek yenilik¢i davranis ve doniisiimlere agik olmasi gerektigi
Caliskan ve Akkocg (2012: 19) tarafindan da onerilmektedir. Bununla birlikte, ulusal veya

kiiresel piyasada meydana gelebilecek her tiirlii belirsizlik durumlarina karsi isletmenin
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entegrasyonuna yonelik yoneticilerin karar alma mekanizmalarinin kurumsal politikalarla
uyumlu olacak sekilde optimum diizenlemeler yapilmalidir.

. Ikinci olarak, isletmelerde kurumsal karar alicilar, dis cevrenin belirsizligini
yiiksek olarak algiladiklarinda degisen cevrenin getirdigi firsatlar1 ve zorluklari net bir
sekilde tantyacak yenilik¢i is modelleri gelistirmeli ve gelecekte paydaslarla yeni ig birlikleri
yapabilme yetenegi kazandiracak konsorsiyum yatirimlarina odaklanmasi gerektigi Yesilkus
(2022) tarafindan da 6nerilmektedir.

o Ucgiincii olarak, degisen ¢evresel etmenlerin isletmeler iizerindeki etkilerinde
yol gosterici ve diizenleyici politikalarin, ulusal ve uluslararasi biirokratik yapilarla
desteklenmesi bir diger Oneridir. Hiikiimetlerin, igletmeler {izerinde dogrudan ve dolayl
etkileri olan ¢evresel unsurlara karsi finansman destegi ile kalkinma politikalarinin
uygulanabilir, hedefe yonelik ve adil katilimli olmasinin isletmelerin yasamlarinin
devamliligina ve siirdiiriilebilirligine katki saglayacagi diistintilmektedir.

° Son olarak, bu ¢alisma kesitsel bir ¢alisma oldugu i¢in olasi nedensel iliskiler
kurulamamaktadir. Bu bosluklart doldurmanin bir yolu olarak miilakat ve vaka ¢aligsmalari
gibi nitel yontemler kullanilabilir. Farkli yontemler kullanilarak yapilacak ¢alismalarin, bu

calismanin genellestirilebilirligi agisindan katki saglayacagi degerlendirilmektedir.

Arastirmanin birtakim sinirhiliklart vardir. Arastirma evreni, Ankara’da faaliyet
gosteren isletmelerdeki yoneticilerden olustugundan, bulgularin Tirkiye’nin diger
sehirlerindeki isletmeler ile gelismekte olan diger iilkelerdeki isletmelere baglamsal olarak
uygulanamayabilir. Bununla birlikte Tirkiye'deki sosyo-ekonomik ortam ve strateji
uygulamalari bu ¢alismanin diger lilkelerdeki isletmelerin baglamlarina uygulanabilirligini
sinirlayabilir. Bu nedenle yapilacak c¢alismalardaki bulgularin karsilagtirilmasi, sonuglarin
kiltiirel baglamina iliskin anlayis1 daha iy1 agiklayacaktir. Arastirmada bir¢ok farkli sektor
bulundugundan kontrol degiskenlerinin kullanilmamis olmas1 bir diger kisittir. Gelecekteki
aragtirmalarda, sektorel bazda isletme demografisi (isletme biiyiikliigii, yasi ve sektor
ozellikleri) gibi bazi1 kontrol degiskenlerinin, ¢evresel faktorler ve rekabet lizerindeki etkileri
incelenebilir. Ayrica ¢alisma cevresel belirsizligi sadece 6znel bir bakis agisiyla (yani
algilanan cevresel belirsizlik) degerlendirdiginden, farkli zaman ve kosullarda degiskenler

arasindaki iligkilerin yeniden test edilmesine ihtiya¢ vardir.
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Arastirma Makalesi/Research Article

Tiirkiye’de Iyi Olus Uzerine Yazilan Lisansiistii Tezlerin Isletme Alam

Uzerinden Bibliyometrik Analizi

Utku DEMIRCI!

Oz

Bu ¢alismamn amaci, tamamlanan lisansiistii tezler iizerinden iyi olus kavraminin Tiirkiye deki Isletme alan:
tizerindeki gelisim siirecini incelemektir. Arastirmada, belirli bir bilimsel alanda olusan yazini degerlendirmek
ve agiklamak amaciyla bibliyometrik analiz yontemi tercih edilmistir. Arastirmanmn evreni, YOK Ulusal Tez
Merkezi veri tabaninda 2024 yili Mayis ayinda gergeklestirilen tarama neticesinde tez adinda iyi olus bulunan
1259 lisansiistii tezden olusmaktadir. Ancak bu tezler icerisinde; Isletme, Psikoloji, Egitim ve Ogretim, Felsefe,
Turizm, Ekonometri gibi farkl: alanlarda yiiriitiilen pek ¢ok ¢alismaya rastlamimistir. Bu arastirmada, yeterli
biiyiikliikte 6rneklem elde edebilmek ve giincel yayinlarla ¢alisabilmek amaciyla amagh drneklem yontemi
kullamilmistir. Akademik dizinde yapilan tarama sonucunda; 2011-2023 yillart arasinda yayinlanan, 65°i
yiiksek lisans ve 37 ’si doktora olmak iizere 102 adet lisansiistii tezden olugan bir 6rneklem ortaya ¢tkmistir.
Soz konusu tezlerdeki iyi olus kavramu; tez tiirleri, yazim dilleri, danigsman unvanlari, iiniversiteler, iiniversite
tiirleri, arastirma yéntemleri, veri toplama araglari, érnekleme yontemleri, veri analizlerinde kullanilan
programlar, iliskili oldugu degiskenler ve yayin yili olmak tizere 11 tema iizerinden kapsamli bir sekilde
incelenmistir. Yapilan analizler sonucunda, devlet iiniversitelerinde daha ¢ok tez ¢alismasinin yiiriitiildiigii,
yiiksek lisans tezlerinin ¢ogunlukta oldugu, tezlerin biiyiik bir kisminmin nicel arastirma yontemleriyle ele
alindigi ve anketlerle verilerin toplandigi tespit edilmistir. Ayrica iyi olug kavraminin,; ¢alisan performansi,
liderlik, is tatmini, psikolojik sermaye, algilanan orgiitsel destek, isten ayrilma niyeti, orgiitsel baghlik, is-aile
catismasi, bilingli farkindalik gibi birbirinden farkli pek ¢ok kavramla iliskilendirildigi belirlenmigtir.

Anahtar Kelimeler: yi Olus, Bibliyometrik Analiz, Ulusal Tez Merkezi.

Bibliometric Analysis of Graduate Theses on Well-Being in Turkey in the

Field of Business Administration

Abstract

The aim of this study is to examine the development process of the concept of well-being in the field of Business
Administration in Turkey through the completed postgraduate theses. In the study, the bibliometric analysis
method was preferred in order to evaluate and explain the literature in a specific scientific field. The population
of the research consists of 1259 postgraduate theses with well-being in the title of the thesis as a result of the
search in the YOK National Thesis Centre database in May 2024. However, among these theses, many studies
conducted in different fields such as Business Administration, Psychology, Education and Training,
Philosophy, Tourism, and Econometrics were found. In this study, the purposive sampling method was used in
order to obtain a large enough sample and to work with current publications. As a result of the search in the
academic index, a sample of 102 postgraduate theses, 65 of which are master's theses and 37 of which are
doctoral theses, published between 2011 and 2023, has emerged. The concept of well-being in these theses was
comprehensively analysed through 11 themes: thesis types, writing languages, supervisor titles, universities,
university types, research methods, data collection tools, sampling methods, programmes used in data analysis,
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related variables and year of publication. As a result of the analyses, it was determined that more thesis studies
were conducted in state universities, master's theses were in the majority, most of the theses were handled with
quantitative research methods and data were collected with questionnaires. In addition, it was determined that
the concept of well-being was associated with many different concepts such as employee performance,
leadership, job satisfaction, psychological capital, perceived organisational support, turnover intention,
organisational commitment, work-family conflict and mindfulness.

Keywords: Well-being, Bibliometric Analysis, National Thesis Centre.

1. Giris

Psikoloji biliminin pozitif anlamda inceledigi temel konulardan bir tanesi de insan
mutlulugudur. Pozitif psikoloji yazinina katki saglayan aragtirmacilarin odaklandig
kavramlardan biri olan ‘mutluluk’ ile ilgili farkli bakis agilarmma bagli olarak pek cok
tanimlama ve siiflandirma yapilmistir. Bu siniflandirmalardan ilki, bireyin hazci (hedonik)
iyi olma halidir. Hazc1 iyi olma halinde mutluluk kavrami, bir duygu olarak ele alinmaktadir.
Bu noktada mutluluk hali, bireyin yasamdan aldigi haz ve zevklerin tamamini ifade
etmektedir. Mutluluk kavramai tizerine yapilan ikinci siniflandirma ise anlamsal (6temonik)
iyi olma hali olarak nitelendirilmektedir. Anlamsal mutlulukta, sahip olunan degerler ve
erdemler 6n plana ¢ikmaktadir. Bireyin sahip oldugu degerlerin ve erdemlerin, onu mutlu

edecegi ve yasantisina bir anlam kazandiracaginin alt1 ¢izilmektedir (Seligman, 2002).

Hedonik diisiince yapisinda iyi olma hali, bireyin yasam kalitesinin yiiksek olmasi
ile iliskilendirilmektedir. Otemonik bakis agisinda ise iyi olus, bireyin olumsuz olaylari en
aza indirgeyerek olumlu olaylar1 daha etkin hale getirmesi olarak ifade edilmektedir (Diener,
1984). Dolayisiyla iyi olus tiirlerinden 6znel iyi olus hedonik yaklasima daha yakin
gortiliirken, psikolojik iyi olus 6temonik yaklasim altinda ele alinmaktadir. Pozitif psikoloji
yazininda iyi olus kavraminin ne sadece 6znel iyi olus boyutuyla ne de psikolojik iyi olus
unsurlariyla agiklanamayacagi gorlisii ortaya ¢ikmistir. Birbirlerinden bagimsiz olarak
degerlendirilen 6znel i1yi olus hali ile psikolojik iyi olus hali ortak bir cati halinde
degerlendirilmeye baslanmis ve Orgiitlerde calisan iyi olusu kavraminin ortaya ¢ikmasina
katki saglamistir (Tung, 2019). Oznel iyi olus ve psikolojik iyi olusun yani sira ¢alisan iyi
olusunun bir diger alt boyutu olan is yeri iyi olusu, bireyin zihinsel ve duygusal unsurlarini

kapsamaktadir.

Amerika Birlesik Devletleri ve Avrupa iilkelerinde oldukga sik calisilan ¢alisan iyi
olusu kavramna, iilkemizdeki arastirmacilar da son yillarda ilgi duymaya baslamislardir.
Tiirkiye’deki s6z konusu ilginin, 21. ylizyilin basindan itibaren giderek arttig

gozlemlenmistir. Iyi olus kavrami hakkinda yaymnlanan makale ve bildiri sayilarindaki
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niceliksel artisa bagli olarak lisansiistii tezlerin de sayisinda 6nemli bir artis oldugu
goriilmektedir. Bu noktadan hareketle calismada, iyi olug kavraminin yayinlanan lisansiistii
tezler vasitastyla Tiirkiye’deki Isletme alami {izerindeki gelisim siirecine bakilmasi
amaglanmistir. Bu amag¢ dogrultusunda s6z konusu alanda yayinlanmis lisansiistii tez
calismalar1, Yiiksekdgretim Kurulu (YOK) Ulusal Tez Merkezi iizerinden taratilarak

incelenmistir.

Arastirma amacina bagh olarak, iyi olus kavramu ile iligkili caligmalarin irdelenerek
ilgili alanda arastirma yapan veya yapmay diisiinen bilim insanlarina bir fikir verilebilmesi
hedeflenmistir. Dolayisiyla bu ¢alisma, iyi olus kavramu ile ilgili ¢alismalarin niteliginin ve
niceliginin artirilmast hususunda Orgiitsel davranis yazinina teorik katki sunmay1
amaglamaktadir. Ayrica ¢alismanin, iyi olus kavrami hakkinda bir farkindalik olusturarak

uygulayicilara 6nemli bir katki saglayacagi diisiiniilmektedir.

Calismada ilk olarak kavramsal ¢er¢eve basligi altinda; iyi olus kavraminin tanimu,
iyi olusun alt boyutlar1 olan 6znel iyi olus, psikolojik iyi olus ve is yeri iyi olusu ile
calisanlarin 1yl olusunu etkileyen bireysel faktorler, igsel faktorler ve dissal faktorler
hakkinda bilgiler verilmistir. Ardindan arastirmanin yontem kisminda; aragtirmanin amact
ve Onemi, aragtirma amacina bagli olarak ortaya cikan arastirma sorulari, evren ve
orneklemin belirlenmesi, arastirmanin tasarlanmasi ve verilerin elde edilmesi silirecinden

bahsedilmistir.

Arastirma bulgular1 kisminda; incelenen lisansiistii tez ¢alismalarinin tiirleri, yazim
dilleri, danmisman unvanlari, {iniversiteler, Universite tilirleri, tercih edilen arastirma
yontemleri, veri toplama araclari, kullanilan Ornekleme yontemleri, yapilan veri
analizlerinde kullanilan programlar, iliskilendirilen degiskenler ve yayinlandigi yillara
iliskin veriler tablolar ve sekiller vasitasiyla aciklanmistir. Caligmanin sonug ve Oneriler
kisminda ise arastirma siirecinde elde edilen bulgular yorumlanmis, arastirmanin kisitlarina
deginilmis ve gelecek yillarda bu kavram iizerinde c¢aligmalar yapmayr diisiinen

aragtirmacilara yonelik birtakim 6nerilerde bulunulmustur.
2. Kavramsal Cerceve

Iyi olma hali; insanin psikolojik durumuna, deneyimlerine ve genel yasantisina dair
genis bir degerlendirme siirecini aciklayan kavramdir (Ryan & Deci, 2001). 1yi olus kavrami

tizerine yapilan pek cok arastirma, farkli felsefi diislince yapilarina dayanmaktadir.
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Birbirinden farkli bu bakis agilar1 temelde hedonik ve 6temonik goriis olmak tizere iki baslik
altinda toplanmistir. Hedonik diisiince yapisina gore iyi olus, deneyimsel ve duygusal agidan
haz duymay1 ve mutlulugu ifade etmektedir. Otemonik anlayisa gore iyi olus, haz duymanin
ve mutlu olmanin Gtesinde daha fazla duyguyu ve deneyimi igeren bir olgu olarak
goriilmektedir. Bir baska ifadeyle 6temonik felsefi anlayisinda iyi olus; insanin kendini
gerceklestirmesine adamasit ve bu dogrultuda anlamli davranislarda bulunmasi olarak

tanimlanmaktadir (Ryan & Deci, 2001).

Alanyazinda iyi olus hali, {i¢ alt boyutta incelenmektedir. Bu alt boyutlar; 6znel iyi
olus, psikolojik iyi olus ve is yeri iyi olusu olarak adlandirilmaktadir (Page & Vella-
Brodrick, 2009). Hedonik felsefi akimina daha yakin goriilen 6znel iyi olus boyutu; insanin
bireysel hayatindaki kalite standartlarina bagl olarak yasam kalitesine iliskin yaptig1 genel
bir degerlendirmedir. Diener’e (1984) gbre yasam tatmini, bireyin kendi yasamina dair kalite
algist ile olumlu ve olumsuz duygularinin birlesiminden olusan duygusal deneyimlerinden
olugmaktadir. Bir diger alt boyut olan psikolojik iyi olus kavraminin felsefi anlamda kokleri,
Oznel 1yi olusun aksine 6temonik yaklagima dayanmaktadir. Psikolojik iyi olus; kendini
kabul, kisisel gelisim, yasam amaci, insanlarla olumlu iliskiler, ¢cevreye hakimiyet ve
ozerklik olmak iizere alt: unsurdan meydana gelmektedir (Ryff, 1989). Ugiincii alt boyut
olan is yeri 1y1 olusu ise 1§ yerine iliskin duygusal 1yi olus ve is tatmini kavramlarindan

olusmaktadir (Page & Vella-Brodrick, 2009).
2.1. Oznel Iyi Olus

Oznel iyi olus boyutu olumlu duygularin yan1 sira olumsuz duygular1 da ele alan,
dolayisiyla bireyin yasantisindaki biitiin olaylar1 degerlendirmeye alan bir kavramdir (Akin,
2014). Oznel iyi olus, temel olarak ii¢ 6zellige sahiptir. Bu &zelliklerden ilki, bireyin kendi
kendisini degerlendirmesine dayanan kisisel iyi olma durumudur. Oznel iyi olusun ikinci
ozelligi, bireyin olumlu ve olumsuz duygular: ile deneyimleri arasindaki dengeyi ifade
etmesidir. Ugiincii ve son dzellik ise 6znel iyi olusun, insan hayatinin tiim alanlarma ydnelik
gecmisten bugiine kadar yaptig1 degerlendirmelerin bir ¢iktis1 olmasidir (Diener, 1984). Bu
anlamda 6znel iyi olus hali, insanin bireysel yasamindan aldig1 doyum ile olumlu ve olumsuz
duygusal deneyimlerinin genel bir degerlendirmesidir. Bireyin yaptigi bu degerlendirmeler,

yasam doyumunu, duygusal tepkileri ve bilissel yargilar1 kapsamaktadir (Diener vd., 2003).

Oznel iyi olusun degerlendirilmesinde, 6z degerlendirme dlgekleri yaygin olarak

kullanilmaktadir. Bu 6lcekler; katilimcilarin yasam doyumlari, belirli duygular ve biligsel
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yargilarina iligkin genel bir degerlendirmeyi icermektedir. Kullanilan 6l¢eklerde verilen
yanitlar; katilimcinin o anki ruh hali, anketin cevaplanma siiresi, 6l¢ekteki alt boyutlarin ve
ifadelerin sayisi, anketin yiizylize veya cevrimig¢i olarak yapilmasi gibi faktorlere gore
farkliliklar gosterebilir. Ancak burada dikkat edilmesi gereken nokta, katilimcilar tarafindan

verilen yanitlarin 6znel bakis agisina dayanmasidir.
2.2. Psikolojik Iyi Olus

Otemonik felsefi diisiincesine gore sekillenen psikolojik iyi olus kavramina iliskin
alanyazinda Carol Ryff tarafindan yapilan arastirmalar (Ryff, 1989; Ryff, 1995; Ryff vd.,
1999) belirleyici olmustur. Ryff ve Keyes (1995) psikolojik iyi olus kavramini daha iyi
aciklayabilmek adina alt1 boyuttan olusan bir model ortaya koymustur. Buna gore psikolojik
iyi olusun boyutlari; kisisel gelisim, 6z kabullenme, ¢evresel hakimiyet, 6zerklik,
digerleriyle pozitif iligkiler ve yasam amaci seklinde siralanmistir. Olumlu psikolojik

islevsellige vurgu yapan bu alt1 boyut, modelin teorik anlamda temelini olusturmaktadir.

Psikolojik iyi olusu olusturan etmenler; kisinin kendisine ve ge¢mis yasantisina
yonelik olumlu degerlendirmeler yapmasimi (6z kabullenme), bir birey olarak siirekli
gelisme ve biiyiime hissine sahip olmasini (kisisel gelisim), kiginin yasaminin anlamli ve
amac1 olduguna iliskin inancini (yasam amaci), diger insanlarla kaliteli iligkiler kurmasini
(digerleriyle olumlu iliskiler), kisinin yasamini ve ¢evresini etkili bir sekilde yonetebilmesini
(cevresel hakimiyet) ve kendi yasamimi ve gelecegini kendisinin belirleyebilmesini
(6zerklik) icermektedir (Ryff & Keyes, 1995).

2.3. I Yeri Iyi Olusu

Calisan 1yi olusunun alt boyutlarindan is yeri iyi olusu, bireyin zihinsel ve duygusal
unsurlarini kapsamaktadir. Is yeri iyi olusu, calisanlarm is hayatindaki deneyimlerini
degerlendirmesi olarak tanimlanmaktadir. Bu noktada ¢alisan yiiksek is tatminine sahip
oldugu takdirde olumlu duygular1 daha sik hissederken olumsuz duygulari daha az
hissediyorsa ig ortaminda iyi olus haline sahip olacaktir (Bakker & Oerlemans, 2011). Bir
baska tanima gore is yeri iyi olusu, isgorenlerin yaptiklar isten ve isin sartlarindan genel
memnuniyet diizeylerini ifade etmektedir (Unal, 2016). Calisanlarin is yerindeki iyi olma
halini etkileyen birtakim unsurlar bulunmaktadir. Bu unsurlar; ¢alisma ortami, calisma
kosullari, mesai saatleri, maas, sosyal iligkiler, insan kaynaklar1 politikalar1 ve yonetici

iliskileri seklinde siralanabilir (Akduman, 2015).
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2.4. Calisanlarin fyi Olusunu Etkileyen Faktorler

Orgiitlerin i¢ miisterileri olarak gériilen ¢alisanlarin memnuniyetlerinin saglanmast,
is diinyasindaki tiim oOrgiitlerin dikkat etmesi gereken konularin basinda gelmektedir.
Isgdrenlerin ¢alistiklari kuruma olan bagliliklarinin saglanmasi, verimliliklerinin arttirilmasi
ve is tatminlerinin gerceklestirilmesi bireysel ve orgiitsel hedeflere ulasilmasinda son derece
onemli goriilmektedir. Calisanlarin is yerindeki memnuniyetlerinin saglanmasinda ti¢ faktor
On plana ¢ikmaktadir. Calisan iyi olusunda etkili olan bu faktorler; bireysel faktorler, igsel
faktorler ve dissal faktorlerden olusmaktadir (Sahin vd., 2015).

Calisanlarin iyi olusu tlizerinde etkili olan bireysel faktorler, bireylerin dogustan sahip
oldugu faktorler ile sonradan kazandigi faktorler olmak iizere iki bashk altinda
incelenmektedir. Bireyin dogumu itibartyla sahip oldugu ozellikleri arasinda zekasi,
cinsiyeti, yasi, yetenekleri ve kisiligi sdylenebilir. Bireyin daha sonradan kazandigi
ozellikleri arasinda ise medeni durumu, egitim diizeyi, gelir seviyesi, statiisii gibi unsurlar

siralanabilir (Sahin vd., 2015).

