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A CONCEPTUAL ANALYSIS OF PROACTIVE BEHAVIORS: IMPACTS ON
INDIVIDUAL AND ORGANIZATIONAL CONTEXTS

PROAKTIF DAVRANISLARIN KAVRAMSAL ANALIZi: BIREYSEL VE ORGUTSEL
BAGLAMLAR UZERINDEKI ETKILERI

Cigdem Kayat

Abstract

This study examines the conceptual framework of proactive, interactive, inactive, and reactive behaviors in organizational settings,
with a primary focus on proactive behavior. It investigates the origins, dimensions, and implications of proactive behaviors,
highlighting the distinct roles they play in leadership, team dynamics, innovation, and strategy formation. The research identifies
how individual and contextual factors contribute to proactive actions and their subsequent impact on organizational outcomes.
Emphasizing the strategic advantages of proactivity, the study also acknowledges its potential challenges, such as conflict and
resource strain. By integrating insights from various domains, this work advances the understanding of behavioral diversity in
organizations and underscores the critical role of proactive behavior in driving change, innovation, and success.

Keywords: Proactive Behaviors, Leadership, Innovation, Extra Role Behavior, Role Breadth Self-Efficacy
JEL Classification: M10, M12, D23

0Oz

Bu caligma, oOrgiitsel ortamlarda proaktif, interaktif, inaktif ve reaktif davraniglarin kavramsal gergevesini incelemekte, dzellikle
proaktif davraniga odaklanmaktadir. Proaktif davraniglarin kokenleri, boyutlar1 ve orgiitsel baglamdaki ¢ikarimlari ele alinarak,
liderlik, ekip dinamikleri, inovasyon ve strateji olusturma siireglerindeki farkli rolleri vurgulanmustir. Arastirmada, bireysel ve
baglamsal faktorlerin proaktif davraniglara nasil katkida bulundugu ve bu davraniglarin orgiitsel sonuglar {izerindeki etkileri
incelenmistir. Proaktifligin stratejik avantajlarinin alt1 gizilirken, ayn1 zamanda ¢atigma ve kaynak kisit1 gibi potansiyel zorluklar
da tartigilmistir. Farkli disiplinlerden elde edilen bulgularin sentezlenmesiyle, bu ¢alisma 6rgiitlerde davranigsal gesitliligi 6n plana
¢ikararak, proaktif davranislarin degisim, inovasyon ve basariy1 yonlendirmedeki kritik roliinii ortaya koymustur.
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Introduction

The word "proactive™ was used by Austrian existential neuropsychiatrist Dr. Viktor Emil Frankl in
his book "Man's Search for Meaning", published in 1946, when he suffered greatly in a Nazi camp
and lost his entire family. The book describes a person who takes responsibility for his own life
rather than looking for reasons in other people or external situations. Frankl emphasized the
importance of courage, determination, individual responsibility and awareness of the existence of

options regarding the context and situation.

Bateman and Crant (1993) are the researchers who work in the field of organizational behavior and
who have developed the Proactive Personality Scale (PPS) and are cited in all studies on proactive
behavior. PPS consists of 17 items (e.g. “I am good at identifying opportunities” and “If I believe
I can do something, handicaps are not a problem”). Crant also has many publications on proactive
personality (Bateman and Crant, 1993, 2000; Crant, 1995, 1996, 2000). Crant (2000) defines
proactive behavior as taking the initiative to improve current situations or creating a new situation.
According to Crant, proactive behavior involves challenging the status quo rather than passively
adapting to current conditions. Proactive behavior is behavior that takes preventive measures

before events or situations occur, initiates change, and is forward-looking.

A proactive personality actively identifies opportunities and demonstrates a strong drive for action.
The person enjoys challenging the status quo and being able to persuade others to accept her ideas.
The proactive rather than reactive individual energetically implements and develops strategies to

effectively manage her environment (Deluga, 1998).

Two people in the same position may approach the task in very different ways. When one takes
charge, he initiates new initiatives, produces constructive change, and manages proactively. The
other strives to protect, to hold on, to be compliant, to keep her head above water, and to be the
guardian of the status quo. The first works for constructive reform and tackles issues head-on. The
second “goes with the flow” and passively manages the business as usual. The first person is
proactive, the second is not. Being proactive is changing things with a deliberate intention to make
them better. Proactive behavior separates individuals from the herd and the organization from the
rest of the market (Bateman and Crant, 1999).
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Reactive behavior is defined as responding to events (being affected), adapting to change,
protecting personal and group decisions, and regulating the results of change (tempering)
(Newstrom and Davis, 1993). Reactive individuals behave in response to a situation rather than
how they want to behave in the future. Reactive individuals wait until an event occurs and organize
themselves to better adapt to a new environment. Inactive behavior is the behavior of not taking
any action, remaining inactive. Interactive behavior is the behavior in which people interact with
each other. Since proactive behaviors have been studied much more than other types of behaviors
in the literature, studies on proactive behaviors will be the predominant focus of this study. The
Organizational Behavior literature on interactive reactive, and inactive behavior is limited. For
example, reactive behavior is usually mentioned in comparative studies on proactive behavior (e.g.,
Larson, 1986).