Calisanlarin iyi olma halini etkileyen bir bagka faktor i¢sel unsurlardir (Ratna ve
Singh, 2013). Bireyin yaptig1 isten memnun olabilmesi i¢in birtakim 6zelliklere sahip olmasi
gerekmektedir. S6z konusu i¢sel 6zellikler; ¢alisanin isin gerektirdigi becerilere sahip olmast
durumu, isin yerine getirilmesi sirasinda yonetim tarafindan ¢alisana 6zerklik taninmasi ve
calisanlarin kendi performanslarina yonelik geribildirimde bulunma hakki gibi ¢alisanin isi

ile ilgili kisisel degerlendirmelerini icermektedir (Telman & Unsal, 2004).

Calisanlarin iyi olusu iizerinde etki eden iiglincii faktor, isletmeden kaynaklanan
digsal faktorlerdir. Orgiit temelli dissal faktorler; finansal unsurlar, yonetsel unsurlar ve
oOrgiitsel unsurlar olarak ii¢ baslikta ele alinmaktadir (Sahin vd., 2015). Calisanlarin
yaptiklar1 isten memnun olma diizeyini etkileyen finansal unsurlarin basinda {icret
gelmektedir (Keser, 2012). Isgéren memnuniyetinin artirilmasinda yonetimin aldig1 kararlar
da etkili olmaktadir. Calisanlara kararlara katilma hakkinin taninmasi, 6rgiitsel baglhlik, is
motivasyonunu ve iyi olus seviyelerini olumlu yonde etkilemektedir (Mykkédnen &
Tampere, 2014). Calisan iyi olusunun saglanmasinda 6nemli olan bir diger faktér de orgiit
yapisidir. Gorev tamimlarinin agik bir sekilde belirlenmesi, ¢alisanlara yetenekleri

dogrultusunda gorevler verilmesi iyi olus durumunu ve verimliligi artiracaktir (Sageer vd.,
2012).
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3. Arastirma Yontemi

Calismanin yontem kisminda sirasiyla; aragtirmanin amaci ve Onemi, arastirma
amacina bagl olarak ortaya ¢ikan arastirma sorulari, aragtirmanin evreni ve drnekleminin
belirlenmesi, arastirmanin tasarlanmasi ve verilerin elde edilmesi siirecine iligskin birtakim

bilgiler verilmistir.
3.1. Arastirmanin Amaci ve Onemi

Bu calismanim amaci, YOK Ulusal Tez Merkezi’nde yaymlanan lisansiistii tezler
vasitasiyla iyi olus kavrammin Tiirkiye’deki Isletme alani iizerindeki gelisim siirecini
incelemektir. Belirlenen amag¢ dogrultusunda, iyi olus kavraminin lisansiistii diizeyde
bilimsel ¢alismalardaki etkinliginin Olglilmesi ve kavramin hangi degiskenler ile ele
alindigiin incelenmesi hedeflenmektedir. Lisansiistii tez diizeyinde iyi olus kavrami
hakkinda yapilan ¢alismalarin seyrine incelemek amaciyla bu arastirmada bibliyometrik

analiz teknigi tercih edilmistir.

S6z konusu kavram ile ilgili yiiriitiilen lisansiistii tez caligmalari, akademik dizin veri
tabaninda kapsamli olarak taranmistir. Yapilan taramada tezlerin; tiirlerine, yazim dillerine,
danisman unvanlarina, tiniversitelere, tiniversite tiirlerine, arastirma yontemlerine, veri
toplama araglarina, drnekleme yontemlerine, veri analizlerinde kullanilan programlara,
iliskili oldugu degiskenlere ve yayinlandig: yillara goére dagilimlar: detayli bir sekilde ele

alinmistir.

Arastirma amacina bagl olarak, iyi olus kavramu ile iligkili caligmalarin irdelenerek
ilgili alanda arastirma yapan veya yapmay1 diisiinen bilim insanlarina bir fikir verilebilmesi
hedeflenmistir. Dolayisiyla bu ¢alisma, iyi olug kavramu ile ilgili ¢calismalarin niteliginin ve
niceliginin artirilmas1 hususunda orglitsel davranis yazimnina teorik katki sunmayi
amaclamaktadir. Ayrica ¢alismanin, 1yl olus kavrami hakkinda bir farkindalik olusturarak

uygulayicilara onemli bir katki saglayacag: diisiiniilmektedir.
3.2. Arastirma Sorulari

Incelenen tez ¢alismalarinda arastirma amaci dogrultusunda ortaya ¢ikan asagidaki

sorulara cevap aranmistir:

- Tezlerin tiirlere gore dagilimi nasildir?
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- Tezlerin yazim dillerine gore dagilimi nasildir?

- Tezlerin danisman unvanlaria gore dagilimi nasildir?

- Tezlerin liniversitelere gore dagilimi nasildir?

- Tezlerin tiniversite tilirlerine gore dagilimi nasildir?

- Tezlerin aragtirma yontemlerine gore dagilimi nasildir?

- Tezlerin veri toplama araglarina gore dagilimi nasildir?

- Tezlerin 6rnekleme yontemlerine gore dagilimi nasildir?

- Tezlerin veri analizlerinde kullanilan programlara gore dagilimi nasildir?
- Tezlerin iligkili oldugu degiskenlere gore dagilimi nasildir?
- Tezlerin yayinlandig: yillara gére dagilimi nasildir?

3.3. Arastirmanin Evreni ve Orneklemi

Arastirmanin evreni, YOK Ulusal Tez Merkezi veri tabaninda 2024 y1li Mayis ayinda
gerceklestirilen tarama neticesinde tez adinda iyi olus bulunan 1259 lisansiistii tezden
olusmaktadir. Ancak bu tezler icerisinde; Isletme, Psikoloji, Egitim ve Ogretim, Hemsirelik,
Felsefe, Din, Turizm, Denizcilik, Ekonometri, Spor, Sosyal Hizmet, Halk Sagligi, Beslenme
ve Diyetetik gibi farkli alanlarda ytiriitiilen bircok calismaya rastlanilmistir. Ayrica bilindigi
iizere YOK Ulusal Tez Merkezi veri tabaninda erisim izni olmayan tezler de bulunmaktadir.
Dolayisiyla arastirmayi saglikli bir sekilde yiiriitebilmek adina tam metinlerine erisim izni
olan lisansiistii tezler, arastirmanin analiz siirecine dahil edilmistir. Buna gore bu
arastirmada, yeterli biiyiikliikte 6rneklem elde edebilmek ve giincel yayinlarla ¢alisabilmek
amaciyla amagli 6rneklem yontemi kullanilmistir (Bliytikoztiirk vd., 2012). Sonug itibariyla;
Isletme alaninda 2011-2023 yillar1 arasinda yayinlanan, 65’1 yiiksek lisans ve 37’si doktora

olmak iizere 102 adet lisansiistii tezden olusan bir 6rneklem ortaya ¢ikmustir.
3.4. Arastirmanin Tasarimi

Bu calismada, belirli bir bilimsel alanda olusan yazini tanimak, degerlendirmek,
anlamak ve agiklamak amaciyla (Oztiirk & Giirler, 2021) bibliyometrik analiz ydntemi tercih
edilmistir. Bibliyometrik analiz, belirli bir arastirma alaninin entelektiiel yapisini
gorsellestirmeye yardimci olmaktadir (Leung vd., 2017). Analizi ger¢eklestirmek icin
gerekli olan bibliyografik veriler, YOK Ulusal Tez Merkezi veri tabanindan elde edilmistir.
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Belirlenen amag dogrultusunda, Tiirkiye’de ‘Isletme’ alaninda iyi olus iizerine yapilan tez

caligmalarinin bir profili ¢ikarilmistir.
3.5. Veri Toplama Siireci

Arastirma kapsaminda, iyi olus kavrami hakkinda Tiirkiye’de yapilan lisansiistii tez
calismalarmin incelenebilmesi adma YOK Ulusal Tez Merkezi resmi web sayfasindan
yararlanilmistir. S6z konusu veri tabaninda birtakim parametreler bulunmaktadir ve bu
parametrelerin araciligiyla tarama terimi yazilarak tamamlanan ve sisteme yliklenen
lisanstistii tezlere iliskin pek ¢ok bilgi elde edilebilmektedir. Veri toplama siirecinin ilk
sathasinda tarama terimi kismina ‘iyi olus’ yazilmis, aranacak alan parametresinde ‘tez ad1’
sec¢ilmis, izin durumu parametresinde ‘izinli’ se¢ilmis, tez tiirii parametresinde ise ‘timi’
tercih edilerek ilgili parametreler {izerinden bir tarama yapilmistir. Bir sonraki asamada
ortaya ¢ikan 1259 tezi daraltmak amaciyla konu parametresine ‘Isletme’ yazilarak ikinci bir
filtreleme islemi yapilmistir. Bu filtrelemelerden sonra yazar, yil, tez tiirii sinirlamasi
olmaksizin yapilan arama sonucunda toplamda 102 lisansiistii teze ulagilmistir. Bu arastirma,
etik kurul karar1 gerektiren klinik ve deneysel insan ve hayvanlar iizerindeki caligmalar

kapsaminda yer almadigi i¢in etik kurul iznine gerek duyulmadan siirdiirilmistiir.
4. Bulgular

Bu ¢alismada, YOK Ulusal Tez Merkezi'nde ‘Isletme’ alanindaki iyi olus kavrami
lizerine yiiriitiilen lisansiistii tez calismalarina iliskin birtakim bulgulara ulasilmistir.
Belirlenen arastirma sorularina bagli olarak s6z konusu tez ¢alismalari; tiirleri, yazim dilleri,
danisman unvanlari, tiniversiteler, tiniversite tiirleri, tercih edilen arastirma yontemleri, veri
toplama araglari, kullanilan 6rnekleme yontemleri, veri analizlerinde kullanilan programlar,
iligskilendirilen degiskenler ve yayinlandig: yillar a¢isindan detayli bir sekilde ele alinmigtir.

Aragtirma siirecinde elde edilen bulgular, tablolar ve sekiller vasitasiyla sunulmustur.

Tablo 1

Lisansiistii Tezlerin Tiirlerine Gore Dagilimi

Tezin Tiiri Frekans Yiizde
Yiksek Lisans 65 63,73
Doktora 37 36,27

Analiz siirecinin ilk safhasinda, lisansiistii tezlerin tiirlerine goére dagilimina

bakilmistir. Bu noktada 102 tez ¢alismasi icerisinden 65 tanesinin yliksek lisans seviyesinde,
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37 tanesinin ise doktora seviyesinde gerceklestirildigi goriilmiistiir. Oransal olarak bir
degerlendirme yapildiginda %63,73 ile agirlikli olarak yiiksek lisans tezlerinin ytriitildigi
tespit edilmistir.

Tablo 2

Lisansiistii Tezlerin Yazim Dillerine Gére Dagilimi

Tezin Yazim Dili Frekans Yiizde
Tiirkce 86 84,31
Ingilizce 16 15,69

Arastirmada ikinci olarak, iyi olus kavrami hakkinda yazilan tezlerin yazim dilleri
incelenmistir. Buna gore yiiriitiilen tezler icerisinde Tiirk¢e ve Ingilizce olmak iizere iki dilin
kullanildig1 ortaya ¢ikmistir. Tiirk¢e yazilan tezlerin %84,31 ile baskin oldugu goze
carpmaktadir.

Tablo 3

Lisanstistii Tezlerin Danigman Unvanlarma Gore Dagilimi

Damsman Unvanlari Frekans Yiizde
Prof. Dr. 43 42,16

Dog. Dr. 38 37,25

Dr. Ogr. Uyesi 19 18,63
Dr. 2 1,96

Tablo 3’te iyi olus kavramu iizerine yapilan tezlerin danigsman unvanlarina goére
dagilimi verilmistir. Prof. Dr. unvanl 6gretim iiyeleri 43 frekans degeriyle ilk sirada yer
alirken, Dog¢. Dr. unvanli 6gretim tiyeleri 38 frekans degeriyle takip etmektedir. 19 tezin
damigsmanligin1 Dr. Ogr. Uyesi unvanina sahip dgretim iiyeleri yaparken, 2 tezin ise Dr.

unvanli akademisyenler tarafindan tamamlandigi belirlenmistir.

Tablo 4

Lisansiistii Tezlerin Universitelere Gére Dagilimi

No Universiteler Frekans Yiizde
1 Istanbul Universitesi 5 4,90
2 Marmara Universitesi 5 4,90
3 Siileyman Demirel Universitesi 5 4,90
4 Erciyes Universitesi 4 3,92
&) Hacettepe Universitesi 4 3,92
6 Kafkas Universitesi 4 3,92
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Nevsehir Haci Bektas Veli Universitesi 4 3,92
8 Yildiz Teknik Universitesi 4 3,92
9 Ankara Yildirmm Beyazit Universitesi 3 2,94
10 Atatiirk Universitesi 3 2,94
11 Bahgeschir Universitesi 3 2,94
12 Gazi Universitesi 3 2,94
13 Sakarya Universitesi 3 2,94
14 Anadolu Universitesi 2 1,96
15 Aydm Adnan Menderes Universitesi 2 1,96
16 Baskent Universitesi 2 1,96
17 Burdur Mehmet Akif Ersoy Universitesi 2 1,96
18 Canakkale Onsekiz Mart Universitesi 2 1,96
19 Cukurova Universitesi 2 1,96
20 Dokuz Eyliil Universitesi 2 1,96
21 Ege Universitesi 2 1,96
22 Istanbul Medeniyet Universitesi 2 1,96
23 Istanbul Ticaret Universitesi 2 1,96
24 Kahramanmaras Siit¢ii Imam Universitesi 2 1,96
25 Karabiik Universitesi 2 1,96
26 Kocaeli Universitesi 2 1,96
27 Orta Dogu Teknik Universitesi 2 1,96
28 Osmaniye Korkut Ata Universitesi 2 1,96
29 Akdeniz Universitesi 1 0,98
30 Ankara Bilim Universitesi 1 0,98
31 Ankara Hac1 Bayram Veli Universitesi 1 0,98
32 Bings! Universitesi 1 0,98
33 Bitlis Eren Universitesi 1 0,98
34 Cag Universitesi 1 0,98
35 Cankaya Universitesi 1 0,98
36 Diizce Universitesi 1 0,98
37 Gaziantep Universitesi 1 0,98
38 Gebze Teknik Universitesi 1 0,98
39 Giimiishane Universitesi 1 0,98
40 Hatay Mustafa Kemal Universitesi 1 0,98
41 Istanbul Aydin Universitesi 1 0,98
42 Istanbul Gelisim Universitesi 1 0,98
43 Istanbul Okan Universitesi 1 0,98
44 Karamanoglu Mehmetbey Universitesi 1 0,98
45 Kirgizistan-Tiirkiye Manas Universitesi 1 0,98
46 Mersin Universitesi 1 0,98
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47

Selguk Universitesi 1 0,98
48 Tokat Gaziosmanpasa Universitesi 1 0,98
49 Trakya Universitesi 1 0,98
50 Yeditepe Universitesi 1 0,98

Arastirmanin dordiincii asamasinda, akademik dizinde kayitli olan ‘iyi olus’ kavrami
hakkindaki lisansiistii tezlerin gergeklestirildigi tiniversitelerin analizi yapilmistir. Tablo
4’ten gorildiigii tizere tez caligmalarinin 50 farkl tiniversitede ylriitiildiigl tespit edilmistir.
Bu iiniversiteler igerisinden; Istanbul Universitesi, Marmara Universitesi ve Siileyman

Demirel Universitesi 5 frekans degeriyle on plana ¢ikmaktadir.
Tablo 5

Lisansiistii Tezlerin Universite Tiirlerine Gére Dagilimi

Universite Tiirii Frekans Yiizde
Devlet 85 83,33
Vakif 17 16,67

Lisansiistii tez ¢aligmalarinin yiiriitiildiigl iiniversitelerin tiirlerine gére dagilimina
da ele alinmistir. Bu noktada, devlet iiniversitelerinde tamamlanan tez calismalarinin
%83,33 ile iyi olus yazinina daha ¢ok katki sagladigi goriilmektedir. Bunun yaninda 102

lisansiistii tez ¢alismasindan 17 tanesinin vakif iiniversitelerinde yapildig: belirlenmistir.

Tablo 6

Lisansiistii Tezlerin Arastirma Yontemlerine Gére Dagilimi

Arastirma Yontemleri Frekans Yiizde
Nicel 95 93,14

Nitel 3 2,94

Karma 4 3,92

(Calismada, lisansiistii tezlerde tercih edilen arastirma yontemleri de ele alinmistir.
Tablo 6’da 95 frekans degeri ve %93,14 oraniyla nicel aragtirmalarin egemenligi goze
carpmaktadir. Nicel arastirma yontemlerinin yaninda 3 tez ¢alismasinin nitel yontemle, 4 tez
calismasinin da karma yontemle tamamlandig: tespit edilmistir.

Tablo 7

Lisansiistii Tezlerin Veri Toplama Ara¢larina Gore Dagilimi

Veri Toplama Araglari

Frekans

Yiizde

Anket

95

93,13
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Miilakat 7 6,87

Lisansiistii tez ¢calismalarinda kullanilan arastirma yontemlerinin ardindan hangi veri
toplama araglariyla katilimcilardan veri elde edildigine bakilmistir. Bu noktada, nicel
aragtirma yontemlerinin baskin roliine benzer sekilde anket ile veri toplama yonteminin
cogunlukla tercih edildigi ortaya ¢ikmistir. Diger taraftan nitel ve karma aragtirmalar goz

oniinde bulunduruldugunda 7 ¢alismada miilakat yoluyla veriler elde edilmistir.
Tablo 8

Lisansiistii Tezlerin Ornekleme Yéontemlerine Gore Dagilimi

Ornekleme Yontemleri Frekans Yiizde
Kolayda 47 46,08
Kartopu 10 9,80

Basit Tesadiifi 8 7,84
Amach 3 2,94
Kota 2 1,96
Kiimelere Gore 2 1,96
Yargisal 1 0,98
Belirtilmemis 29 28,43

Aragtirmanin sekizinci basamaginda lisansiistii tezlerde kullanilan Ornekleme
yontemleri irdelenmistir. Buna gore iyi olug kavrami ilizerine yapilan tez ¢aligmalarinda
tesadiifi 6ornekleme yontemleri ile tesadiifi olmayan 6rnekleme yontemlerinin tercih edildigi
gorilmistiir. Arastirmacilar, bu yontemler arasindan en ¢ok kolayda 6rnekleme yontemini
kullanmiglardir. Bunun yaninda; kartopu, basit tesadiifi, amacli, kota, kiimelere gore ve
yargisal drnekleme ydntemleri ile tez galismalarinda veriler toplanmustir. Ote yandan 29 tez

calismasinda, tercih edilen 6rnekleme yontemine iliskin herhangi bir bilgi verilmemistir.
Tablo 9

Lisanstiistii Tezlerin Veri Analizinde Kullanilan Programlara Gore Dagilimi

Veri Analizi Programlari Frekans Yiizde

SPSS 93 61,18

AMOS 35 23,03
Process Macro 10 6,58
Séylem Analizi 6 3,95
SmartPLS 3 1,97
LISREL 2 1,32
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MAXQDA 1 0,66
Stata 1 0,66
Jamovi 1 0,66

YOK Ulusal Tez Merkezi'nde Isletme alanindaki iyi olus kavrami iizerine
tamamlanan lisansiistii tez calismalarinin degerlendirildigi bu arastirmada, lisansiisti
tezlerde yapilan veri analizlerinde kullanilan programlara da bakilmistir. Anket yontemiyle
verilerin toplandigi nicel arastirmalarin hakimiyetinin oldugu bu calismalarin yarisindan
cogunda SPSS programi ile veri analizleri gerceklestirilmistir. Bu programin yani sira
AMOS, Process Macro, SmartPLS, LISREL, MAXQDA, Stata ve Jamovi gibi programlar
da veri analizlerinde kullanilmistir. Bazi tez ¢calismalarinda birden fazla veri analiz programi

kullanilmistir.

Tablo 10

Lisansiistii Tezlerin Iligkili Oldugu Degiskenlere Gore Dagilimi

No Iliskili Konular Frekans Yiizde
1 Calisan Performansi 13 7,52
2 Liderlik 12 6,92
3 Is Tatmini 9 5,20
4 Psikolojik Sermaye 8 4,64
5 Algilanan Orgiitsel Destek 7 4,04
6 Isten Ayrilma Niyeti 6 3,46
7 Orgiitsel Baglilik 6 3,46
8 Is-Aile Catismasi 5 2,89
9 Bilingli Farkindalik 4 2,32
10 Kisilik 4 2,32
11 Orgiit Kiiltiirii 4 2,32
12 Orgiitsel Vatandashk 4 2,32
13 Psikolojik Dayaniklilik 4 2,32
14 Yagam Tatmini 4 2,32
15 Duygusal Emek 3 1,73
16 IKY Uygulamalari 3 1,73
17 iletisim 3 1,73
18 ise Adanmislik 3 1,73
19 Is Yasaminda Yalnizlik 3 1,73
20 Orgiitsel Adalet 3 1,73
21 Orgiitsel Giiven 3 1,73
22 Stres 3 1,73
23 Akis Deneyimi 2 1,16
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24 Benlik Algisi 2 1,16
25 Covid-19 Korkusu 2 1,16
26 Degerler 2 1,16
27 Is Giivencesizligi 2 1,16
28 Isyeri Nezaketsizligi 2 1,16
29 Kaygi 2 1,16
30 Motivasyon 2 1,16
31 Orgiitsel Erdemlilik 2 1,16
32 Orgiitsel Ozdeslesme 2 1,16
33 Orgiitsel Sinizm 2 1,16
34 Oz-Yeterlik 2 1,16
35 Personel Giiglendirme 2 1,16
36 Psikolojik Tklim 2 1,16
37 Rol Dig1 Davranig 2 1,16
38 Yenilikgi Is Davranist 2 1,16
39 Algilanan Ayrimetlik 1 0,58
40 Calisan Yaraticiligt 1 0,58
41 Duygusal Tiikenmislik 1 0,58
42 Duygusal Yetenek 1 0,58
43 I¢-Dis Kontrol Odaklilik 1 0,58
44 Istismarci Yo6netim 1 0,58
45 Ise Devamsizlik 1 0,58
46 Is Erteleme 1 0,58
47 Is Ozellikleri 1 0,58
48 Is Talepleri ve Kaynaklar: Modeli 1 0,58
49 Ise Yabancilasma 1 0,58
50 Kariyer Yo6netimi 1 0,58
51 Orgiitsel Demokrasi 1 0,58
52 Orgiitsel Dislanma 1 0,58
53 Orgiitsel Maneviyat 1 0,58
54 Orgiitsel Muhalefet 1 0,58
55 Orgiitsel Sessizlik 1 0,58
56 Oz-Anlay1s 1 0,58
57 Oz Duyarlilik 1 0,58
58 Ozgeci Davranis 1 0,58
59 Prososyal Hizmet Davranist 1 0,58
60 Psikolojik Giivenlik 1 0,58
61 Ses Cikarma Davranist 1 0,58
62 Sosyal Inovasyon 1 0,58
63 Sosyal Kimlik Algisi 1 0,58
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64 Stratejik Ortaklik Algisi 1 0,58
65 Siirdiiriilebilirlik 1 0,58
66 Uretkenlik Karsit1 Is Davranisi 1 0,58

Iyi olus kavrammin YOK Ulusal Tez Merkezi’ndeki lisansiistii tezler iizerinden
Isletme alanindaki gelisim siirecinin incelendigi bu arastirmada, tezlerde iyi olus kavramu ile
birlikte ele alinan konulara iligskin bir degerlendirme yapilmistir. Analize dahil edilen tez
caligmalarinda, 66 farkli kavramin degisken olarak tezlerde kullanildigi tespit edilmistir. S6z
konusu tez ¢aligmalarinda iyi olus kavramui ile birlikte iliskilendirilen kavramlarin basinda
calisan performansi gelmektedir. Bu kavramin yaninda; liderlik, is tatmini, psikolojik
sermaye, algilanan orgiitsel destek, isten ayrilma niyeti, orgiitsel baglilik, is-aile ¢atismast,

biling¢li farkindalik gibi birbirinden farkli konularin da tezlerde ele alindig1 belirlenmistir.

Sekil 1

Lisanstistii Tezlerin Yaymlandigi Yillara Gére Dagilimi

25

20
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Arastirmada son olarak, Isletme alaninda iyi olus kavrami {izerine yazilan lisansiistii
tezlerin yaym yillarma gore seyri incelenmistir. Sekil 1°de goriildigi tizere ilk tez
calismasinin 2011 yilinda, son tez c¢aligmasinin ise 2023 yilinda tamamlandigi tespit
edilmistir. En ¢ok calismanin 2023 yilinda gergeklestigi goriilmektedir. 2013 yilinda ise
herhangi bir tez ¢alismasina rastlanilmamistir. 2020 yilindan itibaren her yil diizenli olarak

1yi olus ile ilgili tez ¢aligmalarinin sayisinda bir artis yasandig1 goze ¢arpmaktadir.

5. Sonug

Yaymn Yih
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Iyi olus kavraminin yaymlanan lisansiistii tezler vasitasiyla Tiirkiye’deki Isletme
alan1 tizerindeki gelisim siirecinin incelendigi bu arastirmada, orneklemde yer alan tez
caligmalar1 kapsamli ve sistematik bir sekilde analiz edilmistir. Arastirma amacina bagl
olarak so6z konusu tezlerin tiirleri, yazim dilleri, danigman unvanlari, tniversiteleri,
tiniversite tiirleri, arastirma yontemleri, veri toplama araglari, 6rnekleme yontemleri, veri
analizlerinde kullanilan programlar, iligkili oldugu degiskenler ve yaymlandigi yillara gére

dagilimlar detayl bir sekilde ele alinmis ve birtakim bulgulara ulagiimistir.

Elde edilen arastirma bulgularina gore yiiksek lisans seviyesindeki tez ¢aligmalarinda
iyi olus kavraminin daha fazla arastirma konusu oldugu goriilmiistiir. Bu noktada, yiiksek
lisans egitimini tamamlayan Ogrencilerin doktora egitimlerine devam etmemesi veya
doktoraya baglayan dgrencilerin farkli arastirma konularini tercih etmesi iyi olus kavraminin
yiiksek lisans tezlerinde daha fazla ¢alisilmasina iligkin bir yorum olarak degerlendirilebilir.
Yiiriitillen calismalar igerisinde Tiirk¢e yazilan lisansiistii tezlerin baskin oldugu goéze
carpmaktadir. S6z konusu tez ¢alismalarmin Tiirkiye’deki lniversitelerde yapilmasi ve
iilkemizdeki liniversitelerin egitim dilinin ¢ogunlukla Tiirk¢e olmasi bu sonug tizerinde etki

yaratmistir.

Iyi olus kavrami {izerine yapilan tezlerin danisman unvanlarina gore dagilimi
incelendiginde Prof. Dr. unvanli 6gretim iiyelerinin ilk sirada yer aldigi goriilmektedir.
Tecriibeli akademisyenlerin uluslararas1 yazinda olan gelismeleri daha yakindan takip
etmeye caligsmasi, lisansiistli 6grencilerini yeni ¢alisma alanlarina yonlendirmek istemesi,
alanyazina farkli acilardan katki sunmay1 amaglamalar1 gibi nedenler bu sonucun ortaya

¢ikmasina etki etmis olabilir.

Lisansiistii tezlerin iiniversitelere gore dagilimlarina bakildiginda, Istanbul
Universitesi, Marmara Universitesi ve Siileyman Demirel Universitesi’nin &n plana ¢iktig
gorilmektedir. Tiirkiye’nin  6nde gelen yiliksekdgretim kurumlarindan olan bu
tiniversitelerin kurumsal gelenekleri, arastirma altyapilart ve zengin akademik personel
kaynaklar1 sayesinde on siralarda yer almalar1 beklenilebilir. Ote yandan tez ¢aligmalarmin
50 farkl1 iiniversitede yiiriitiilmesi dikkate deger baska bir sonuctur. Istanbul, Ankara, Izmir
gibi biiylik sehirlerdeki koklii tiniversitelerin yani sira Anadolu’daki tiniversitelerde de iyi
olus kavramu ile ilgili caligmalarin yapilmasi onemlidir. Bu anlamda kavrama iilke
genelindeki aragtirmacilarin ilgi gostermesi, yeni ¢aligmalar yapmasi ve bu yolla yazina

katki saglamasi kayda degerdir.
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Calismalarda tercih edilen arastirma yontemlerinin dagilimina bakildiginda nicel
arastirmalarin egemenligi goze carpmaktadir. Bunun yaninda nitel yontemle ve karma
yontemle de lisansiistii tez ¢alismalarinin tamamlandigi tespit edilmistir. Tez ¢aligsmalarinin
hemen hemen hepsinde veri toplama araci olarak anket teknigi kullanilmigtir. Bu durum,
nicel aragtirma yontemlerinin ¢cogunlukla kullanilmasiyla iliskilendirilebilir. Ayrica iyi olus
hakkinda gelistirilen Olgeklerin yazinda bulunmasi, arastirmacilari bu yone sevk etmis

olabilir.

Lisansiistii  tezlerde kullanilan Ornekleme yontemleri de irdelenmistir.
Arastirmacilarin, tesadiifi 6rnekleme yontemleri ile tesadiifi olmayan 6rnekleme yontemleri
arasindan en ¢ok kolayda 6rnekleme yontemini kullandigi tespit edilmistir. Bununla birlikte
kartopu, basit tesadiifi, amacli, kota, kiimelere gore ve yargisal 6rnekleme yontemleri gibi
farkli yontemler araciligiyla tez ¢alismalarinda veriler toplanmistir. Zaman kisiti, maliyet
unsuru, verilere ulasim gibi nedenlerden dolayr s6z konusu tezlerde kolayda ornekleme

yonteminin daha fazla tercih edildigini séylemek miimkiindiir.

YOK Ulusal Tez Merkezi'nde Isletme alanindaki iyi olus kavrami {izerine
tamamlanan lisansiistii tez c¢aligmalarinin degerlendirildigi bu arastirmada, lisansiistii
tezlerdeki kullanilan veri analizi programlari da irdelenmistir. Bu ¢aligmalarda en fazla SPSS
programindan faydalanildigir goriilmektedir. Alanda yapilan arastirmalarda oldukg¢a sik
kullanilan bu programin yani sira AMOS, Process Macro, SmartPLS, LISREL, MAXQDA,
Stata ve Jamovi gibi programlar da veri analizlerinde kullanilmistir. Bahsedilen farkli analiz
programlarinin kullanilmasi, elde edilen arastirma bulgularinin zengin bir sekilde sunulmast

acisindan 6nem arz etmektedir.

Iyi olus kavrammin YOK Ulusal Tez Merkezi’ndeki lisansiistii tezler iizerinden
Isletme alanindaki gelisim siirecinin incelendigi bu arastirmada, iyi olus kavrami ile
iliskilendirilen kavramlar hakkinda bir degerlendirme yapilmistir. Burada ortaya cikan
onemli bir sonug, birbirinden farkli 66 kavramin degisken olarak tezlerde iyi olus ile birlikte
kullanilmasi iizerinedir. Bu tez ¢alismalarinda iyi olus kavrami ile birlikte kullanilan
kavramlarin basinda ¢alisan performans: gelmektedir. Bu kavramin yaninda; liderlik, is
tatmini, psikolojik sermaye, algilanan orgiitsel destek, isten ayrilma niyeti, orgiitsel baglilik,
ig-aile catigmasi, bilingli farkindalik, kisilik, orgiit kiiltiirii, 6rgiitsel vatandaslik, psikolojik
dayaniklilik, yasam tatmini gibi birbirinden farkli konularin da tezlerde ele alindig:

belirlenmistir. Burada dikkati ¢eken husus, psikoloji biliminde ortaya c¢ikan iyi olus
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kavraminin orgiitsel davranis yazininda oldukea sik kullanilan degiskenler ile etkilesiminin
lisansiistii tez calismalarinda incelenmesidir. Dolayisiyla kavramin, Orgiitsel davranis

yaziinin gelisimine énemli bir katki sundugu sdylenilebilir.

Arastirmada son olarak, lisansiistii tezlerin yayin yillarina gore seyrine bakilmistir.
[k lisansiistii tez ¢alismasmin 2011 yilinda, son tez calismasmin ise 2023 yilinda
tamamlandigi tespit edilmistir. En ¢ok ¢alismanin 2023 yilinda yapildig1 tespit edilmistir.
2013 yilinda ise herhangi bir tez calismasina rastlanilmamistir. 2020 yilindan itibaren her yil
diizenli olarak iyi olus ile ilgili tez ¢aligmalarinin sayisinda bir artis yasandigi ve konuya

olan ilginin giderek arttig1 tespit edilen dnemli bir sonugtur.

Arastirmada elde edilen bulgular genel olarak degerlendirildiginde birtakim
sonuglara ulagilmistir. Ozetle; yiiksek lisans seviyesindeki tez calismalarinda iyi olus
kavraminin daha fazla aragtirma konusu edildigi ve yiiriitiilen tez ¢aligmalar1 igerisinde
Tiirkge yazilan lisansiistii tezlerin hakimiyetinin oldugu goriilmiistiir. Yiritilen tezlerin
danigsman unvanlaria bakildiginda Prof. Dr. unvanli ve daha tecriibeli 6gretim {iyelerinin
ilk sirada yer aldigi, tez calismalarinin 50 farkli tiniversitede yiiriitiildiigt, biiylik sehirlerdeki
kokli tiniversitelerin yani sira Anadolu’daki liniversitelerin de bu yeni ¢alisma alanina ilgi
gosterdigi tespit edilmistir. Nicel aragtirmalarin egemenliginin yaninda nitel yontemle ve
karma yontemle de lisansiistii tez ¢aligmalarinin tamamlandigi, tez ¢alismalarinin hemen

hemen hepsinde veri toplama araci olarak anket tekniginin tercih edildigi ortaya ¢ikmuigtir.

Arastirmacilarin tesadiifi 6rnekleme yontemleri ile tesadiifi olmayan Ornekleme
yontemleri arasindan en ¢ok kolayda 6rnekleme yontemini kullandigi, lisanstistii tezlerdeki
kullanilan veri analizi programlart icerisinden en fazla SPSS programindan faydalanildig:
goriilmiistiir. Bu programin yani sira AMOS, Process Macro, SmartPLS, LISREL,
MAXQDA, Stata ve Jamovi gibi programlar da veri analizlerinde kullanilmistir. Birbirinden
farkli 66 kavramin degisken olarak tezlerde iyi olus ile birlikte ele alindigi, psikoloji
biliminde ortaya c¢ikan iyi olus kavramimin orgiitsel davranigs yazininda oldukga sik
kullanilan degiskenler ile etkilesiminin oldugu goriilmiistiir. 2020 yilindan itibaren her yil
diizenli olarak iy1 olus ile ilgili tez ¢alismalarinin sayisinda bir artis yasandigl ve konuya

olan ilginin giderek arttig1 belirlenmistir.

Iyi olus kavraminin Tiirkiye’deki Isletme alani iizerinden gelisim siirecini inceleyen
bu arastirma birtakim kisitlara sahiptir. Calismanin kisitlarindan bir tanesi, elde edilen

verilerin sadece YOK Ulusal Tez Merkezi veri tabaninda kayith olan lisansiistii tezlerden
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olugmasidir. Bir baska kisit ise verilerin toplanma siireci ile iligkilidir. Bu arastirmanin
verileri, 2024 yil1 Mayis ayinda Ulusal Tez Merkezi’ndeki tezler tizerinden tarama yapilarak
gergeklestirilmistir. Fakat halihazirda devam eden ve hentiiz yayinlanmamas iyi olus ile ilgili

tezlerin olabilecegi varsayilmaktadir.

Oniimiizdeki yillarda yapilacak olan calismalarda Web of Science, SCOPUS,
DergiPark gibi farkli veri tabanlarindan faydalanilarak iyi olus kavramu ile ilgili yaymlanan
bilimsel ¢aligmalarin analiz edilmesi alanyazinda zengin bir bilgi birikiminin olugmasina
olanak saglayacaktir. Tiirkiye’de Isletme alaninda yiiriitiilen lisansiistii tezlerde bu kavramin
¢ok fazla yer almamasina ragmen iliskilendirildigi degiskenlerin sayisinin fazla oldugu goze
carpmaktadir. Iyi olus kavrammnimn bu ¢alismada analiz edilen ve ilgili tabloda sunulan

degiskenlerin disinda baska degiskenler ile ¢alisilmasi yazina 6nemli katki saglayacaktir.
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Abstract

Inspired by recent developments at OpenAl, this qualitative article examines leadership dynamics in the
technology sector compared to traditional sectors, focusing on their impact on ethical decision-making
processes. A case study methodology centered on OpenAl explores how leadership approaches influence the
advancement and ethics of Artificial Intelligence (Al) technology, revealing complex connections between
leadership styles, organizational behavior, and structure. The uncertainty about Al's future highlights the need
for organizations in this field to have competencies like communication, transparency, and agility for effective
navigation in a changing environment. The article discusses the management under Sam Altman at OpenAl,
analyzing the complex effects on motivations, organizational cultures, and stakeholder strategies of
technological organizations that declare non-profit status. The study proposes an organizational culture and
leadership model that merges pragmatism with idealism, innovation, and ethical responsibility, contributing
to academia. It also highlights the risks of this model, noting how the flexibility of ethical standards, by
prioritizing quick results, could undermine public trust and foster a reactive rather than proactive governance
culture. Future research should track the evolution of Al leadership and organizational behaviors, assess the
cultural and regulatory impacts on strategies, and evaluate the effectiveness of current leadership programs
in addressing these challenges.

Keywords: Tech Industry Leadership, Artificial Intelligence, Organizational Behavior, Pragmatic Ideliasm,
OpenAl, Organizational Culture, Organizational Communication

Teknoloji Endiistrisinde Liderlik Dinamikleri ve Orgiitsel Davranis:
OpenAl Ornegi

oz

OpenAl firmasinda yasanan son gelismelerden ilham alan bu niteliksel makale teknoloji sektoriindeki liderlik
dinamiklerini geleneksel sektorlerle karsilastirmall olarak incelemekte ve bu dinamiklerin etik karar verme
stiregleri iizerindeki etkilerine odaklanmaktadir. OpenAI’r konu alarak vaka ¢alismast metodolojisi kulanan
bu makale, liderlik yaklasimlarimin Yapay Zeka (YZ) teknolojisinin ilerlemesi ve etigi iizerindeki etkisini
arastirmakta ve liderlik tarzlari, orgiitsel davranis ve yapt arasindaki karmasik baglantiyi ortaya koymaktadir.
YZ'nin gelecegi hakkindaki belirsizlik, bu alandaki orgiitler icin degisen ortamda etkin navigasyon adina
iletisim, seffaflik ve ceviklik gibi yetkinliklere sahip olmanin kritik 6nemini vurgular. Makale, OpenAl'nin Sam
Altman liderligindeki yonetimini inceleyerek, kar amaci giitmedigini belirten teknolojik kuruluslarin
motivasyonlary,  orgiitsel  kiiltiirleri  ve paydas stratejileri iizerindeki  karmagsik etkilerini  ele
almaktadwr. Calisma, inovasyonu etik standartlar ve agik iletisim ile uyumlu hale getiren, pragmatizm ile
idealizmi harmanlayan yenilik¢i fakat etik olarak sorumlu bir érgiit kiiltiirii ve liderlik modeli dnererek
akademiye katkida bulunmaktadwr. Makale, bu modelin potansiyel risklerine de dikkat ¢ekerek, etik
standartlarin esnekliginin hizli sonuglar: onceliklendirme egilimi nedeniyle kamu giivenini zedeleyebilecegini
ve proaktif yerine reaktif bir yonetisim kiiltiirii olusturabilecegini belirtmektedir. Gelecek arastirmalar, YZ
liderligi ve orgiitsel davranislarin evrimini takip etmeli, stratejilerin kiiltiirel ve diizenleyici etkilerini
incelemeli ve mevcut liderlik programlarinin bu zorluklara karsi etkinligini sorgulamalidir.

Anahtar Kelimeler: Teknoloji Endiistrisi Liderligi, Yapay Zeka, Orgiitsel Davrams, Pragmatik Idealizm,
OpenAl, Orgiitsel Kiiltiir, Orgiitsel Iletisim
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1. Introduction

As technology becomes increasingly integral to our daily lives, the role of companies
in governing the development and deployment of artificial intelligence (Al) becomes more
pronounced, particularly due to the multilayered impacts these technologies have. Al
systems, which enable machines to mimic human intelligence through learning, reasoning,
and self-correction, are key to addressing various ethical, social, and economic challenges.
These technologies are now revolutionizing multiple sectors, including media with
automated content creation, healthcare through predictive diagnostics, finance via
algorithmic trading, criminal justice by enabling predictive policing, marketing with targeted
advertising, grief tech through digital memorials, Al companions such as social robots, and
electoral processes by optimizing campaign strategies, showcasing its widespread
transformative impact. However, Al also brings existential risks such as unaligned artificial
intelligence, biotechnological pandemics, nuclear warfare, and severe environmental
catastrophes, along with algorithmic biases and high resource consumption, necessitating
ethical considerations (Bostrom, 2014; Lofgren et al., 2022; Peters & Carman, 2024; Ferrara,
2023).

Kranzberg’s (1986) First Law of Technology asserts that “Technology is neither
good nor bad; nor is it neutral,” the impact of Al on society is shaped by the usage context
and the intentions of its developers, which underscores the critical role of ethical leadership
in Al development, as the technology inherently reflects the values and biases of its creators.
The challenge of Al governance lies in balancing regulation with innovation, protecting
privacy, and managing complex dynamics in the emerging economy and potential data
misuse (Stark & Hoey, 2021). Parallel to these, there is a critical need for holistic strategies
to manage the environmental impacts of Al and cloud computing, specifically addressing
significant carbon and water footprints, with an industry-wide focus on sustainable Al
development (Li et al., 2023). Addressing these diverse challenges requires a governance
framework that meets technical compliance and ensures that Al systems are understandable
and their decisions can be scrutinized. Therefore, an emphasis on explainability,
interpretability, and reproducibility is crucial to ensure that these technologies contribute
positively to society while mitigating negative impacts (Camilleri, 2023). Leaders must
embed principles of ethical Al into the company’s ethos, motivating employees to adhere to
these standards and enhancing the capability to develop innovative and ethical Al systems.

The self-improving nature of Al and AGI (Artificial General Intelligence, which refers to Al
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systems that can understand, learn, and apply intelligence across a broad range of tasks)
requires a shift in leadership paradigms, underscoring the need to explore diverse leadership
styles for effective and ethical management of these technologies. Business leaders should
refine their strategic, data management, and leadership abilities and evolve corporate
governance structures to mitigate risks. The roles of the Chief Digital Officer and Chief Data
Officer are crucial for clear, strategic communication across the firm, aligning digital
transformation and data governance with organizational goals, thus enhancing decision-

making and efficiency (Daidai & Tamnine, 2023).

This study explores how leading Al firms address the dual pressures of innovation
and ethical responsibility, aiming to develop leadership models that promote technological
advancement and align with societal good. This highlights the importance of creating shared
value and aligning economic interests with broader societal challenges, which is a critical
governance strategy for technology companies (Porter & Kramer, 2011). However, the
effectiveness of this corporate governance is often met with skepticism due to the significant
impact of these companies on various industries, necessitating a blend of adherence to
external regulations and rigorous self-regulation to mitigate the societal and economic
impacts of their data-centric business models (Zuboff, 2019). Further, ensuring ethical
operations and upholding digital rights requires these firms to undergo structural changes
and make verifiable commitments that transcend profit-driven motives (MacKinnon, 2012;
Bebchuk & Tallarita, 2020).