Proactive behavior has emerged as an integrated research stream in the organizational behavior
literature. There is no single definition, theory, or measurement; rather, researchers have associated
different approaches to identify the antecedents and consequences of proactive behavior (Crant,
2000). Potential and actual job performance, leadership, careers, work teams, socialization, and the
reputation of American presidents have been examined through the lens of initiative and
proactivity. In the study, firstly, the sources of proactive, interactive, inactive and reactive
behaviors of individuals were examined, and in the second part, the relationship between proactive
behavior and behaviors such as leadership, entrepreneurship, and team performance and individual
level personal initiative, role breadth self-efficacy, extra role behavior was expressed. In the third
part, change and innovation were examined in relation to what kind of differences those with
proactive personality cause in organizational processes. In the fourth part, it was tried to express
how proactive, reactive, inactive and interactive people will follow strategies with four models that
are included in the literature with several different classifications. In the fifth part, proactive
behaviors were associated with power. In the last part, the advantages and disadvantages of

proactive behaviors were included.

1. Sources of Proactive, Interactive and Reactive Behaviors
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Personality structure has a fundamental effect on whether an individual is proactive, interactive,
inactive, or reactive. For example, proactive personality has been defined as “a temperament
structure that describes differences among people in the extent to which they take action to
influence their environment” (Bateman & Crant, 1993, p.103). The concept of being proactive is
based on the interactionist approach defined by Bandura’s social cognitive learning theory (1986).
Social cognitive learning proposes a three-way system of reciprocal causality in explaining human
behavior. Here, people, the environment, and behavior constantly influence each other. As a result,
social cognitive learning theory combines the central characteristics of being proactive. For
example, individuals can directly and intentionally influence their social and non-social

environments (Bateman & Crant, 1993).

When it comes to personality traits, they are emotions, mental abilities, attitudes, personal
characteristics, and the person’s self-concept. This integrated package is fundamental to our
understanding of ourselves and others as unique and special individuals. Self-concept is how a
person perceives herself socially, physically, and spiritually. In other words, because you have self-
concept, you can define yourself as a separate person. Self-concept is not possible without the
capacity to think. This gives us the role of cognition. Cognition provides any kind of belief or
information about the environment, about oneself, or about one’s behavior. When discussing self-
concept, three different topics have been explored. These are self-esteem (a person’s belief about
her own value), self-efficacy (a person’s belief in successfully completing a certain task), and self-
monitoring (a person’s observation of her own behavior and adaptation to the situation) (Kinicki

& Kreitner, 2008).

According to Social Learning Theory, an individual acquires a new behavior through the
interaction of cognitive processes and environmental cues and consequences. When we control this
learning process by ourselves, we combine it with self-management. According to Bandura, a
distinct feature of social learning is its distinct role in assigning self-regulatory capacities. People
can prepare environmental supports by producing cognitive supports and can provide control over
their own behaviors by producing consequences for their own actions (Gibson et al., 2009). In other
words, individuals who can control their environment and cognitive representations of their

environment become experts in their own behaviors (Kinicki and Kreitner, 2008). At this point, we
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can express that proactive individuals are individuals who can control their environment and
cognitive representations of their environment, as they are individuals who initiate change and take

initiative before changes occur in the environment.

In 1989, the term proactive was popularized in business literature by Stephen Covey in his 7 Habits
of Effective People (being proactive, getting things done, doing priority work first, thinking in
terms of win/win, expecting to understand first and then be understood, creating synergy,
sharpening the saw - that is, organizing yourself). According to Covey, by being proactive,
individuals can choose the right goals and the right results in life, take personal responsibility for
actions, make timely decisions and achieve positive development, and thus become effective. The
eighth one was adapted by Lee in 2005 and is to come up with ideas and then inspire others to

come up with ideas (Kinicki and Kreitner, 2008).

Individuals have their own ways of acting and thinking, with their unique style and personality.
Personality is the combination of balanced physical and mental characteristics that give an
individual their identity. These characteristics or traits are the product of the interaction of genetic
and environmental influences (Kinicki and Kreitner, 2008). When looking at personality dynamics,
the Big Five Personality Dimensions stand out. Of these dimensions, extraversion refers to a strong
need for social and interpersonal interaction and being open-hearted, talkative, and self-confident;
agreeableness refers to being agreeable, reliable, and well-mannered; conscientiousness refers to
being motivated, persistent, responsible, and trustworthy in goal-oriented behavior; emotional
stability (its opposite is neuroticism) refers to being reasonable, tensionless, worry-free, and
reliable; and openness to experience refers to being imaginative, enthusiastic, broad-minded, and
intellectual (Turner and Fletcher, 2006; Gibson et al., 2009). Bateman and Crant (2000) found
proactive personality to be positively related to extraversion (representing activities and initiative),
conscientiousness (striving for success and taking responsibility), and openness (involving actions,
ideas, and values), while Turner and Fletcher (2006) found proactive personality to be negatively

related to neuroticism.