Recent leadership changes at OpenAl, particularly surrounding CEO Sam Altman,
illustrate these evolving dynamics of organizational behavior and structure within the tech
industry, reflecting a broader trend where shifts in leadership often signify strategic
realignments in organizational priorities (De Clercq et al., 2018). OpenAl, a leader in Al
technology, faces the challenge of maintaining its innovative edge while committing to
responsible Al development. This balance demands leaders with deep technological
proficiency who can rapidly respond to ethical and social concerns (Bécklander et al., 2021).
Effective leadership styles, as categorized in the Full Range Leadership (FRL) model—
transformational, transactional, and passive/avoidant—play a crucial role in addressing
different strategic needs and significantly impacting organizational behavior and culture
(Kindarto et al., 2020; Antonakis & Day, 2018). Specifically, transformational leadership is
essential in fostering a culture of innovation and adaptability, motivating employees to

handle ethical and technological complexities, thus enhancing the organization's capability
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to balance innovation with responsibility (Bass, 1985; Mumford et al., 2000). Grounded in
different leadership and organizational theories, which are explored in depth in the literature
review, this study bridges the domains of Al technology and organizational behavior.

The Al era is marked by hyper-innovation, characterized by rapid, multidimensional
advancements (Harris, 2002). With Al projected to grow at a Compound Annual Growth
Rate (CAGR) of 37.3% from 2023 to 2030, reaching a market size of $1,811.8 billion and
contributing $15.7 trillion to the global economy by 2030, the significance of Al in the global
market is undeniable (Forbes, 2024). The ambiguous circumstances surrounding Sam
Altman's dismissal and subsequent reinstatement, along with speculations ranging from new
algorithm developments to Microsoft's increasing influence, highlight high-stakes tech
leadership's complex and often opaque dynamics, where technological advancements
intersect with corporate governance and strategic decision-making. Drawing parallels with
OpenAl's situation, the tech industry has repeatedly witnessed similar leadership dynamics
patterns, serving as catalysts for major organizational transformations. One notable instance
is that of Steve Jobs at Apple. His initial departure and return to the company marked a
transformative era of innovation and growth. This period was distinguished by introducing
revolutionary products such as the iPhone, which illustrates how pivotal leadership changes
can drive significant advancements and shifts within tech companies. Similarly, Jack
Dorsey's return to Twitter as CEO in 2015, after being pushed out in 2008, aimed to revitalize
the company during a period of stagnation. At Google, co-founder Larry Page's assumption
of the CEO role in 2011 from Eric Schmidt signified a strategic shift towards more focused
innovation and product development. The evolution of Bill Gates's role at Microsoft—from
CEO to product development to part-time philanthropy—illustrates how leadership changes
can reflect shifts in a company's priorities and strategies.

These examples from recent history reveal a clear pattern: leadership transitions and
dynamics in this sector often lead to significant transformations in organizational behavior.
Unlike the gradual and predictable changes in traditional sectors, these shifts often involve
a comprehensive reevaluation of company culture, operational norms, and ethical
frameworks (Erhan et al., 2022). This dynamic relationship between leadership and
organizational behavior is a defining characteristic of the tech industry, making it a uniquely
challenging and intriguing field of study. To understand the diversity in leadership styles
and organizational priorities within the Al industry, it is instructive to examine other Al-

centric companies. For example, after being acquired by Alphabet Inc., DeepMind, an Al
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research lab initially focused on deep learning and neural networks, saw significant
operational changes, such as increased focus on Al safety and broader research applications.
This contrasts with OpenAl's transition from a nonprofit organization (NGO) to a capped-
profit model, aiming to scale Al technologies while limiting profit motivations responsibly.
These changes illustrate differing strategies in the evolution of Al research and the pursuit
of ethical Al development. Similarly, Neuralink, under Elon Musk's ambitious and future-
centric leadership, diverges in focus by prioritizing Al for human enhancement, unlike
OpenAl's broader general Al objectives. Furthermore, with its varied ownership, Boston
Dynamics showcases the impact of leadership transitions on strategic Al commercialization.
Similarly, Microsoft's strategic investments in Al, under the leadership of Satya Nadella,
reflect a commitment to Al development and innovation, setting a precedent for integrating
Al across diverse product lines and services.

This study employs a case study methodology to explore the critical question: “How
do leadership styles in the tech industry differ from those in traditional sectors, and what
impact do these differences have on progress and ethical decision-making in Al
technology?” By focusing on OpenAl as a case study, the research underscores how
leadership in Al-centric organizations uniquely influences technological innovation and
ethical standards. This approach is well-suited to examining how the unpredictability of Al
challenges traditional leadership models, highlighting the need for adaptations. It discusses
the unique ways in which leaders in Al companies inspire and drive their teams, emphasizing
the crucial role this interaction plays in fostering innovation and upholding ethical standards
while critically examining its influence on organizational dynamics. This exploration
enhances the academic discourse on organizational behavior, focusing on the intricate
balance between rapid technological advancement and ethical standards adherence. The case
of OpenAl illustrates the broader tech industry's need for substantial investment in scientific
progress and challenges the notion that tech companies can solely function as non-profits
dedicated to public benefit. It reveals how ideological nuances like pragmatism and idealism
in leadership affect organizational direction and emphasizes that effective leaders must
exhibit skills such as passion, advocacy, community support, strategic focus, trust in
delegation, and continuous learning to navigate both internal and external challenges
successfully (Masoud & Basahal, 2023). This study aims to fill a significant gap in existing
research by detailing how Al-centric organizations can effectively balance rapid

technological advancements with robust ethical practices. It will provide empirical insights
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into the strategic adjustments required in leadership roles within the tech industry and
suggest frameworks for developing policies that support ethical Al development.
Additionally, by exploring OpenAl's leadership strategies, this research contributes new
perspectives on the interplay between innovation and ethical governance in high-stakes

environments.
2. Literature Review

The study of organizational behavior significantly benefits from understanding the
spectrum of leadership styles encapsulated comprehensively in the Full Range Leadership
(FRL) model. This model outlines three distinct leadership styles: passive/avoidant,
transactional, and transformational (Kindarto et al., 2020; Antonakis & Day, 2018). The
distinction between these styles is particularly beneficial as they cater to varied strategic
needs and organizational behavioral dynamics. Transformational leadership, which
emphasizes inspiring and motivating employees, plays a key role in dynamic environments
that require innovation and adaptability (Bass, 1985). This is critical in sectors like
technology and startups, where a leader's vision and charisma heavily influence
organizational culture, fostering employee creativity and continuous improvement
(Mumford et al., 2000). On the other hand, transactional leadership, which focuses on
operational efficiency and specific goal achievement, shapes organizational behavior toward
structure and order. This style, ideal for industries that value consistency and precision, like
large-scale manufacturing or established corporate environments, encourages a culture of
compliance and predictability. Employees in these settings are typically motivated by

rewards and penalties linked to performance metrics.

Meanwhile, the passive/avoidant leadership style, characterized by minimal
intervention and a hands-off approach, often leads to insufficient guidance and
procrastination in decision-making (Kindarto et al., 2020). While this method intends to offer
employees autonomy, it can inadvertently create confusion and hinder prompt actions. The
right moments to intervene or maintain leadership distance, especially in situations requiring
swift and decisive leadership, to propel the organization forward and maintain its readiness
for change becomes pivotal. Thus, the passive/avoidant leadership style is generally
unsuitable for the tech industry because its approach might not effectively inspire or motivate

employees toward ideal organizational goals. While a pragmatist might argue that this style
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could fit contexts valuing autonomy and self-direction, it demands careful application to

prevent confusion and inefficiency.

Nokia's failure to fully embrace the smartphone revolution, Kodak's late response to
digital photography, Blockbuster's reluctance to move away from physical rentals to digital
streaming, and Myspace's inability to evolve its social networking platform in the face of
competition from Facebook all reflect strategic missteps that can be partly attributed to
leadership styles that were either too passive or slow to recognize and act upon emerging
trends and technologies. These examples serve as a precursor to a deeper examination, as
illustrated in Table 1, which elucidates the relationship between leadership styles,
organizational cultures, and operational characteristics across four key industries. It
illustrates the spectrum from transformational, agile leadership in technology to the
hierarchical, process-driven approach in manufacturing, showcasing the varied
organizational cultures. This aids in understanding how different leadership theories are
applied in these industries. Transformational leadership theory, marked by vision,
inspiration, and the ability to drive change, is notably prevalent in the tech industry. Figures
such as Steve Jobs and Elon Musk embody this style, propelling innovation and fostering a
culture of ongoing improvement. However, this approach also brings controversy, especially
in the tech industry, where all humanity is considered a stakeholder, underscoring the far-
reaching impact of their decisions. Transactional leadership typically yields disciplined,
results-oriented organizational behavior. It establishes clear guidelines and incentives for
achieving specific goals, ensuring high operational efficiency and clarity in employee roles.
In contrast, transformational leadership creates a dynamic and adaptable organizational
culture. It propels employees to think creatively, challenge norms, and embrace flexibility
and innovation (Gurbuz & Gulec, 2022). Transformational leaders are known for their ability
to stimulate followers to go beyond self-interest for the good of the team or organization,
inspiring them to achieve the organization's mission and vision (Hautala, 2016; Karimi et
al., 2023).

Table 1

Comparative Analysis of Leadership Styles, Organizational Cultures, and Operational Characteristics
Across Four Key Industries

Technology Manufacturing Healthcare Finance

164



A. A. BOZDAG

Leadership
Style

Often

transformational,

agile, and visionary,

focusing on
innovation and

disruption.

(Bass,1985)

Generally traditional,
hierarchical, with an
emphasis on process
optimization and
efficiency. (Taylor,
1911)

Collaborative, often
driven by patient-
centric values and

ethical considerations.
(Greenleaf, 1977,
Porter O’Grady,2003)

Risk-aware,
compliance-
focused, often
conservative.
(Fiedler, 1967;
Damodaran,2007)

Organizational

Culture

Open, flexible, and
often informal,
valuing creativity
and innovation.
(Schein, 2010)

Structured, efficiency-
focused, with formal

protocols.

Compassionate,
patient-focused, and
highly regulated.
(Ginter et al., 2018)

Professional,
competitive, and
confidentiality
focused.

Fast-paced, data-

Systematic, process-
oriented, and

Collaborative,
evidence-based, with

Cautious, data-
driven, regulated.

Decision-Making driven, often sometimes . . .
. . ethical considerations. (Palepu et al.,
decentralized. centralized. .
(Hickman, 2010) 2013)
(March,1994)
Slow, heavily Moderate,
influenced by balancing

Change
Management

Frequent and rapid,
embracing change

as a constant.

Gradual, often
resistance to rapid
change. (Kotter,1996)

regulations and new

medical discoveries.

(Shortell & Kaluzny,
2011)

innovation with
stability and
regulatory
requirements

Balancing

innovation with Maintaining Managing patient care Navigating

ethical efficiency, adapting to with administrative financial risks,

Key Challenges . . . ) .

considerations, technological and financial regulatory
managing rapid changes. constraints. compliance.

growth.

Increasingly )
Central to Important for process Essential for data

Focus on

Technology

operations and

strategy.

(Christensen, 1997)

improvement but
secondary to
production.

important for patient
care and data
management. (Topol,
2012)

management,
security, and
operations.

Transformational and transactional leadership styles are both essential and

complementary for effective leadership. This allows leaders to strike a balance between

immediate operational demands and long-term innovation (Bass et al., 1987). With its

pragmatic focus, transactional leadership emphasizes goal achievement and a clear rewards

and penalties system, addressing the practical aspects of organizational performance and

employee motivation. In contrast, transformational leadership adopts an idealistic stance,
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striving to inspire employees beyond short-term incentives and concentrating on broader

objectives like innovation, creativity, and collective organizational aims.

Within the interplay of these leadership styles, it is here that the nuanced relationship
between pragmatism and idealism becomes particularly relevant. This connection
underscores a profound insight: Pragmatism, despite its grounded approach, has ties to
idealism and has even been accused of being a form of idealism (deVries, 2018). This is
because both approaches, at their core, aim to realize an envisioned future, albeit through
different means—pragmatism through measurable outcomes and idealism through visionary
goals. Leaders are encouraged to choose between these styles contextually, tailoring their
approach to their organization's specific needs and objectives. This strategic adaptability
highlights an organization's need to remain flexible and innovative in a rapidly changing
tech industry (Hamel, 2000).

A balanced leadership approach, which integrates knowledge management,
empowering leadership, and psychological capital, is especially effective in the tech sector
(Dhamija et al., 2023). This authentic leadership style significantly influences employee
engagement, performance, and transparent communication (Hadziahmetovic & Salihovic,
2022). Such adaptability and capacity for ongoing learning are supported by a robust culture
of communication, which is crucial for navigating the rapid changes in the business
environment and fostering continuous improvement (Polzer, 2022). In this context,
integrating computational social science is pivotal, as it offers data-driven insights into team
dynamics and leadership effectiveness, thus enhancing decision-making and reinforcing
collaborative efficiency. This alignment of advanced analytical techniques with leadership
practices signals a strategic shift in the tech sector toward fostering a culture of innovation,
responsiveness, and heightened performance.

Conversely, the manufacturing sector aligns more with classical management theory,
focusing on efficiency, standardization, and hierarchical structures for process control and
optimization, which are crucial for precision and efficiency (Taylor, 1911). Servant
leadership is the primary approach in healthcare, emphasizing well-being and ethical
practices, central to a care-focused field (Greenleaf, 1977; Palabiyik et al., 2023). This
collaborative, patient-centered style addresses patient needs and fosters a compassionate
work environment, mirroring the principles of compassionate leadership, which integrates
the NEAR process—Noticing, Empathizing, Appraising, and Responding to suffering—

with the exercise of power to enhance organizational well-being and resilience (Dutton et
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al., 2014; Cunha et al., 2021). As servant leadership also gains prominence in the tech
industry, it aligns with evolving leadership requirements by empowering teams, addressing
ethical challenges in a rapidly advancing technological environment, and legitimizing
compassionate acts within the workplace, thereby enhancing leaders' capacity to alleviate
employee distress and earning organizational legitimacy (Tost, 2011). Meanwhile, the
finance sector often adopts contingency theory, underscoring the need for situational and
adaptive leadership. Leaders in this dynamic sector must balance risk and compliance in a
constantly shifting regulatory and economic landscape (Fiedler, 1967; Shala et al., 2021).
This contrasts with the tech industry, which excels through a focus on innovation and

adaptability.

Diverse leadership styles in sectors like technology, manufacturing, healthcare, and
finance meet unique needs yet share a common element: the crucial role of operational
managers in boosting workforce productivity and organizational growth. Their impact goes
beyond basic management; it involves shaping employee behavior and setting standards for
success (Kashani, 2019). Regardless of the leadership style, the effectiveness of managers

in their roles is vital for organizational health and progress.
2.1. Leadership and Organizational Behavior in Tech

The tech industry stands apart from traditional sectors due to its emphasis on swift
innovation, requiring leaders to quickly adapt to changing market conditions and
technological advancements. An effective leadership style in this context melds pragmatic
decision-making with visionary idealism. Leaders who master this blend are marked by their
flexibility, creativity, and strong belief in their ability to lead teams and bring innovative
concepts to fruition. These qualities are essential for driving innovation and navigating the
unique operational strategies of tech companies, significantly benefiting from leaders'

professional training and experiences (Michaud, 2019).

The sector's agility is complemented by a cultural acceptance of risk and failure,
which is essential for the innovation cycle. Tech leaders prioritize balancing technology
investments with tangible business value, ensuring that funds allocated lead to measurable
cost savings or revenue generation. Unlike traditional businesses, which often experience
slower, more capital-intensive growth due to their reliance on physical resources, tech

companies can scale rapidly with minimal additional costs after initial development.

167



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 6, Sayi/Is.: 2, Yil/Year: 2024, Sayfa/Pages: 158-186

Tech firms often adopt revenue models centered around user growth, such as
subscriptions or advertising, diverging from traditional sectors' focus on stability (Kanter,
2008). This reflects a broader willingness among stakeholders to sacrifice short-term profits
in anticipation of significant long-term market disruption, contrasting with the traditional
emphasis on steady growth and dividends. Moreover, the tech industry's focus on areas like

R&D demands specialized skill sets different from those required in more traditional roles.

The ethical and societal implications of tech, especially in Al, pose immediate and
complex challenges directly linked to product functionalities, setting them apart from the
traditional business concerns over labor, environmental impact, and corporate governance.
Success for CEQs in the Al sector hinges not just on technological acumen but on navigating
the nuanced interplay between internal dynamics, external networks, and Al's societal
implications, achievable through skillful project management and strategic technological
innovation (Zaman, 2020). While fostering strong internal relationships is crucial for
innovation, leaders must avoid an overly inward focus that can limit a firm's innovative
potential (Cao, 2015). Instead, balancing this with robust external networks is vital for
sustaining innovation and competitiveness, a strategy of particular importance in the rapidly

evolving Al landscape (Tagscherer & Carbon, 2023).

Tech leaders like Microsoft's Satya Nadella and Google's Sundar Pichai exemplify
the multifaceted nature of leadership in technology, where strategic vision is key to
navigating the societal implications of tech advancements. Since becoming CEO in 2015,
Sundar Pichai has steered Google towards purposeful innovation, focusing on Al and
machine learning. A notable example is the transformation of Bard into Gemini, highlighting
Google's commitment to pioneering efforts and collaboration- although both Gemini and the
recent release of Google’s Al-enhanced search failed terribly (BBC, 2024; Pichai, 2024).
Their approach aligns with systems thinking, which emphasizes recognizing and influencing
the complex interplay of factors within an organization and team learning, advocating for
viewing organizations as interconnected systems where innovation results from collective
effort (Senge & Sterman, 1992). This demonstrates how systems thinking can drive
transformative change, fostering an adaptable and responsive organizational environment to

market shifts and rapid technological advancements (Christensen & Raynor, 2003).

Comparing OpenAl's strategy under Sam Altman with Apple's approach during
Steve Jobs' leadership illustrates distinct organizational philosophies. Steve Jobs' tenure

starting in 1997 was characterized by transformative leadership, revitalizing Apple's product
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line and culture, and applying double-loop learning to reevaluate the company's core
practices and values (Adigwe, 2024). In contrast, OpenAl, as a nonprofit NGO, is dedicated
to ethically advancing Al for the public good, emphasizing open access and ethical
governance—a commitment to societal impact (Anheier, 2009). While Apple under Jobs
aimed for profitability and market dominance (Porter, 1985), OpenAl under Altman focused
on balancing innovation with ethical Al development, highlighting a mission-centric
approach. This juxtaposition suggests that future Al leadership might integrate algorithms
with human roles to enhance decision-making and team dynamics, leveraging data-driven
insights (Quaquebeke & Gerpott, 2023). OpenAl's decision-making process, emphasizing
collaborative efforts and diverse perspectives, contrasts with Apple's focus on market trends
and profitability, driven by for-profit decision-making processes (Cyert & March, 1963;
Oster, 1995). Apple's resource allocation strategy, aimed at product development and
maximizing shareholder returns, showcases a conventional balance between managerial
decisions and shareholder interests (Jensen & Meckling, 1976). Both organizations,
however, embody disruptive innovation in the tech industry, with a shared commitment to
team learning as a core component of a learning organization (Senge & Sterman, 1992;
Christensen, 1997).

The tech sector's focus on adaptability and continuous learning creates a dynamic
environment that encourages innovation and reevaluating norms and values. Leadership
transitions in this context can often indicate strategic and cultural shifts, underscoring the
need for effective communication to align organizational objectives and improve the work
environment. The quality of leadership significantly influences organizational culture,
employee productivity, and the fostering of an innovative climate. This influence is pivotal
in shaping a tech company's direction and culture (Sonmez Cakir & Adiguzel, 2020).

3. Methodology

This qualitative study explores the differences in leadership styles between the tech
industry and traditional sectors and their impact on Al development and ethical decision-
making. Utilizing a qualitative research approach, the investigation delves into the complex
dynamics of leadership, organizational behavior, and technological innovation—areas
significantly influenced by subjective and contextual factors. A dual methodology,
combining case studies and content analysis, offers a rich analysis of these themes. OpenAl

is chosen as a case study due to its crucial role in Al development and notable leadership
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changes, providing a context for examining contemporary leadership within the tech sector.
This choice enables a detailed exploration of OpenAl's organizational responses during
transformative periods via publicly shared interviews, observations, document analysis, and
archival search. Simultaneously, a content analysis across the tech industry aims to identify,
compare, and contrast leadership styles and their outcomes. This involves a systematic
review of high-impact documents and studies sourced from comprehensive databases such
as JSTOR, Google Scholar, PubMed, and IEEE Xplore, selected based on their high citation
counts and direct relevance to Al and leadership. Search queries were carefully crafted to
include key terms such as “Al leadership, technological innovation,” and “ethical decision-

2

making,” ensuring that only the most relevant and cited documents were reviewed. The
research period from January 2023 to May 2024 is meticulously analyzed to capture the
latest leadership trends and innovations in tech-focused organizations. Document analysis
was particularly suited to this study as it allows for an extensive review of varied sources,
including peer-reviewed articles, company reports, and news articles. This method not only
supports the investigation of historical and current trends in leadership but also aligns with
the qualitative nature of our inquiry, facilitating an in-depth understanding of complex
dynamics within tech leadership. The combination of document analysis with case studies
enriches the research by providing a dual perspective—both broad and focused—on the

leadership styles shaping Al development and ethical decision-making.

Ethical considerations are strictly maintained throughout the study to ensure fairness,
accuracy, and respect, given that real organizations and individuals are involved. This
rigorous ethical stance supports the integrity of the research findings. By linking empirical
findings with theoretical frameworks on transformational and transactional leadership and
integrating discussions on Al ethics, this study advances understanding of how leadership
impacts ethical practices in technology sectors. It significantly contributes to the discourse
by establishing a link between leadership behavior and ethical Al development, filling a gap
in the current literature on the interplay between technology leadership and ethical decision-
making. It addresses the critical need for research on the ethical dimensions of tech industry
leadership, providing insights that are vital for shaping responsible innovation and Al
deployment strategies. These contributions are poised to influence both academic literature
and practical governance, offering guidance for future research and policy formulation. This
study was not funded by any external entity and there are no conflicts of interest to declare.

4. Findings: The Case of OpenAl
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OpenAl saga in November 2023 epitomizes the unpredictable velocity of change in
the tech industry's leadership landscape. Beginning with the abrupt dismissal of CEO Sam
Altman, the sequence of events sparked widespread turmoil, evidenced by a staff letter
threatening collective resignation due to looming concerns about a risky Al discovery (NY
Times, 2023). Amidst the ensuing discord, some attributed to Altman's reported lack of
candor and misalignment with OpenAl's ethos, a strikingly quick reversal occurred (Figure
1).

Figure 1

OpenAl Blog announcements showing Sam Altman's swift dismissal and reinstatement as CEQ, reflecting the

volatile nature of tech industry leadership.

Blog

Latest updates

@ OpenAl @ OpenAl

Sam Altman returns as CEO, OpenAl has a new initial OpenAl announces leadership transition
board Nov 17,2023
Nov 29,2023

*OpenAl, 2023a

This reinstatement marked a return to previous leadership and indicated a strategic
shift, as seen in the rapid executive decision-making and the introduction of new board
members Bret Taylor, Larry Summers, and Adam D'Angelo (OpenAl, 2023a). This series
of developments underscored the intricate interplay of governance, innovation, and ethics
within the tech industry while suggesting a more profound collaboration with Microsoft. It
brought to the forefront issues such as Al safety, deployment speed, possible secret deals
with Microsoft, and disagreements over strategy. The episode in question can be described
as a "leadership reinstatement,” where a leader is returned to their previous role after being
dismissed. This event is unusual in corporate governance, particularly when it occurs
publicly and amidst controversy. In the context of OpenAl, the development of Al and

potential AGI technology played a critical role in shaping leadership decisions and team
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dynamics. The interplay between technology and teamwork required a leadership style that
accounted for both the technological aspects and team morale (Larson & DeChurch, 2020).
The firing and subsequent reinstatement of CEO Sam Altman were directly influenced by
the challenges presented by advancing Al technology. Additionally, technology's role as a
medium of creation was underscored by how digital platforms could facilitate team
restructuring, exemplified by the potential for OpenAl staff to transition to Microsoft
(CNBC, 2023; ABC News,2023). The public and employee reactions to these developments,
particularly the strong response from OpenAl staff, underscored the critical role of
leadership decisions in shaping employee morale and public perception, especially in high-
tech industries. The dismissal of Sam Altman from OpenAl sparked potential mass
resignations, indicating deep-seated loyalty to Altman and widespread dissent against the
board’s decision (Metz et al., 2023). Microsoft's prompt offer for Altman to lead a new Al

research team underscores the complex dynamics in the tech sector.

During his Senate committee testimony, Altman presented Al as a technology with
potentially catastrophic outcomes if mismanaged, emphasizing a strategy of transparency to
build public trust and suggesting a reliance on OpenAl to mitigate these risks (PBS
NewsHour, 2023). This communication approach could strategically position OpenAl as a
pivotal entity in Al, shaping policy and public perception, thus resulting in more hype in Al-
related topics (McComas, 2006). It is vital to critically assess such public statements to
prevent exaggeration of the dependency on particular companies for Al safety. Moreover,
Helen Toner, a former OpenAl board member, allegedly disclosed in a podcast that
significant company developments were concealed from the board by Altman, contributing
to his dismissal due to misrepresentations and a toxic work environment, as reported by two
executives (TED, 2024). Amidst these internal upheavals, speculation around Project Q*
emerged, attracting significant attention within the tech community. According to reports,
Project Q* might be an advanced Al algorithm with breakthrough mathematical reasoning
and cryptographic analysis capabilities, potentially marking a major advancement in Al. The
leak of information regarding Project Q*, described as “unfortunate” by Altman, raised
critical questions about the essence of openness in open-source Al development (The Verge,
2023). The use of the term "leak™ in this context suggests a deviation from the core principles
of open-source ethics, which emphasize transparency and free sharing of information while

highlighting the intricate balance between collaborative openness and the safeguarding of
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sensitive, potentially transformative Al research. This led Elon Musk and many people on
X (former Twitter) to call OpenAl “ClosedAI” (Figure 2).

Figure 2:
Musk, E.(2024, March 6). Change your name To ClosedAl and I will drop the lawsuit [Tweet]. X.

OpenAl & @0penAl - Mar 6 .
We are dedicated to the OpenAl mission and have pursued it every step of
the way.

We're sharing some facts about our relationship with Elon, and we intend to
move to dismiss all of his claims.

@ OpenAl

OpenAl and Elon Musk

From openai.com

Q17K 1132k O 13K il 3.5Mm [ &

: z Elon Musk 2 B @elonmusk - Mar 6

Change your name

Q 983 112K Q 13K il 1.5M -
@elonmusk

To ClosedAl and | will drop the lawsuit

*@elonmusk, 2024

Elon Musk initiated a legal dispute against OpenAl, accusing it of shifting away from
its non-profit origins toward profit-driven operations. In response, OpenAl published emails
exchanged with Musk that highlighted a previously suggested $1B funding commitment to
underscore its dedication to its mission and the resources needed for advanced general AGI
development (OpenAl, 2024). Amidst this controversy, OpenAl introduced a significantly
advanced Al model, 4GPT-o (0" for "omni"), capable of real-time reasoning across audio,
vision, and text. Concurrently, OpenAl formed a strategic partnership with News Corp.,
allowing its news content to be integrated into ChatGPT queries, a deal potentially valued at
over $250 million over five years (Washington Post, 2024). Furthermore, OpenAl has
established a new safety team led by CEO Sam Altman, aiming to fortify safety and security
measures in light of recent key personnel departures and the dissolution of the
Superalignment (Al alignment with human values and safety standards) team (The Verge,

2024). The dismissal of the seasoned alignment team amidst rapid Al advancements and new
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commercial partnerships signals a concerning shift from prioritizing ethical oversight and
human-centered principles to favoring technological progress and profit, potentially
undermining both trust and safety within the broader Al community. These shifts were
marked by the resignations of llya Sutskever and Jan Leike, both key figures in Al ethics
and safety, with Leike moving to the rival startup, Anthropic Al, signaling a notable

reorganization within the Al community (Quartz, 2024).

The OpenAl scenario highlights a critical dilemma in the tech sector: aligning
technological progress with ethical governance amidst commercial ambitions and societal
responsibilities, especially within the framework of the so-called NGO. The role of its Board
of Directors is pivotal in ensuring that OpenAl's profit-driven goals do not compromise its
core ethical mission. This is particularly crucial when managing strategic partnerships, like
those with Microsoft, to prevent commercial interests from overshadowing the
organization's foundational commitments. As OpenAl addresses these complexities, its
experiences illuminate broader issues faced by tech companies striving to innovate
responsibly while building and maintaining trust in a rapidly evolving Al landscape. This
narrative serves as a vital example of the governance challenges and ethical quandaries

pervading the modern technological world.
4.1. Organizational Structure of OpenAl

Figure 3 showcases a mission-driven hybrid organizational structure, reflecting the
tech industry's progressive approach to corporate organization. This model merges non-
profit and for-profit entities under a unified governance system, with a non-profit parent
organization overseeing the commercial endeavors of its subsidiary to ensure alignment with
overarching ethical goals. OpenAl operates as a hybrid organization, starting as an NGO and
later integrating a capped-profit arm in 2019 to attract necessary capital while aiming to
balance this growth with its foundational ethical mission. This structural adaptation reflects
a pragmatic approach to funding and scaling Al advancements, ensuring the organization
can continue to compete and innovate in the tech industry while striving to uphold its ethical
commitments. So, the key feature of the for-profit subsidiary in this model is a cap on profits
(Figure 3), which limits shareholder earnings and redirects excess profits back to the mission,

ensuring that financial goals do not overshadow ethical objectives.
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Figure 3:
Diagram of OpenAl's Organizational Structure, detailing the relationship between its non-profit and for-

profit entities, board, and Microsoft's minority ownership.

Board of

directors

Controls

}

OpenAl' Inc. Wholly owns
501(c)(3) Public Charity --- gcontrols ~-*® OpenAlGPLLC
(OpenAl Nonprofit)
Owns Contral;

!

Holding company for
Microsoft OpenAl Nonprofit +  [¢—— Owns
employees + investors

Majority owner

l

OpenAl Global, LLC
(capped profit company)

Employees &
other investors

Minority owner ——————p|

*OpenAl, 2023b

OpenAl's investment structure incorporates a holding company that aggregates
employees and investors, crafting a model designed to balance profit sharing with mission
reinvestment. This framework fosters an organizational culture attractive to values-driven
tech professionals and investors. Strategic partnerships, particularly Microsoft's minority
ownership, offer potential for mutually beneficial collaborations that leverage shared
expertise and resources while adhering to the nonprofit’s mission-centric focus. However,
such involvement raises significant ethical concerns, as it could allow Microsoft
disproportionate influence over OpenAl’s strategic direction, potentially leading to practices
that prioritize commercial gains over ethical Al deployment and risk monopolistic influence,
which could stifle innovation and reduce diversity in the Al sector (Stout, 2013; Gerdes,
2022). The hybrid organizational structure depicted in Figure 3 represents a forward-
thinking approach in the tech industry, valuing both financial success and societal
contributions. Rooted in stakeholder theory (Freeman, 1984), it features a nonprofit entity at

its core with a profit-oriented subsidiary, aiming to balance profit objectives with an ethical
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mission. Despite Microsoft holding a minority stake, its involvement introduces potential
conflicts between profit-driven goals and the nonprofit's altruistic aims, which might restrict

sector diversity and curb open competition.

OpenAT’s organizational structure, influenced by the Shamrock Organization model
(Handy, 2014), demonstrates a tripartite system designed to ethically advance AGI. This
model eschews traditional hierarchical forms in favor of a more flexible setup, aligning with
OpenAlT’s progressive governance approach (Zammuto et al., 2007). It includes a core team
of executives and specialists guiding strategic direction, strategic partnerships like Microsoft
that bolster capabilities within an ethical framework, and a flexible workforce adept at
adapting to rapid technological changes and integrating ethical considerations. This structure
supports OpenAl's commitment to transparency and agility, crucial traits that distinguish the
dynamic Al sector from slower-changing, more traditional industries. Effective governance
in this model is essential for balancing commercial ambitions with ethical Al development.
This is particularly critical in managing the potential conflicts of interest that arise from the
minority stake of influential partners such as Microsoft. OpenAl's governance requires a
transparent approach to ensure that profit motives do not overshadow ethical imperatives,
thus preventing mission drift. Further enhancing this governance structure, OpenAl employs
a capped profit model that aligns financial outcomes with ethical goals, adhering to the
principles of stakeholder theory (Freeman, 1984). Leadership at OpenAl is crucial in
maintaining this balance. A leadership style that combines transformational and
transactional elements drives innovation while managing operational demands. This
approach is vital for fostering an ethical organizational culture and maintaining brand
integrity amidst complex partnerships. However, transparency in Al development goes
beyond mere disclosure of progress and intentions; it demands making the underlying
technologies and decision-making processes accessible and understandable to the public and
policymakers. There is a risk that ‘transparency’ could devolve into a mere buzzword, leading
to a false sense of security among stakeholders if not properly implemented. Additionally,
OpenAl’s leadership occasionally exhibits a controversial and crisis-driven style,
particularly evident during organizational upheavals or disputes. While sometimes
provoking significant debate, this leadership style plays a critical role during pivotal
moments—either stabilizing the organization and maintaining cohesion or exacerbating

conflicts and causing further divisions. This narrative underscores the complex balance
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OpenAl must navigate: innovating within an ethical framework while managing commercial

pressures and maintaining stakeholder trust in an innovation-centric industry.
5. Discussion

The OpenAl case exemplifies the future of leadership in the tech industry, where the
ability to balance technological advancement with ethical governance becomes essential for
sustainable success. Unlike transient events in other sectors, advancements in the tech
industry set a precedent for future innovations, imbuing each development with lasting
significance. This reality necessitates that tech companies respond to current trends and
actively forge paths for new breakthroughs. The recent events at OpenAl involving Sam
Altman are a striking example, challenging the prevailing notion of transparency as an
unalloyed good in the tech world. Traditionally hailed as a panacea, transparency is revealed
to be a complex and nuanced endeavor (Suddaby & Panwar, 2022). Its excess can be as
chaotic as its scarcity, indicating that the art of transparency lies not just in the free flow of

information but also in the subtleties of its management.

The OpenAl incident brings to light the multifaceted role of communication—it's not
just a conduit for information exchange but also a strategic instrument that influences
organizational culture and morale. The swift leadership shifts and OpenAl's initial opaque
communication led to a cascade of rumors and confusion, as evidenced by the diverse
reactions and discussions that proliferated online. This situation, rife with speculation,
accentuated the challenge of executing effective transparency and the intricacies of
managing public and internal expectations (Hosain et al., 2023). The company's subsequent
struggle with presenting information in a manner that avoids misunderstandings and distrust
serves as a cautionary tale about the pivotal role of strategic communication in crisis

management and during pivotal transitions.

The strong employee response at OpenAl, including threats of mass resignations,
attests to a deep loyalty to Altman and highlights a disconnection from the organization's
original principles, emphasizing the crucial influence of leadership trust on organizational
dynamics (Wired, 2023). This is particularly significant in the tech sector, characterized by
rapid change and high stakes, where trust acts as the linchpin, maintaining cohesion during
turbulent periods (Xu & Liu, 2022). Restoring trust becomes a formidable challenge once it
is compromised, underlining the necessity for boards to act as buffers and guard against
mission drift by ensuring that financial goals do not overshadow other objectives. Boards in
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NGOs should prioritize good governance mechanisms that enhance accountability and
transparency, actively setting up internal controls and governance structures like measures
to prevent fraud, promote diversity, and ensure stakeholder representation, thereby boosting
public trust and organizational credibility. Additionally, boards should regularly conduct
self-evaluations and incorporate external governance tools like certification programs and
codes of conduct to uphold accountability and align with best practices in nonprofit
governance (Rodriguez et al., 2023). An NGO’s board behavior from multiple theoretical
perspectives—agency theory (which focuses on balancing power dynamics between the
board and management), resource dependence theory (which emphasizes managing external
uncertainties and securing essential resources), and institutional theory (which considers
adherence to external norms and standards)—highlights the complexity in understanding the
true motivations and implications of board actions (Miller-Millesen, 2003). Different
theories propose various reasons for board composition and behavior. These diverse
perspectives can lead to varied and sometimes conflicting outcomes in board effectiveness.
By embracing this connected system and complex multilayered processes shaped by
historical and contextual influences, boards can implement strategic oversight more
effectively, foster continuous learning, and maintain adaptability (Cornforth, 2011).
Leadership must continually assess and adjust strategies to embrace ethical flow and
informed risk-taking, ensuring that cautious considerations remain central even when
pursuing financial or technological goals within ever-changing environments. This approach

is essential for maintaining the organization's mission and integrity.

The leadership challenges at OpenAl underscore the risks of conflicts where financial
objectives intersect with non-profit goals, highlighting the need for careful navigation in the
tech industry to ensure that Al advancements align with ethical imperatives (Floridi, 2010).
OpenAl's strategic cooperation with Microsoft demonstrates its commitment to harnessing
financial resources while maintaining open collaboration despite potential discord. These
efforts adhere to the principles of semantic pragmatism, which values actions for their
practical outcomes and ethical congruence (Brandom, 1999). OpenAl's governance model
promotes a leadership philosophy that harmonizes strategic innovation with ethical integrity
and societal impact, championing Al safety and ethics in alignment ( to some degree) with
the organization’s identity and dual missions. Pragmatic idealism, a philosophy crucial for
analyzing and transforming complex systems like Al development, marries short-term

pragmatism with long-term ethical and societal idealism (Sousa-Poza and Martinez, 2005).
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This approach necessitates making difficult decisions today to safeguard or advance future
objectives. OpenAl exemplifies this principle by balancing Microsoft's minority ownership
with its capped profit model and ethical mandate. The dynamic interplay of power,
particularly visible through the hiring and rehiring of Sam Altman, illustrates Microsoft's
significant influence and exemplifies Hegel's (1831) synthesis of pragmatism and idealism.
This fusion underscores the ongoing tension between commercial interests and ethical
missions, driving a critical shift toward integrating political and societal considerations into
Al design and demonstrating a conscious effort to navigate the complexities of technological
innovation within a framework that prioritizes ethical integrity and societal impact (Marino
& Moon, 2023).

Pragmatic idealism in Al leadership, while balancing immediate practical needs with
ethical standards, often faces the critical challenge of aligning rapid technological
advancements with deeply considered ethical norms. The variability of these norms across
different cultures and stakeholders introduces significant ambiguity in ethical decision-
making, making it difficult to establish and maintain universally accepted ethical standards.
As a cautious reminder, this approach can inadvertently allow for rationalizing expedient
choices under the guise of necessity, where leaders might prioritize short-term gains at the
expense of long-term ethical integrity. Such prioritization risks creating a slippery slope
where the ends may be used to justify the means, potentially leading to decisions that harm

societal welfare and undermine trust in Al technologies (Crawford, 2021).
6. Conclusion

In an increasingly tech-based world, organizational culture is undergoing significant
transformation, where pragmatic idealism is pivotal in steering technological directions
amidst evolving power dynamics, especially during dramatic transitions like those observed
at OpenAl. This nuanced approach involves engaging stakeholders comprehensively,
potentially reshaping the tech industry's ethical, regulatory, and societal impact strategies,
as evidenced by Sam Altman's leadership, which navigates the complex interplay of profit
and non-profit motives. It emphasizes the importance of integrating profit-driven goals with
ethical considerations to significantly influence organizational ethos, employee engagement,

and public perception.

However, the common uncertainty about where Al technology will lead underscores

the necessity for robust ethical governance. The flexibility of ethical standards under
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pragmatic idealism, especially in high-pressure scenarios where technological and market
demands are intense, might allow for ethical flexibility where expedience can overshadow
robust ethical deliberations. This could normalize a culture where ethical considerations are
secondary to achieving desired outcomes, potentially eroding public trust in Al technologies.
Such an approach fosters reactive rather than proactive Al governance; continuously
adapting ethical standards to meet immediate needs leaves organizations ill-prepared to
handle crises or ethical dilemmas that arise unexpectedly, potentially magnifying the

consequences of ethical oversights or misjudgments.

The OpenAl saga highlights the critical role of transparency, which is crucial for
maintaining organizational integrity and cultivating stakeholder trust. Thus encouraging
organizational culture via systems thinking, where leadership strategy profoundly influences
employee trust and external partnerships. This necessitates a holistic management approach
that appreciates the complexity inherent in the tech sector. Leaders in the tech industry must
merge visionary thinking with ethical responsibility, adeptly navigating the intricacies of Al
and other cutting-edge technologies coming along with it. By incorporating iterative ethical
review cycles and engaging a wide range of stakeholders in continuous dialogue, the tech
can scrutinize the ethical implications of ongoing projects, allowing for timely adjustments
or even halting projects as necessary. However, the intense Al race between companies and
countries, notably China and the USA, often precludes slow progression, making halting
projects or slow progress with Al nearly impossible for any organization that is developing
Al systems (Cuéllar & Sheehan, 2023).

Adopting transparent, ethical documentation practices enhances the development
process and serves as both an introspective tool for the organization and a valuable resource
for the wider Al community. Weaving these strategies into strategic planning and
emphasizing open collaboration and transparency, the tech and Al industry can pioneer a
more inclusive approach to innovation, bridging the gap between technological progress and
ethical governance and reinforcing the sector’s commitment to fostering an ethically sound
and socially responsible technology-driven future. To manage organizational behavior in the
dynamic Al landscape, future research should track the evolution of leadership and
organizational behaviors in response to ongoing technological advancements and shifting
market dynamics. Considering Al's significant global impact, a deeper investigation into
how various cultural and regulatory contexts influence leadership strategies and

organizational practices across the tech industry is crucial. Assessing the effectiveness of
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current leadership development programs is necessary to determine their capacity to equip

leaders with the skills required to navigate the unique challenges of the tech and Al sector.

References

ABC News. (2023, November 20). Sam Altman hired by Microsoft, 600 OpenAl employees threaten to quit in
protest of his ouster. Retrieved from https://abcnews.go.com/Business/sam-altman-hired-microsoft-
600-openai-employees-threaten/story?id=105032352

Adigwe, C. S. (2024). Transformational Leadership: A Comparative Exploration of the Leadership Prowess of
Jeff Bezos and Steve Jobs. Asian Journal of Economics, Business and Accounting, 24(3), 68—89.
https://doi.org/10.9734/ajeba/2024/v24i31242

Anbheier, H. K. (2009). What kind of nonprofit sector, what kind of society?: Comparative policy reflections.
American Behavioral Scientist, 52(7), 1082-1094. https://doi.org/10.1177/0002764208327676

Antonakis, J., & Day, D. V. (2018). Leadership: past, present, and future. In J. Antonakis & D. V. Day (Eds.),
The nature of leadership (pp. 3-26). Sage Publications. https://doi.org/10.4135/9781506395029.n1

Argyris, C., & Schon, D. (1978). Organizational learning: A theory of action perspective. Addison-Wesley

Bicklander, G., Rosengren, C., & Kaulio, M. (2021). Managing intensity in knowledge work: Self-leadership
practice among Danish management consultants. Journal of Management & Organization, 27, 342—
360. https://doi.org/10.1017/jmo.2018.64

Bass, B. M. (1985). Leadership and performance beyond expectations. Free Press.

Bass, B. M., Avolio, B. J., & Goodheim, L. (1987). Biography and the assessment of transformational
leadership at the  world-class  level. Journal of  Management, 13(1),  7-19.
https://doi.org/10.1177/014920638701300102

Baumann, O., Wu, B. (2023). Managerial hierarchy in Al-driven organizations.J Org Design 12, 1-5,
https://doi.org/10.1007/s41469-023-00147-9

BBC. (2024, February 28). Why Google's 'woke' Al problem won't be an easy fix. BBC News.
https://www.bbc.com/news/technology-68412620

Bebchuk, L. A., & Tallarita, R. (2020). The illusory promise of stakeholder governance. Cornell Law Review,
106, 91-178. https://doi.org/10.2139/ssrn.3544978

Bennis, W.G. (1989), "Managing the Dream: Leadership in the 21st Century", Journal of Organizational
Change Management, 2(1), 6-10. https://doi.org/10.1108/09534818910134040

Blosch, M. (2000). Pragmatism and organizational knowledge management. Knowledge and Process
Management, 8(1), 39-47. https://doi.org/10.1002/kpm.95

Brandom, R.B. (1999), Some Pragmatist Themes in Hegel's Idealism: Negotiation and Administration in
Hegel's Account of the Structure and Content of Conceptual Norms. European Journal of Philosophy,
7: 164-189. https://doi.org/10.1111/1468-0378.00079

Bostrom, N. (2014). Superintelligence: Paths, dangers, strategies. Oxford University Press.

Camilleri, M. (2023). Artificial Intelligence Governance: Ethical Considerations and Implications for Social
Responsibility. Expert Systems. 41(7), https://doi.org/10.1111/exsy.13406

Cao, Q., Simsek, Z., & Jansen, J. J. P. (2015). CEO Social Capital and Entrepreneurial Orientation of the Firm:
Bonding and Bridging  Effects. Journal of Management, 41(7), 1957-1981.
https://doi.org/10.1177/0149206312469666

Christensen, C. M. (1997). The Innovator's Dilemma: When New Technologies Cause Great Firms to Fail.
Harvard Business School Press.

Christensen, C. M., & Raynor, M. E. (2003). The Innovator's Solution: Creating and Sustaining Successful
Growth. Harvard Business School Press.

CNBC. (2023, November 21). Microsoft preparing San Francisco offices for OpenAl employees, even as chaos
lingers. https://www.cnbec.com/2023/11/21/microsoft-preparing-san-francisco-offices-for-openai-
employees-even-as-chaos-lingers.html

181


https://abcnews.go.com/Business/sam-altman-hired-microsoft-600-openai-employees-threaten/story?id=105032352
https://abcnews.go.com/Business/sam-altman-hired-microsoft-600-openai-employees-threaten/story?id=105032352
https://doi.org/10.9734/ajeba/2024/v24i31242
https://doi.org/10.1177/0002764208327676
https://doi.org/10.4135/9781506395029.n1
https://doi.org/10.1017/jmo.2018.64
https://psycnet.apa.org/doi/10.1177/014920638701300102
https://doi.org/10.1007/s41469-023-00147-9
https://www.bbc.com/news/technology-68412620
https://doi.org/10.2139/ssrn.3544978
file://///insight/search%253fq=Warren%20G.%20Bennis
https://www.emerald.com/insight/publication/issn/0953-4814
https://www.emerald.com/insight/publication/issn/0953-4814
https://doi.org/10.1108/09534818910134040
https://doi.org/10.1002/kpm.95
https://doi.org/10.1111/1468-0378.00079
https://doi.org/10.1111/exsy.13406
https://doi.org/10.1177/0149206312469666
https://www.cnbc.com/2023/11/21/microsoft-preparing-san-francisco-offices-for-openai-employees-even-as-chaos-lingers.html
https://www.cnbc.com/2023/11/21/microsoft-preparing-san-francisco-offices-for-openai-employees-even-as-chaos-lingers.html

Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 6, Sayi/Is.: 2, Yil/Year: 2024, Sayfa/Pages: 158-186

Cornforth, C. (2011). Nonprofit governance research: Limitations of the focus on boards and suggestions for
new directions. Nonprofit and Voluntary Sector Quarterly,
41(6). https://doi.org/10.1177/0899764011427959

Crawford, K. (2021). Atlas of AI: Power, politics, and the planetary costs of artificial intelligence. Yale
University Press.

Cuéllar, M.-F., & Sheehan, M. (2023, June 19). Al is winning the Al race: Success isn’t just staying ahead of
China. Foreign Policy. https://foreignpolicy.com/2023/06/19/us-china-ai-race-regulation-artificial-
intelligence/

Cunha, M. P. e, Clegg, S. R., Rego, A., & Berti, M. (2021). Paradoxes of power and leadership. Routledge.
Cyert, R. and March, J. (1963) 4 Behavioral Theory of the Firm. Prentice-Hall, Englewood Cliffs.

Daidai, F., & Tamnine, L. (2023). Artificial intelligence and corporate governance. In Adjunct Proceedings of
the 18th International Conference on Persuasive Technology. CEUR Workshop Proceedings.
https://ceur-ws.org/Vol-3474/paper6.pdf

Damodaran, A. (2007). Strategic risk taking: A framework for risk management. Wharton School Publishing.

De Clercq, D., Sun, W., & Belausteguigoitia, I. (2018). When is job control most useful for idea championing?
Role conflict and psychological contract violation effects. Journal of Management & Organization,
27, 382-396. https://doi.org/10.1017/jmo.2018.28

Deluga, R. J. (1988). Relationship of transformational and transactional leadership with employee influencing
strategies. Group & Organization Studies, 13(4), 456-467.
https://doi.org/10.1177/105960118801300404

deVries, W. A. (2018). From Idealism to Pragmatism. Furopean Journal of Pragmatism and American
Philosophy, 10(2), 1-13. https://doi.org/10.4000/ejpap.1299

Dhamija, P., Chiarini, A. and Shapla, S. (2023). Technology and leadership styles: a review of trends between
2003 and 2021, The TOM Journal, 35(1), 210-233. https://doi.org/10.1108/TQM-03-2021-0087

Dutton, J. E., Workman, K. M., & Hardin, A. E. (2014). Compassion at work. Annual Review of Organizational
Psychology and Organizational Behavior, 1, 277-304. https://doi.org/10.1146/annurev-orgpsych-
031413-091221

Edmondson, Amy C. (2012). Teaming: How Organizations Learn, Innovate, and Compete in the Knowledge
Economy. Jossey-Bass.

Elkington, J. (1997). Cannibals with forks: The triple bottom line of 21st-century business. New Society
Publishers.

Erhan, T., Uzunbacak, H. H., & Aydin, E. (2022). From conventional to digital leadership: Exploring
digitalization of leadership and innovative work behavior. Management Research Review, 45(11),
1524-1543. https://doi.org/10.1108/MRR-05-2021-0338

Ferrara, E. (2023). Fairness and bias in artificial intelligence: A brief survey of sources, impacts, and mitigation
strategies. Sci, 6(1), 3. https://doi.org/10.3390/sci6010003

Fiedler, F. E. (1967). 4 theory of leadership effectiveness. McGraw-Hill.

Finkelstein, S., Hambrick, D.C. and Cannella, A.A. (2009) Strategic Leadership; Theory and Research on
Executives, Top Management Teams and Boards. Oxford University Press.

Floridi, L. (2008). Information ethics: a reappraisal. Ethics Inf Technol, 10, 189-204.
https://doi.org/10.1007/s10676-008-9176-4

Forbes Advisor. (2024). Al Statistics. Retrieved February 6, 2024, from
https://www.forbes.com/advisor/in/business/ai-statistics/

Freeman, R. E. (1984). Strategic Management: A Stakeholder Approach. Pitman.

Gerdes, A. (2022). The tech industry hijacking of the Al ethics research agenda and why we should reclaim it.
Discov Artif Intell, 2, 25, https://doi.org/10.1007/s44163-022-00043-3

Ginter, P. M., Duncan, W. J., & Swayne, L. E. (2018). The Strategic Management of Health Care Organizations
(8th ed.). Wiley.

182


https://doi.org/10.1177/0899764011427959
https://foreignpolicy.com/2023/06/19/us-china-ai-race-regulation-artificial-intelligence/
https://foreignpolicy.com/2023/06/19/us-china-ai-race-regulation-artificial-intelligence/
https://doi.org/10.1017/jmo.2018.28
https://doi.org/10.1177/105960118801300404
https://doi.org/10.4000/ejpap.1299
file://///insight/search%253fq=Pavitra%20Dhamija
file://///insight/search%253fq=Andrea%20Chiarini
file://///insight/search%253fq=Shara%20Shapla
https://www.emerald.com/insight/publication/issn/1754-2731
https://doi.org/10.1108/TQM-03-2021-0087
https://doi.org/10.1146/annurev-orgpsych-031413-091221
https://doi.org/10.1146/annurev-orgpsych-031413-091221
https://www.hbs.edu/faculty/Pages/item.aspx?num=42298
https://www.hbs.edu/faculty/Pages/item.aspx?num=42298
https://doi.org/10.1108/MRR-05-2021-0338
https://doi.org/10.3390/sci6010003
https://doi.org/10.1007/s10676-008-9176-4
https://www.forbes.com/advisor/in/business/ai-statistics/
https://doi.org/10.1007/s44163-022-00043-3

A. A. BOZDAG

Greenleaf, R. K. (1977). Servant leadership: A journey into the nature of legitimate power and greatness.
Paulist Press.

Gurbuz, F. G., & Gulec, B. (2022). How leadership style matters for innovative work behavior. Journal of
Management, Marketing and Logistics, 9(4), 136-146.
https://dergipark.org.tr/en/pub/jmml/issue/75138/1232278

Hadziahmetovic, N., & Salihovic, N. (2022). The Role of Transparent Communication and Leadership in

Employee Engagement. International Journal of Academic Research in Economics and Management
and Sciences. 11(2), 558-571. http://dx.doi.org/10.6007/IJAREMS/v11-i2/14067

Hamel, G. (2000). Leading the revolution. Harvard Business School Press.

Handy, C. (2014). The Shamrock Organisation. Business Strategy  Review,25(4), 8l.
https://doi.org/10.1111/j.1467-8616.2014.01131.x

Harris, C. (2002). Hyperinnovation: Multidimensional enterprise in the connected economy. Palgrave
Macmillan London. https://doi.org/10.1057/9781403907356

Hautala, T. M. (2006). The relationship between personality and transformational leadership. Journal of
Management Development, 25(8), 777-794. https://doi.org/10.1108/02621710610684259

Hegel, G. W. F. (1831). Hegel's Science of Logic, translated by A.V. Miller (1969). Humanities Press
International.

Hickman, G. R. (2010). Leading change in multiple contexts: Concepts and practices in organizational,
community, political, social, and global change settings. @~ SAGE  Publications.
https://doi.org/10.4135/9781452274706

Hosain, T.M., Anik, M.H., Rafi, S., Tabassum, R., Insia, K., & Siddiky, M.M. (2023). Path to Gain Functional
Transparency In Artificial Intelligence With Meaningful Explainability. Journal of Metaverse. 3 (2),
166-180. Doi: 10.57019/jmv.1306685

House, R. J., Hanges, P. J., Javidan, M., Dorfman, P. W., & Gupta, V. (Eds.). (2004). Culture, leadership, and
organizations: The GLOBE study of 62 societies. Sage Publications.

Jensen, M. C., & Meckling, W. H. (1976). Theory of the firm: Managerial behavior, agency costs and ownership
structure.  Journal of Financial Economics, 3(4), 305-360. https://doi.org/10.1016/0304-
405X(76)90026-X

Kanter, R. M. (2008). Transforming giants. Harvard Business Review. https://hbr.org/2008/01/transforming-
giants

Karimi, S., Ahmadi Malek, F., Yaghoubi Farani, A., & Liobikiené, G. (2023). The role of transformational
leadership in developing innovative work behaviors: The mediating role of employees’ psychological
capital. Sustainability, 15(2), 1267. https://doi.org/10.3390/su15021267

Kashani, P. E. (2019). The Effects of Managers on Organizational Behaviors and Functions. Research on
Humanities and Social Sciences, 9(14). https://doi.org/10.7176/RHSS/9-14-12

Kindarto, A., Zhu, Y.-Q., & Gardner, D. G. (2020). Full range leadership styles and government IT team
performance: The critical roles of follower and team competence. Public Performance & Management
Review, 43(4), 889-917. https://doi.org/10.1080/15309576.2020.1730198

Kotter, J. P. (1996). Leading change. Harvard Business School Press.

Kranzberg, M. (1986). Technology and history:” Kranzberg's Laws”. Technology and Culture, 27(3), 544-560.

Larson, L., & DeChurch, L. (2020). Leading teams in the digital age: Four perspectives on technology and
what they mean  for leading  teams. The  Leadership  Quarterly, 31(1),
https://doi.org/10.1016/j.leaqua.2019.101377

Li, P, Yang, J., Islam, M. A., & Ren, S. (2023). Making Al less "thirsty": Uncovering and addressing the secret
water footprint of Al models. arXiv. https://doi.org/10.48550/arXiv.2304.0327 1

Lofgren, C., Elmerstig, E., Schroder, J., Chollier, M., Mehuli¢, J., de Graaf, H., Klapilova, K., Tavares, L.,
Briken, P., Kose, O., Nobre, P., & Stulhofer, A. (2022). Changes in intimacy and sexuality during the
covid-19 pandemic: A qualitative analysis of data from a survey on partnered individuals in eight
european countries. Sexuality & Culture, 27(2), 693-714.https:/doi.org/10.1007/s12119-022-10035-1

183



https://dergipark.org.tr/en/pub/jmml/issue/75138/1232278
http://dx.doi.org/10.6007/IJAREMS/v11-i2/14067
https://doi.org/10.1111/j.1467-8616.2014.01131.x
https://doi.org/10.1057/9781403907356
https://doi.org/10.1108/02621710610684259
https://doi.org/10.4135/9781452274706
https://doi.org/10.1016/0304-405X(76)90026-X
https://doi.org/10.1016/0304-405X(76)90026-X
https://hbr.org/2008/01/transforming-giants
https://hbr.org/2008/01/transforming-giants
https://doi.org/10.3390/su15021267
https://doi.org/10.7176/RHSS/9-14-12
https://doi.org/10.1080/15309576.2020.1730198
https://doi.org/10.1016/j.leaqua.2019.101377
https://doi.org/10.48550/arXiv.2304.03271
https://doi.org/10.1007/s12119-022-10035-1

Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 6, Sayi/Is.: 2, Yil/Year: 2024, Sayfa/Pages: 158-186

MacKinnon, R. (2012). Consent of the Networked: The Worldwide Struggle for Internet Freedom. Basic Books.
March, J. G. (1994). 4 primer on decision making: How decisions happen. Free Press.

Marino, D., & Moon, A. (2023). The potential for co-operatives to mitigate Al ethics catastrophes: Perspectives
from media analysis. In 2023 IEEE International Symposium on Ethics in Engineering, Science, and
Technology (ETHICS) (pp- 1-10). West Lafayette,
https://doi.org/10.1109/ETHICS57328.2023.10155081

Masoud, R., & Basahal, A. (2023). Leadership competencies in non-profit organizations: Insights from
qualitative research. Journal of Human Resource and Sustainability Studies, 11, 255-
271. https://doi.org/10.4236/jhrss.2023.112016

McComas, K. A. (2006). Defining moments in risk communication research: 1996-2005. Journal of Health
Communication, 11(1), 75-91. https://doi.org/10.1080/10810730500461091

Metz, C., Mickle, T., & Isaac, M. (2023). OpenAl staff threatens exodus, jeopardizing company’s future. The
New York Times. Retrieved November 20, 2023, from
https://www.nytimes.com/2023/11/20/business/openai-staff-exodus-turmoil.html

Michaud, Thomas A. (2019). Leadership elitism — idealism vs. Realism. Studia Philosophiae Christianae
55(3), 81-103.

Miller-Millesen, J. L. (2003). Understanding the behavior of nonprofit boards of directors: A theory-based
approach. Nonprofit and Voluntary Sector Quarterly, 32(4), 521-
547. https://doi.org/10.1177/0899764003257463

Muldoon, J., Wu, B.A. (2023). Artificial Intelligence in the Colonial Matrix of Power. Philos. Technol. 36, 80
https://doi.org/10.1007/s13347-023-00687-8

Mumford, M. D., Zaccaro, S. J., Harding, F. D., Jacobs, T. O., & Fleishman, E. A. (2000). Leadership skills for
a changing world: Solving complex social problems. Leadership Quarterly, 11(1), 11-35.
https://doi.org/10.1016/S1048-9843(99)00041-7

Musk, E. [@elonmusk]. (2024, March 6). Change your name To ClosedAl and I will drop the lawsuit [ Tweet].
X. https://x.com/elonmusk/status/1765409615070601417?lang=en

NY Times. (2023, November 20). The employee letter to OpenAl’s board. NY Times. Retrieved
from https://www.nytimes.com/interactive/2023/11/20/technology/letter-to-the-open-ai-board.html

OpenAl. (2023a, November 29). Sam Altman returns as CEO, and OpenAl has a new initial board. Retrieved
from https://openai.com/blog

OpenAl. (2023b, June 28). Our structure. OpenAl Blog. https://openai.com/our-structure

Ortega-Rodriguez, C., Martin-Montes, L., Liceran-Gutiérrez, A., & Moreno-Albarracin, A. L. (2023).
Nonprofit good governance mechanisms: A systematic literature review. Nonprofit Management and
Leadership. 34(4), 927-957. https://doi.org/10.1002/nml.21598

Oster, S. M. (1995). Strategic management for nonprofit organizations: Theory and cases. Oxford University
Press.

Palabiyik, N., Yikilmaz, 1., & Siiriicii, L. (2023). Ways to promote employee work engagement in healthcare
organizations: Servant leadership and organizational justice. Journal of Economics, Business and
Political Researches, 8(Special Issue). https://doi.org/10.25204/iktisad.1339209

Palepu, K. G., Healy, P. M., & Bernard, V. L. (2003). Business Analysis and Valuation: Using Financial
Statements, Text Only (3rd ed.). South-Western College Pub.

PBS NewsHour. (2023, May 16). OpenAl CEO Sam Altman testifies on artificial intelligence before Senate
committee [Video]. YouTube. https://www.youtube.com/watch?v=P_ACcQxJIsg

Peters, U., & Carman, M. (2024). Cultural bias in explainable ai research: A systematic analysis. Journal of
Artificial Intelligence Research, 79, 971-1000. https://doi.org/10.1613/jair.1.14888

Pichai, S. (2024, February 8). A message from our CEO: The next chapter of our Gemini era. Google Blog.
Retrieved from https://blog.google/technology/ai/google-gemini-update-sundar-pichai-2024/

Polzer, J. T. (2022). The rise of people analytics and the future of organizational research. Research in
Organizational Behavior, 42, https://doi.org/10.1016/j.riob.2023.100181

184


https://doi.org/10.1109/ETHICS57328.2023.10155081
https://doi.org/10.4236/jhrss.2023.112016
https://doi.org/10.1080/10810730500461091
https://www.nytimes.com/2023/11/20/business/openai-staff-exodus-turmoil.html
https://doi.org/10.1177/0899764003257463
https://doi.org/10.1016/S1048-9843(99)00041-7
https://x.com/elonmusk/status/1765409615070601417?lang=en
https://www.nytimes.com/interactive/2023/11/20/technology/letter-to-the-open-ai-board.html
https://openai.com/blog
https://openai.com/our-structure
https://doi.org/10.1002/nml.21598
https://doi.org/10.25204/iktisad.1339209
https://www.youtube.com/watch?v=P_ACcQxJIsg
https://doi.org/10.1613/jair.1.14888
https://blog.google/technology/ai/google-gemini-update-sundar-pichai-2024/
https://doi.org/10.1016/j.riob.2023.100181

A. A. BOZDAG

Porter-O'Grady, T. (2003). Implementing shared governance: Creating a professional organization. Jones &
Bartlett Learning.

Porter, M. E. (1985). The Competitive Advantage: Creating and Sustaining Superior Performance. Free Press.
Porter, M. E., & Kramer, M. R. (2011). Creating shared value. Harvard Business Review, 89(1/2), 62-77.

Quaquebeke, N. V., & Gerpott, F. H. (2023). The Now, New, and Next of Digital Leadership: How Artificial
Intelligence (AI) Will Take Over and Change Leadership as We Know It. Journal of Leadership &
Organizational Studies, 30(3), 265-275. https://doi.org/10.1177/15480518231181731

Quartz. (2024, May 17). The OpenAl team responsible for Al's existential dangers has disbanded.
https://qz.com/jan-leike-openai-superalignment-rival-anthropic-ai-safe-1851504247

Zammuto, R. F., Griffith, T. L., Majchrzak, A., Dougherty, D. J., & Faraj, S. (2007). Information technology
and the changing fabric of organization. Organization  science, 18(5),  749-762.
https://doi.org/10.1287/0rsc.1070.0307

Schein, E. H. (2010). Organizational culture and leadership (4th ed.). Jossey-Bass.

Senge, P. M., & Sterman, J. D. (1992). Systems thinking and organizational learning: Acting locally and
thinking globally in the organization of the future. European Journal of Operational Research, 59(1),
137-150. https://doi.org/10.1016/0377-2217(92)90011-W

Shala, B., Prebreza, A., & Ramosaj, B. (2021). The Contingency Theory of Management as a Factor of
Acknowledging the Leaders-Managers of Our Time Study Case: The Practice of the Contingency
Theory in the Company Avrios. Open Access Library Journal, 8(1-20),
https://doi.org/10.4236/0alib.1107850

Shortell, S. M., & Kaluzny, A. D. (2011). Healthcare Management: Organization Design and Behavior (6th
ed.). Cengage Learning.

Sonmez Cakir, F., & Adiguzel, Z. (2020). Analysis of Leader Effectiveness in Organization and Knowledge
Sharing Behavior on Employees and Organization. SAGE Open. 10(1),
https://doi.org/10.1177/2158244020914634

Sousa-Poza, A., & Correa-Martinez, Y. (2005). Pragmatic idealism as the basis for understanding complex
domains: The trinity and SOSE. 2005 IEEE International Conference on Systems, Man and
Cybernetics (Vol. 3, pp. 2744-2750). https://doi.org/10.1109/ICSMC.2005.1571565

Stark, L., & Hoey, J. (2021). The Ethics of Emotion in Artificial Intelligence Systems. In Proceedings of the

ACM  Conference on  Fairness, Accountability, —and  Transparency, (pp. 1-12).
https://doi.org/10.1145/3442188.3445939

Stout, L. A. (2013). The shareholder value myth. The European Financial Review. Retrieved
from https://scholarship.law.cornell.edu/facpub/771

Suddaby, R., & Panwar, R. (2022). On the Complexity of Managing Transparency. California Management
Review, 65(1), 5-18. https://doi.org/10.1177/00081256221128766

Tagscherer, F., & Carbon, C.-C. (2023). Leadership for successful digitalization: A literature review on
companies’ internal and external aspects of digitalization. Sustainable Technology and
Entrepreneurship, 2(2), 100039. https://doi.org/10.1016/j.stae.2023.100039

Taylor, F. W. (1911). The principles of scientific management. Harper & Brothers.

TED. (2024, May 30). Former board member Helen Toner shares what really happens [Video].
YouTube. https://www.youtube.com/shorts/LOL_D2VPXMU

The Verge. (2023, November 30). Sam Altman interview: OpenAl CEO rehired.
https://www.theverge.com/2023/11/29/23982046/sam-altman-interview-openai-ceo-rehired

The Verge. (2024, May 28). OpenAl has a new safety team — it’s run by Sam Altman.
https://www.theverge.com/2024/5/28/24166105/openai-safety-team-sam-altman

Topol, E. (2012). The creative destruction of medicine: How the digital revolution will create better health
care. Basic Books.

Tost, L.P. (2011). An integrative model of legitimacy judgments. Academy of Management Review, 36(4),

686—710. https://doi.org/10.5465/amr.2010.0227



https://doi.org/10.1177/15480518231181731
https://doi.org/10.4236/oalib.1107850
https://doi.org/10.1177/2158244020914634
https://doi.org/10.1109/ICSMC.2005.1571565
https://doi.org/10.1145/3442188.3445939
https://scholarship.law.cornell.edu/facpub/771
https://doi.org/10.1177/00081256221128766
https://doi.org/10.1016/j.stae.2023.100039
https://www.youtube.com/shorts/L0L_D2VPXMU
https://www.theverge.com/2023/11/29/23982046/sam-altman-interview-openai-ceo-rehired
https://doi.org/10.5465/amr.2010.0227

Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 6, Sayi/Is.: 2, Yil/Year: 2024, Sayfa/Pages: 158-186

Weisbrod, B. A. (1998). The nonprofit mission and its financing: Growing links between nonprofits and the

Wired.

rest of the economy. In B. A. Weisbrod (Ed.), 7o Profit or Not to Profit: The Commercial
Transformation of the Nonprofit Sector. Cambridge University Press.

(2023, November 20). OpenAl staff threaten to quit wunless board resigns.
https://www.wired.com/story/openai-staff-walk-protest-sam-altman/

Xu, Y., & Liu, Y. (2022). The impact of trust in technology and trust in leadership on the adoption of new

technology from an employee's perspective. Advances in Psychological Science, 29(10), 1711-1723.
https://doi.org/10.3724/SP.J.1042.2021.01711

Zaman, U., Nawaz, S., & Nadeem, R. D. (2020). Navigating innovation success through projects: Role of CEO

transformational leadership, project management best practices, and project management technology
quotient. Journal of Open Innovation: Technology, Market, and Complexity, 6(4), 168.
https://doi.org/10.3390/joitmc6040168

Zuboff, S. (2019). The Age of Surveillance Capitalism: The Fight for a Human Future at the New Frontier of

Power. PublicAffairs.

186


https://www.wired.com/story/openai-staff-walk-protest-sam-altman/
https://doi.org/10.3724/SP.J.1042.2021.01711
https://doi.org/10.3390/joitmc6040168

Journal of Organizational Behavior Review Cilt/Vol.: 6, Sayv/Is.: 2
(JOB Review) Yil/Year: 2024, Sayfa/Pages: 187-199
Basvuru Tarihi: 28.02.2024

Kabul Tarihi: 22.07.2024

Derleme Makale/Review Article

Conceptualization of Ambidextrous Leadership Effect:

Emotional And Cognitive Pathway

Cagla GUVEN?

Abstract

This study presents a conceptual framework examining the impact of ambidextrous leadership on employees’
innovative work behavior through emotional and cognitive pathways. Through theoretical review and synthesis
of existing literature, propositions were developed linking ambidextrous leadership, creativity, proactive goal
generation, and innovative work behavior. The framework suggests that leaders' opening behaviors foster
creativity by encouraging autonomous thinking while closing behaviors foster proactive goal generation. It is
proposed that the interaction between opening and closing behaviors directly affects innovative work behavior,
with creativity and proactive goal generation as mediators. These effects are posited to occur through distinct
emotional and cognitive pathways. The conceptual model contributes to ambidextrous leadership and
innovative behavior literature by elucidating the mechanisms linking leadership behaviors to employee
innovation. This study offers new insights into the interplay between leadership and innovation in
organizations, providing a foundation for future empirical research and practical implications in fostering
workplace innovation.

Keywords: Ambidextrous Leadership, Leadership, Innovative Work Behavior

Cok Yonlii Liderlik Etkisinin Kavramsallastirilmasi:

Duygusal ve Bilissel Perspektif

(04
Bu calisma, ¢ok yonlii liderligin ¢calisanlarin yenilik¢i is davranislart tizerindeki etkisini duygusal ve bilissel
yollar araciligiyla inceleyen kavramsal bir ¢er¢eve sunmaktadr. Calisma, mevcut literatiiriin teorik incelemesi
ve sentezi yoluyla, ¢ok yonlii liderlik, yaraticilik, proaktif hedef olusturma ve yenilik¢i is davranisi arasindaki
baglantilart ortaya koyan onermeler gelistirmektedir. Model, liderlerin serbest birakma davramislarinin
bagimsiz diisiinmeyi tesvik ederek bireyleri yaraticiliga yonlendirdigini, svirlama davraniglarmn ise proaktif
hedef olusturmay tesvik ettigini one siirmektedir. Calismada, serbest birakma ve suirlama davranislart
arasindaki etkilesimin, yaraticilik ve proaktif hedef olusturmanmin aracilik ettigi yenilik¢i is davranisin
dogrudan etkiledigi onerilmektedir. Kavramlar arasindaki bu etkilesimin ise duygusal ve bilissel yollar
aracthgyla gergeklestigi ileri siiriilmektedir. Caliyma modeli, liderlik davramislarini ¢alisan yeniligine
baglayan mekanizmalar: agikliga kavusturarak ¢ok yonlii liderlik ve yenilik¢i davranis literatiiriine katkida
bulunmaktadir. Bu ¢alisma, organizasyonlarda liderlik ve yenilik arasindaki etkilesime dair yeni bakis agilari

sunarak, isyerinde yeniligi tesvik etmeye yonelik gelecekteki ampirik arastirmalar ve pratik uygulamalar icin
bir temel sunmaktadir.
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1. Introduction

The competitive arena in the business environment has changed in many ways. More
recently, the rapid change in technological development and the way of doing work,
especially throughout the pandemic, made organizations to be more ambidextrous and use
both their exploitation and exploration sides effectively. Especially today, organizations
should use both hands professionally, like a jongleur. They need to be flexible, innovative,
and risk-takers while also controlling productivity, efficiency, and optimization
simultaneously. Thereby, organizations need leaders, who can generate both sides
harmonically, to catch the rapid change and be more innovative. Depending on the
ambidexterity perspective, Rosing et al. (2011) proposed the ambidextrous theory of
leadership which involves opening and closing behaviors, triggers employee exploration,

and enables the exploitation of ideas, respectively.

Even though it is well-stated that leaders' opening and closing behaviors foster
innovation in organizations, far fewer studies focus on ambidexterity at the individual level.
Hence, there is a lack of understanding of how exactly an ambidextrous leader can lead an
employee to act innovatively. Thereby, this paper focuses on explaining how ambidextrous
leaders can affect employees’ innovative work behavior and presents a conceptual
framework to show this relation through the emotional and cognitive pathways. As such, the
study presents propositions rather than hypotheses. Propositions are appropriate for
conceptual studies as they offer theoretical statements that logically connect concepts within
a framework (Bacharach, 1989). Thereby, propositions in this conceptual paper serve to

articulate relationships between constructs that can guide future empirical research.

Study propositions link ambidextrous leadership behaviors, creativity, proactive goal
generation, and innovative work behavior grounded in existing literature and logical
argumentation. These propositions form the basis of the conceptual model and provide a
foundation for future empirical studies to develop and test specific hypotheses in various
organizational contexts. The current study may bring an insight into both ambidextrous
leadership and innovative behavior literature, by explaining the underlying mechanisms of

the relationship between those two important constructs in management studies.
2. Theoretical Framework and The Conceptual Model

Organizational psychologists have a keen interest in exploring the link between

leadership and employee innovation (Hunter et al., 2011). Seen as an extension of
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innovation, Employees' Innovative Work Behavior (IWB) is highly valued within
organizations due to its critical role in enhancing financial performance. IWB encompasses
various behaviors across different stages (Janssen, 2000; Kafouros & Forsans, 2012; Javed
et al., 2021). The process begins with the exploration and generation of ideas aimed at
creating new opportunities, followed by a stage of idea championing, where employees
advocate for their ideas to garner support from others. The process culminates in the
implementation stage, where employees execute original ideas that practically benefit the

organization (De Jong & Den Hartog, 2010).

Rosing et al. (2011) highlight that the intricacies of the innovation process demand a
leadership style of equal complexity. This perspective gave rise to the ambidexterity theory
of leadership for innovation, suggesting that effective leadership involves a blend of opening
and closing behaviors to foster innovation (Zacher & Rosing, 2015). Opening behaviors are
those that promote employee exploration, including encouraging diverse methods for
completing tasks, allowing the application of new ideas, and creating an environment
conducive to independent thought. On the other hand, closing behaviors are centered on
exploiting ideas by creating routines, setting objectives, and tracking progress toward these
goals (Zacher & Wilden, 2014). The core concept of this theory posits that the interaction
between opening and closing behaviors predicts innovative outcomes. The idea behind this
is that strong closing behaviors amplify the effects of opening behaviors on employees'
capacity for innovation, and the opposite relationship holds as well (Zacher & Rosing, 2015).
Depending on this point of view, opening and closing behaviors may trigger each other
towards innovativeness. Accordingly, the current model proposes that opening and closing
behavior will affect each other and the interaction between them will directly lead employees

to behave in an innovative way.

Proposition 1: Leader’s opening and closing behavior will affect each other and the

interaction between them will directly affect employees’ innovative work behavior.
2.1 Opening Behavior and Creativity

Employee creativity is recognized as a pivotal factor in an organization's growth and
success, serving as the foundation for the generation of new and useful ideas, which is a
crucial precursor to the implementation of these ideas (Zhou & Shalley, 2011). Research
indicates that certain organizational elements, such as innovation support, a climate fostering

excellence, and supervisor empowerment, have a positive correlation with creativity.
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Moreover, factors like intrinsic motivation, a divergent thinking style, and autonomy are
essential precursors to creativity. Additionally, a key condition for fostering creativity is the
promotion of variance, as diversity and various approaches contribute to the creative process
(Anderson et al., 2014; Rosing et al., 2011).

Furthermore, the distinct traits of opening behavior facilitate various approaches to
task completion, promote experimentation with diverse ideas, inspire risk-taking, offer
opportunities for independent thought and action, allow space for personal ideas, and support
learning from mistakes. From this perspective, it can be said that ambidextrous leaders who
exhibit opening behaviors effectively grant their employees a ‘'mental space,’ enabling them
to generate innovative ideas. Thus, leaders who successfully exhibit opening behavior can

guide their employees toward creativity.
Proposition 2: Leader’s opening behavior will positively affect employees’ creativity.
2.2 Closing Behavior and Proactive Goal Generation

Goal-regulation theory posits that individuals, through their autonomous
participation in the process of creating goals, can transform their aspirations into concrete
objectives and dedicate themselves to starting and carrying out actions aimed at these goals
(Gollwitzer & Schaal, 2001). From this viewpoint, the proactive creation of goals involves
both envisioning and planning stages. Envisioning refers to the process of establishing
objectives that foresee desired future outcomes related to enhancing the work environment
or the work itself, such as the improvement of work procedures or an individual’s
performance on work-related tasks. Planning, on the other hand, entails devising a strategic
plan for action to accomplish these objectives, which might include preparing oneself
emotionally for undertaking change-driven activities or considering various strategies for

achieving goals linked to innovation (Montani et al., 2015).

Since closing behavior is considered as a set of leader behaviors that involves taking
corrective action, specifying purposes, setting lucid guidelines, and monitoring goal
achievement, leaders who engage with closing behaviors, actually lead their employees to
be more planful, goal-oriented, self-perceiving, and disciplined. Depending on this point of
view, it can be expected that employees will be oriented to envisioning and planning, be

more goal-oriented, and try to be impeccable to achieve the best.

Proposition 3: Leader’s closing behavior will positively affect employees’ proactive

goal generation.
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2.3 The Mediating Role of Creativity and Proactive Goal Generation

Employees recognized as a vital component of the innovation process, serve as a
dynamic force capable of driving and nurturing innovation across various levels (Foss et al.,
2013). Additionally, innovative work behavior encompasses a range of activities that not
only initiate but also intentionally introduce novel ideas and solutions for problem-solving
(Shipton et al., 2016). Research has consistently shown that employee creativity and
leadership are paramount factors with significant repercussions for a host of critical
performance outcomes and innovation (Anderson et al., 2014). Leaders are noted for their
ability to elevate employees to higher levels of achievement, inspire them to go beyond their
interests for the greater good, encourage them to harness their capabilities for personal
development and enhance their intellectual faculties to tackle problems from fresh
perspectives (Tse et al., 2018). Moreover, ambidextrous leaders' explorative part, which in
this case is an opening behavior, is considered to be an appropriate trigger to foster the
employees to be creative by providing them free space. Considering the leaders' opening
behavior, it is logical to expect that employees who receive behaviors from their leaders such
as being allowed to think independently and freely, encouraged to take risks and break up
rules, will be more creative or find a chance to set free their creativity. In the end, this process

will lead employees to behave innovatively owing to their revealed creativity.

Proposition 4: Leader’s opening behavior will positively affect employees’ innovative work

behavior via creativity.

In the realm of research, the process of generating goals has been theoretically
pinpointed as a pivotal catalyst for employee innovation (Oldham & Baer, 2012). Aligning
with the theory of goal regulation, individuals who set goals oriented toward change are
more likely to engage in the development of targeted plans as part of their efforts to achieve
those goals (Wood et al. 2012; Locke 2000). Indeed, the act of setting goals serves a guiding
role, concentrating individuals' attention on activities relevant to their goals and diverting it
from tasks without set objectives (Locke & Latham, 2002). The literature describes proactive
goal generation as comprising two main elements: envisioning, which is the cognitive
process of looking ahead to foresee future outcomes that could enhance the current state, and
planning, which involves creating a strategy that connects the envisioned goal with specific
actions aimed at achieving it (Grant & Ashford, 2008; Montani et al., 2015; Van Hooft et al.

2005). Specifically, through proactive envisioning, individuals are more adept at preserving
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their resources and utilizing them to generate and actualize new ideas (Montani et al., 2014).
Together with the literature, envisioning and planning are considered together on behalf of
the proactive goal generation. Depending on the leaders' closing behavior and goal-
generation perspective, it is logical to expect that employees who receive behaviors from
their leaders such as taking corrective actions, goal attainment, sanctioning errors, and task
accomplishment, will be more goal-oriented, focus on new goal setting to accomplish the
task and having anticipation of what's appropriate for the situation. In the end, this process
will lead employees to be innovative because they have been envisioning and planning with

the guidance of their leader.

Proposition 5: Leader’s closing behavior will positively affect employees’ innovative work

behavior via proactive goal generation.

Accordingly, the conceptual model of the study can be shown as below:

Figure 1

Conceptual Model of Ambidextrous Leadership and Innovative Work Behavior
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2.4 Emotional and Cognitive Pathways

Based on existing research, it's clear that emotions significantly impact the leadership
dynamic, affecting the feelings leaders have and show, as well as how followers feel about
their leaders (George, 2000). Leaders have the responsibility to manage their own emotions
in the context of their relationship with followers and to handle their followers' emotions
effectively. For instance, leaders who grasp and sympathize with their employees' sentiments
regarding change can lead to a more seamless adoption of new policies or changes (Huy,
2002).

When considering the characteristics of opening behavior, it is seen that
ambidextrous leaders, by displaying opening behavior, actually give their employees a
chance to be more relaxed to produce new ideas by providing them a free space to think
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independently whereas, at the same time, allow them to be more audacious to implement
those ideas by encouraging them to take risks and error learning. Besides, there is strong
support related to positive affect and creativity that when people are in a positive mood, they
are more creative (Barsade and Gibson, 2007). In our case, even if the employee does not
hold any positive affect, the ambidextrous leader with opening behavior provides positivity
for the employee by motivating, encouraging, permitting freedom, and allowing independent
thinking. Meanwhile, to provide this kind of environment to employees, initially,
ambidextrous leaders might have a positive effect. Viewed through this lens, it can be argued

that there exists an emotional contagion between ambidextrous leaders and their employees.

Emotional contagion is described as the process through which emotions are shared
or transferred from one individual to other members of a group, accompanied by a propensity
to mimic the nonverbal behaviors of others, leading to a convergence of emotional states
(Hatfield et al., 1994). This contagion forms the beginning of the emotional path and after
having or enhancing their positivity, employees carry this path to innovative behavior via
creativity. For example, research has discovered that an individual's propensity to feel
positive emotions and moods correlates with improvements in numerous aspects of work
performance, enhanced negotiating skills, and the inclination to perform voluntary actions
that benefit the organization (Lyubomirsky et al., 2005). Depending on this perspective, the
current model proposes that the opening behavior side of the ambidextrous leader affects

employees' innovative behavior through an emotional path.

On the cognitive aspect of the model, it's important to recognize that leadership
scenarios involve both leaders and followers, where cognition plays a role for both parties
(Drazin et al., 1999). Cognition, which necessitates knowledge or information, has been
found to significantly impact leader performance. Moreover, the focus is not solely on the
knowledge itself but on how individuals organize, store, and retrieve this knowledge
(Connelly et al., 2000; Vessey et al., 2011). The critical aspect here involves the application
of cognitive abilities such as problem-solving, decision-making, and effective thinking, as
how people utilize their cognitive capacities influences the behaviors observed by others in
leaders (Mumford et al., 2015). Indeed, the cognitive processes at play significantly shape
the visions crafted by leaders and how these visions are conveyed to both key stakeholders
and followers (Strange & Mumford, 2005). Additionally, the application of cognitive
abilities impacts the dynamics of interaction between leaders and their followers, fostering

more effective patterns of leader-member exchanges and guidance (Mumford et al., 2015).
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Depending on these perspectives, it can be inferred that ambidextrous leaders form a
cognitive path by displaying closing behavior and leading employees to behave proactively
in goal generation. More specifically, leaders make their employees more goal-oriented,
disciplined, aim focused by specifying the purposes, setting tangible guidelines, monitoring
the goal achievement, and forming a cognitive path. Afterward, employees carry this path to
innovative work behavior via proactive goal generation. In this way, the current model
proposes that ambidextrous leaders form emotional and cognitive paths in the way of
affecting employees' innovative work behavior. Indeed, these paths involve employees’
creativity and proactive goal generation within the context of predicting innovative work

behavior.
3. Conclusion and Discussion

This study presents a conceptual framework examining the impact of ambidextrous
leadership on employees' innovative work behavior through emotional and cognitive
pathways. By integrating theories of ambidextrous leadership, innovative work behavior,
creativity, and goal generation, this model offers several important contributions to the field.

First of all, the proposed framework advances our understanding of ambidextrous
leadership by elucidating the mechanisms through which opening and closing behaviors
influence employee innovation. Unlike previous studies that have primarily focused on
organizational-level outcomes, this model explicates the individual-level processes
involved. The incorporation of both emotional and cognitive pathways provides a more
nuanced understanding of how leadership behaviors lead to innovative outcomes. Moreover,
this framework extends existing theories by proposing that the interaction between opening
and closing behaviors not only directly affects innovative work behavior but also functions
through the mediating processes of creativity and proactive goal generation. This multi-path
model offers a more comprehensive explanation of the leadership-innovation relationship

than previous linear models.

While the model aligns with previous research highlighting the importance of
ambidextrous leadership for innovation (e.g., Rosing et al., 2011; Zacher & Wilden, 2014),
it extends these findings by proposing specific mechanisms at the individual level. For
instance, where Zacher and Rosing (2015) focused on team innovation, our model explains
how these leadership behaviors affect individual innovative work behavior. Further, the

framework also builds upon goal-regulation theory (Gollwitzer & Schaal, 2001) by
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suggesting that leaders' closing behaviors can stimulate proactive goal generation, which in
turn fosters innovation. This integration of leadership and goal-setting literature offers a

novel perspective on how leaders can guide employees toward innovative outcomes.

Apart from that, the study extends the role of ambidextrous leadership in leading
employee creativity. While the existing research focused primarily on creativity as an
outcome (Kang et al., 2015), this framework proposes that creativity serves as a mediator
between opening behaviors and innovative work behavior, thus providing a more
comprehensive view of the innovation process. Meanwhile, the current study aligns with the
narrative review of Kafetzopoulos (2022), which suggests examining the mediating
mechanisms for ambidextrous leadership outcomes and extending the ambidextrous

leadership theory within the organization studies.

Lastly, the study contributes to the ongoing discussion about the role of leadership in
fostering organizational ambidexterity (O'Reilly & Tushman, 2013). While much of the
existing literature focuses on structural solutions, the model highlights the importance of
leadership behaviors in promoting individual-level ambidexterity through innovative work

behaviors.
3.1 Implications

For leaders and managers, this study highlights the importance of developing
ambidextrous leadership skills. Leaders should pursue to balance opening behaviors that
encourage creativity and autonomous thinking with closing behaviors that promote goal-
oriented action. Human resource managers could use this framework to design leadership
development programs that cultivate both sets of behaviors. Moreover, the recognition of
emotional and cognitive pathways suggests that leaders should be mindful of both the
affective climate they create and the cognitive processes they stimulate in their teams. This

dual focus could lead to more effective strategies for fostering innovation in the workplace.

For researchers, this framework provides a foundation for developing more nuanced
studies of leadership and innovation. In this sense, exploring the interplay between emotional
and cognitive factors in the innovation process, as well as investigating how different
organizational contexts might affect the proposed relationships. Practitioners and leaders
may focus on developing both opening and closing leadership behaviors. This might involve

targeted training programs, mentoring, or coaching initiatives. Organizations may also
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consider how their performance management and reward systems can support ambidextrous

leadership practices.

To conclude, this conceptual framework offers a novel perspective on how
ambidextrous leadership influences innovative work behavior. By highlighting the role of
both emotional and cognitive pathways, it provides a more comprehensive understanding of
the leadership-innovation relationship. As organizations continue to prioritize innovation in
an increasingly competitive field, the insights from this model can guide both future research

and practical leadership development efforts.
3.2 Limitations and Future Directions

In the current study, both the direct and indirect effect of ambidextrous leadership
was elaborated. Indeed, by integrating the ambidextrous theory of leadership and goal
generation it is possible to go one step further in the way of explaining employees’
innovative work behavior. However, as a conceptual paper, there are several limitations

regarding the study.

The primary limitation of this study is the lack of empirical validation. The
propositions presented here, while grounded in existing theory, require testing in real-world
organizational settings. Additionally, the model may not account for all possible variables
that could influence the relationship between ambidextrous leadership and innovative work

behavior.

Future studies may test the propositions outlined in this framework. Longitudinal
studies could be particularly valuable in understanding how the balance of opening and
closing behaviors affects innovation over time. Researchers might also explore potential
moderating variables, such as organizational culture, support, or individual personality traits,
that could influence the effectiveness of ambidextrous leadership. Apart from that, the
question about the triggers of being an ambidextrous leader still retains its importance.
Thereby, further research may focus on the antecedents and motivators of ambidextrous
leadership, specifically psychological and personal abilities, and factors may be considered
related to this issue. Moreover, future studies could explore the potential cross-cultural
variations in the effectiveness of ambidextrous leadership, examining how different cultural
contexts might influence the relationship between leadership behaviors and innovative

outcomes.
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Lastly, another promising area for further research would be to examine how
technology and remote work environments affect the dynamics of ambidextrous leadership
and innovation. As work practices continue to evolve, understanding how these leadership

behaviors translate in virtual settings could be crucial.
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Abstract

Organizational Citizenship Behavior (OCB) is a crucial component of organizational behavior. This concerns
the extra effort employees put forth outside their designated job duties. This study investigates OCB by
analyzing its intricacies, difficulties, and perspectives. It aims to promote discussions and contribute
significantly to advancing practice and research. The literature describes OCB as a complex concept involving
voluntary activities, including assisting coworkers, contributing ideas, and enhancing the workplace. Studies
prove its benefits in numerous aspects. It improves teamwork, employee happiness, and efficiency while
reducing turnover. As a result, this nurtures a favorable organizational atmosphere and enhances employee
welfare. This study explored the benefits and challenges of OCB. It highlights the lack of clarity in defining
and categorizing OCB, the possible negative consequences of providing incentives, and the dangers of
employee exhaustion. This necessitates re-evaluating the understanding, evaluation, and moral decisions of
OCB. Further investigation into OCB should consider the influence of cultural variances, individual
motivations, and contextual elements on both OCB and the overall welfare of employees. Future studies should
investigate the impact of organizational culture, leadership approaches, and industry factors on OCB and the
overall welfare of employees.

Keywords: Organizational Citizenship Behavior, Well-being, Incentivization, Dark Side of OCB, Burnout

Orgiitsel Vatandaslik Davramisint Yeniden Diisiinmek:

Zorluklar, Elestiriler ve Etik Sinirlar
(04
Orgiitsel Vatandaslik Davramg: (OVD), érgiitsel davranisin 6nemli bir bilesenidir ve ¢calisanlarin belirlenen
is gorevleri disinda gosterdikleri ekstra ¢abalart kapsar. Bu arastirma, OVD'nin karmagsikliklarini,
zorluklarini ve farkl bakis acgilarini analiz ederek tartismalart tesvik etmeyi ve uygulama ile arastirmalarin
ilerlemesine onemli élciide katkida bulunmay: amaclamaktadir. Literatiirde, OVD, is arkadaslarina yardim
etmek, fikirlere katkida bulunmak ve isyerini gelistirmek gibi goniillii faaliyetleri iceren karmagik bir kavram
olarak tamimlanmaktadir. Calismalar, OVD'nin bir¢ok acidan faydali oldugunu géstermektedir. OVD, ekip
calismasini, ¢alisan mutlulugunu ve verimliligi artirirken ¢alisan devrini azaltir. Sonug olarak, bu durum
olumlu bir érgiitsel atmosferi besler ve calisanlarin refahim artinir. Bu c¢alisma, OVD'nin faydalarim,
zorluklarini, tamimlanmasi ve kategorize edilmesindeki netlik eksikligini, tesvik saglamanin olast olumsuz
sonuglarini ve ¢alisanlarin tiikenmesinin tehlikelerini vurgulamaktadir. Bu durum OVD kavraminin anlayis ve
ahlaki a¢idan yeniden degerlendivilmesini gerektirmektedir. Gelecekteki ¢alismalarda, kiiltiivel farkliiklarin,
bireysel motivasyonlarin ve baglamsal unsurlarm hem OVD hem de ¢alisanlarin genel refahi iizerindeki etkisi
dikkate alimmalidir. Ayrica, orgiit kiiltiiviiniin, liderlik yaklasimlarimn ve sektor faktorlerinin OVD ve

calisanlarin genel ref'c_zhz tizerindeki etkisi de arasttrllmalldlr. )
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1. Introduction

Organizational citizenship behavior (OCB) is the term used to describe voluntary
actions exhibited by employees in the workplace (Jahangir et al., 2004). These behaviors
include a range of actions beyond formal job requirements. These activities, such as
supporting coworkers, engaging in social engagement, and enhancing an organization's
productivity, are crucial (Zabel & Baltes, 2015). OCB has attracted much interest in

organizational behavior, primarily due to its notable impact on workplace dynamics.

Although OCB has received recognition for its beneficial impact on work settings,
organizational performance, and employee contentment (Bolino et al., 2002; Hamid et al.,
2022; Organ, 1988; Organ et al., 2006), it is crucial to conduct a comprehensive analysis of
this widely embraced notion. Performing a comprehensive examination to recognize

possible constraints, difficulties, and prospects for future advancement is crucial.

OCB is significant in organizational behavior as it provides a valuable understanding
of workplace conduct beyond formal job responsibilities. Organizations can optimize their
potential by thoroughly examining the underlying elements, results, and intricacies of OCB.
Simultaneously, researchers can improve their understanding of employee involvement and

the dynamics of the workplace.

This research offers a thorough analysis of OCB, delving into its intricacies and
tackling the difficulties and uncertainties linked to this notion. Moreover, our objective is to
promote the practice of thoughtful examination and assessment of established conventions
and viewpoints to foster intellectual conversation within the field. We aim to investigate
alternative paths to improve our understanding of OCB and its significance in contemporary

business environments and inspire innovative paths for future scholarly investigations.

In the forthcoming sections, we will commence on this exploratory voyage. Our
inquiry commences with a thorough analysis of current scholarly publications on OCB. This
involves a comprehensive examination of its various conceptualizations and widely
recognized viewpoints. In the upcoming conversation, we will explore the critiques and
obstacles surrounding the concept and the possible drawbacks of promoting OCB. Our
discourse encourages thought-provoking perspectives and promotes discussions that
challenge and critique common norms. In summary, we will synthesize our findings,
evaluate their implications for scholarly inquiry and practical applications, and determine

research-friendly domains. This study aimed to provide a nuanced understanding of the
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complex nature of OCB without diminishing its significance. It seeks to shed light on OCB

for organizations and academics.
2. Literature Review

To fully understand OCB, we must explore the extensive scholarly literature shaping
and defining this concept. OCB, or organizational citizenship behavior, has long been a
central focus of organizational behavior research. Organizational behavior research is

constantly evolving and progressing, reflecting its dynamic nature.

OCB refers to employees' voluntary actions within an organizational context (Khan
& Khan, 2022). These behaviors extend beyond formal job descriptions and encompass
helping colleagues, providing constructive suggestions, willingly taking on extra work, and
actively participating in activities that foster a positive organizational atmosphere (Atan et
al., 2022). Over time, researchers have made significant progress in understanding and
explaining the different aspects and definitions of OCB. Altruism, courtesy,
conscientiousness, sportsmanship, and civic virtue are dimensions identified in the literature
(Organ, 1988; Organ & Ryan, 1995; Podsakoff et al., 1990; Smith et al., 1983). These
dimensions encompass different OCB-related behaviors.

The significance of OCB in organizational behavior cannot be sufficiently
emphasized. Numerous studies have identified the relationship between the application of
this phenomenon and diverse favorable results. These factors include enhanced collaboration
(Foote et al., 2008; Wulandari & Mila, 2023), heightened contentment with work (Fatimah
etal., 2011; Lestari & Ghaby, 2018), improved job performance (Albloush et al., 2020; Basu
etal., 2017), and reduced employee turnover (Chen et al., 1998; Coyne & Ong, 2007). OCB
has been found to positively affects a company's overall health (Davila & Finkelstein, 2013,
Eisele & D'Amato, 2011). Since Smith et al. (1983), many well-regarded viewpoints have
arisen in the literature. These viewpoints highlight the importance of OCB as a driver of
organizational achievement and the requirement for organizations to foster an environment
that encourages and supports these actions. In organizational management, OCB is widely
recognized as crucial for success. Numerous studies have consistently shown the
considerable advantages of OCB, including higher employee involvement, improved team
unity, and overall company effectiveness (Albloush et al., 2020; Basu et al., 2017; Foote et
al.,2008; Wulandari & Mila, 2023). However, increasing academic research questions the
traditional interpretation of OCB. The upcoming sections will explore essential and

stimulating viewpoints that shed light on OCB's restrictions, uncertainties, and possible
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drawbacks. Through a thorough examination of these viewpoints, we aimed to present a
more intricate understanding of OCB, thereby promoting a comprehensive analysis of its

importance in present-day enterprises.
3. Challenges and Critiques of OCB

Although OCB has been recognized for its beneficial impact on organizational
performance (Albloush et al., 2020; Basu et al., 2017; Foote et al.,2008; Wulandari & Mila,
2023), it is not impervious to challenges and criticism. Upon deeper analysis, it became
evident that the concept, previously perceived as a universal remedy for improving the
workplace, is complex and demands thoughtful deliberation.

3.1. The Ambiguity Around Definition and Classification

The lack of clarity exhibited by OCB is a significant issue. The interpretation of
criteria and categories related to OCB is inherently subjective, potentially resulting in
variations in research findings. The conceptualization of OCB varies acrossorganizations.
The existence of ambiguity poses challenges for identifying and quantifying OCB (Campbell
Pickford & Joy, 2016). Podsakoff et al. (2000) shed light on the uncertainty surrounding the
differentiation of OCBs from in-role behaviors as they delve into the disputes and challenges
associated with this distinction. The authors observed that employees and supervisors have
difficulties in discerning this differentiation, indicating that the definition and classification
of these behaviors are ambiguous. Furthermore, the complexity of the issue is implicitly
highlighted by the need for a more precise methodology to determine whether a behavior
qualifies as OCB and, thus, the uncertainty inherent in the classification (Campbell Pickford
& Joy, 2016; Podsakoff et al.,2000).

3.2. The Influence of Incentivization

Many organizational settings employOCB through rewards, recognition, or
performance assessments. However, this methodology may yield unexpected repercussions.
Scholars argue that the authenticity of OCB is compromised when employees are driven
primarilyby external rewards (George & Jones, 1997; Morrison, 1996; Wright et al., 1993).
The question arises as to whether rewarded activities genuinely contribute to the
enhancement of the company or if they are solely executed for individual benefits. External
rewards can diminish an individual's drive to engage in prosocial actions (Deci & Ryan,
1985; Lane, 1991). According to Wright et al (1993), individuals incentivized to complete

tasks displayed lower levels of spontaneous helping behavior. The crowding-out effect, as
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described by Frey & Oberholzer-Gee (1997), can negativelyimpact the quality and viability
of OCB. The motivation of employees who exhibit OCB may be negatively affected by a
lack of reward or reciprocity. Promoting exceptional employees may inadvertently decrease
OCB, primarily if the promotion is driven by personal gain rather than cultivating a positive
workplace. Hui et al. (2000) and Kim et al. (2013) discovered that OCBs declines following
a promotion, particularly among individuals who perceive limited or no opportunities for
future promotion. The impact of external rewards on employees' motivation to engage in
OCB is based on exchange and rewards. Social Exchange Theory (SET) proposes that
individuals participate in social interactions, especially those within an organization,
expecting reciprocity and mutual benefits (Mitchell et al., 2012). Therefore, we consider the
examination of incentives and their potential impact on the authenticity of OCB consistent

with the principles of SET.
3.3. Potential Employee Burnout

Engaging in OCB typically involves dedicating extra time and effort to work
beyondregular job responsibilities. According to He and Morrison (2019), it has been argued
that a significant level of OCB could lead to employees feeling compelled to go above and
beyond their designated responsibilities, ultimately leading to exhaustion and stress. The
presence of OCB in the workplace has been linked to various negative consequences,
including stress, work-life conflict, burnout, and deviant behavior (Jung & Yoon, 2012; Yam
et al., 2017). If demand for OCB becomes too high, it could exhaust workplace resources
and negatively affect employee productivity. Moreover, excessive OCB involvement may
adversely affect performance and future career opportunities, particularly if individuals
demonstrate higher levels of this conduct than their peers (Bergeron, 2007; Rapp et al., 2013;
Rubin et al., 2013). Engaging in OCB could adversely affect one's happiness and raise doubts
about its ability to be maintained in the long run. The JD-R Model, a well-known theoretical
framework, elucidates the correlation between job demands, resources, and employee well-
being (Bakker et al., 2014). This viewpoint aligns with the JD-R Model, which explores the
impact of job demands on employee well-being and stress levels on OCB. Psychological
Contract Theory examines the unspoken anticipations and responsibilities of workers and
their companies (Rousseau, 2011). This study investigates the impact of an abundance of
OCB on employees' views of their relationships with the organization. Conversation delves
into the adverse outcomes of excessive OCB, such as employee exhaustion, and connects it

to the framework of psychological agreement.
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3.4. The Dark Side of OCB

Although OCB is commonly linked to favorable actions, a critical viewpoint
proposes a potential downside to OCB (Bolino et al., 2013). Certain workers may tactically
participate in OCB to acquire approval from superiors, influence coworkers, or promote
personal interests, potentially compromising the authentic essence of these actions (Salamon
& Deutsch, 2006). Another possible downside that can be explored is the notion of
"mandatory civic duties.” This pertains to scenarios in which supervisors hold elevated
anticipation for their staff members and require them to surpass their assigned duties (Van
Dyne & Ellis, 2004; Vigoda-Gadot, 2006). Bolino and colleagues (2010) proposed the idea
of "civic obligation stress," which pertains to a unique work requirement that motivates
workers to participate in OCBs.The research discovered a correlation between societal
expectations and the extent of OCB. Moreover, this connection was particularly noticeable
among unmarried workers whohad lower levels of conscientiousness. The research
discovered a noteworthy connection between the pressure of being a good citizen and various
results, such as conflicts between work and family, work and leisure, stress at work, and

intentions to quit.
4. Implications for Theory

The issues and criticisms surrounding OCB include significant theoretical
consequences that influence our comprehension of OCB and might require modifications or
enhancements in current Human Resource Development (HRD) theories. The lack of clarity
in the definition and categorization of OCB creates concerns regarding the accuracy and
consistency of assessment instruments and conceptual frameworks used to assess OCB
(Campbell Pickford & Joy, 2016; Podsakoff et al.,2000). This questions the widely held
belief that OCB haswell-defined boundaries. Theoretical frameworks in HRD that utilize
OCB as a singular and uncomplicated indicator of employee success may warrant
reassessment. In order to strengthen the theoretical basis of HRD, researchers may need to

refine and establish more precise definitions and universally acknowledged criteria for OCB.

The influence of extrinsic incentives on OCB prompts inquiries into the intrinsic
motivation of employees who partake in such behaviors (Jahangir et al., 2004; Widarko &
Anwarodin, 2022). This questions the prevailing belief that selfless motives solely drive
OCB. HRD theories that emphasize utilizing rewards and recognition as a means to

encourage OCB should consider the potential negative consequences of compromising the
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genuineness of these behaviors. Theoretical frameworks may benefit from incorporating a
more sophisticated understanding of the dynamic relationship between extrinsic and intrinsic

motivations in promoting OCB.

The relationship between an excessive display of OCB and employee burnout
underscores the possible adverse outcomes associated with the promotion of OCB without
considering its effects on employee well-being (Koopman et al.,2016; Wang et al., 2021).
HRD theories prioritizing the promotion of OCB may necessitate integrating protective
measures to mitigate the risk of burnout. This may entail the examination of job demands
and resources, as proposed by the JD-R Model (Bakker et al., 2014), and reassessing the

equilibrium between OCB and the general well-being of employees.

Acknowledging the negative aspects of OCB (Jung & Yoon, 2012; Yam et al., 2017)
challenges the positive perception of these behaviors. This observation underscores the
possibility of employing strategic manipulation and coercion when participating in OCB.
HRD theories that advocating for OCB as a universal solution for achieving organizational
performance should consider the potential negative repercussions linked to certain forms of
OCB. This may entail differentiating between authentic OCB and coerced or strategically
motivated OCB within theoretical frameworks.

5. Implications for Research

The ambiguities encompassing the description and assessment of OCB necessitate
re-evaluating how OCB is perceived and appraised in scholarly investigations (LePine et al.,
2002; Organ, 2014). To thoroughly assess OCB, it is essential to consider the diversity of
cultures and distinct qualities within organizations (Becton & Field, 2009; Turnipseed &
Murkison, 2000). This could entail investigating different methods or adopting a more
tailored approach. This method has the potential to generate results that are both highly

precise and meaningful.

It is imperative to undertake meticulous and exhaustive inquiry to comprehensively
examine the factors that drive OCB. This inquiry should consider intrinsic and extrinsic
factors influencing motivation (Jahangir et al., 2004; Widarko & Anwarodin, 2022). Further
investigation is required to explore the intricacies of OCB motivations, considering the
interaction between internal and external stimuli. Gaining insight into the elements that
motivate employees to participate in OCB can provide valuable knowledge for developing

efficient reward systems and implementing successful management strategies.
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6. Implications for Practice

Organizations must strike a delicate balance between recognizing and promoting
OCB while maintaining their unique identities. To achieve this goal, managers must
establish recognition and reward systems that appreciate and prioritize OCB initiatives
without relying too heavily on external incentives. By adopting a deliberate and reflective

approach, individuals have the potential to cultivate intrinsic motivation and engage in OCB.

The potential for employee burnout resulting from engaging in OCB necessitates the
adoption of a comprehensive approach to promoting employee well-being (Koopman et
al.,2016; Wang et al., 2021). Organizations should prioritize their employees' well-being by
implementing wellness programs, promoting a healthy work-life balance, and fostering a
supportive work environment. It is essential to prioritize employees' health when

encouraging them to engage in OCB.

Recognizing the potential negative aspects of OCB raises important ethical
considerations in its application. Managers and leaders must prioritize the ethical aspects of
OCB, cultivating a culture that values integrity and transparency (Beeri et al., 2013; Zacarias
& Flores, 2023). Monitoring and addressing unethical uses of OCBshould be incorporated
into the organizational governance framework. Addressing ethical issues connected to OCB
places significant emphasis on ethical theories, particularly deontology (Alexander &
Moore, 2007; Leung, 2008) and consequentialism (Driver, 2011; Weaver, 2015). In this
study, we endeavored to discern and confront the unethical activities of OCB, focusing on
the principles of honesty and transparency. These ethical theories facilitate a comprehensive

analysis of the ethical aspects of OCB within the organizational governance framework.
7. Conclusion

OCB has been widely acknowledged as a fundamental aspect of organizational
behavior. It encompasses voluntary and discretionary behaviors that surpass the
requirements outlined in job descriptions (Van Dyne & Ellis, 2004; Vigoda-Gadot, 2006),
ultimately positively impact organizations (Bolino et al., 2002; Hamid et al., 2022; Organ,
1988; Organ et al., 2006). This article has endeavored to thoroughly analyze OCB to reveal

obstacles and thought-provoking perspectives that question commonly accepted beliefs.

Several challenges need to be addressed in the study of OCB. One of the issues that
researchers face in studying OCB is the lack of clarity and consistency in its definition and
measurement (Campbell Pickford & Joy, 2016; Podsakoff et al., 2000). In order to conduct
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a comprehensive and accurate analysis of the influence of OCB, it is imperative to possess
a well-defined and cohesive comprehension of its conceptual boundaries. Furthermore, the
impact of incentives on the genuineness of OCB is a subject of considerable interest.
Incentives have the potential to motivate employees to engage in OCB; however, it is
essential to acknowledge the potential drawbacks of compromising the authenticity of their
acts (Frey & Oberholzer-Gee, 1997; Hui et al., 2000; Kim et al., 2013; Wright et al., 1993).
In addition, it is imperative to consider the well-being and burnout of employees while
whenexamining OCB. It is imperative to ensure that employees are not excessively taxed or
subjected to adverse outcomes due to OCB (Jung & Yoon, 2012; Yam et al., 2017). Finally,
it is imperative to acknowledge the potential adverse implications of OCB, commonly
known as the "dark side™ of OCB. This encompasses activities that can potentially be
excessively or detrimentally impactful to the organization or its personnel. The obstacles
underscore the intricate nature and subtleties involved in examining and comprehending
OCB, as Bolino et al. (2013) discussed.

Our study aimed to offer a thorough assortment of OCB concepts through the
facilitation of discussions centered around divergent viewpoints, the underlying rationales
behind these viewpoints, the importance of OCB in addressing structural inequalities,

potential effects on employee welfare, and ethical considerations.

In summary, it is imperative to acknowledge that OCB is a multifaceted subject
requiring thorough comprehension. This study's critiques and alternative perspectives
provide compelling catalysts for scholars and practitioners to take action. Thoroughly
analyzing OCB is paramount, necessitating a detailed examination of diverse conditions and
cultural nuances. Conducting a thorough investigation would enhance the understanding of
OCB and its significance in corporate settings. Furthermore, this research underscores the
importance of effectively managing the promotion of OCB in conjunction with prioritizing
the well-being of employees, all while considering ethical considerations. Organizations,
must foster a culture that is deeply anchored in ethical principles, prioritize the well-being

of their employees, and recognize a wide array of reasons that influence OCB.
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