Another dimension of personality dynamics is the locus of control. The locus of control was first

defined by Rotter in 1990. The locus of control is defined as individuals attributing the results of
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their behavior to their own behavior or environmental conditions (such as luck) (Gibson et al.,
2009). Attributing the results of their behavior to environmental factors is called the external locus
of control, while attributing them to personal deficiencies and their own behavior is called the

internal locus of control.

The last two dimensions of personality dynamics are attitudes, intelligence and cognitive abilities.
Attitudes are tendencies that can be learned, whether appropriate or not, about any subject and are
behaviors towards a certain subject. In the dimension of intelligence and cognitive ability,
intelligence is expressed as the capacity to think, question and solve problems and is passed down
from generation to generation. Environmental factors are also effective in intelligence. For
example, if the mother is a substance addict, the baby in the womb will be negatively affected by
this. According to research, the intelligence capacity in developed countries is higher. When the
reasons for these are investigated, it has been revealed that they are education, socio-economic
status, healthy life and technology. When it comes to mental ability, we see two types of mental
ability. The first is mental ability, and the second is the work that emerges by using ability and
intelligence. For example, doing a puzzle requires mental ability, and the completed puzzle is the
task that emerges and is completed (Kinicki and Kreitner, 2008). Locus of control and mental
abilities were measured with the proactive personality scale and were found to be unrelated to
proactive personality (Bateman & Crant, 1993; Crant, 1995).

Parker and Collins (2010) aimed to clarify the similarities, differences, and interrelationships
among different types of proactive behavior. They identified three high-level categories of
proactive behavior based on managers' self-assessments: proactive business behavior, proactive
strategic behavior, and proactive person-environment fit behavior. Each category was associated
with specific types of actions aimed at creating change in the internal organization (e.g., voice
behavior), aligning the organization with its environment (e.g., issue selling), and increasing fit

between the individual and the organization (e.g., feedback seeking).

In a study conducted by Claes et al. (2005) to examine intercultural proactivity, Hofstede's value
dimensions were studied on Finland (feminine traits, low uncertainty avoidance), Belgium (high

individuality, high uncertainty avoidance) and Spain (high uncertainty avoidance) cultures.
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According to the results of the study, cultures with low power distance are more proactive. High
individuality supports proactive personality because it emphasizes personal initiative and
innovation. Feminine/masculine traits are auxiliary elements that do not have a clear relationship
with proactive personality. A low degree of uncertainty avoidance allows innovation and the

courage of proactive people is seen in these cultures.

In conclusion, proactive, reactive, inactive and interactive behaviors stem from the personality
traits of individuals mentioned above, cultural forces, social class or other groups they are a
member of, family and environment and genetic characteristics (Gibson et al., 2009). Cultural
forces refer to norms, values and attitudes; social class or other groups they are a member of, friends
refer to people they are in contact with; family and environment refer to the position at birth,
education, status and structure; and genetic characteristics refer to gender, biological rhythms and

physical characteristics.
2. Studies on Proactive Behaviors

This section presents studies on leadership, team performance, and entrepreneurship related to
proactive personality as well as studies on personal initiative, role breadth self-efficacy, and extra

role behavior related to proactive personality.
2.1. Leadership

Leadership can be defined as the process by which a person influences and directs the activities of
others in order to achieve certain personal or group goals under certain conditions (Kogel, 2007).
Leadership perception and leadership effectiveness have also been associated with proactive
personality (Crant and Bateman, 2000). The studies conducted are related to charismatic leadership

and transformational leadership, as will be discussed in the subheadings of this article.

Another theory that can be expressed under the title of leadership and is associated with interactive
behavior is the attribution theory of leadership (Offerman et al., 1998). Attribution Theory is the
comparison of an attributed person’s behaviors with others by considering both the behaviors and

the factors influencing them to determine if they differ from others. If a behavior is perceived as a
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leadership behavior, it is time to determine whether this behavior is specific to the person or a
common behavior seen in that group. If the person’s behavior is a distinctive behavior that is
different from others’, does not change in different times and situations and shows consistency,
then this is a behavior specific to the person and the person is defined as a leader. When viewed
from the perspective of the leader-follower, the leader can figure out how to treat her followers and
how to guide them with the help of attribution theory. Based on where the reason for the followers’
behaviors originates (her own cognitive abilities, her own behavior, performance, or environment),
the leader determines how to treat her followers and what methods he will try to mobilize them
(Artan, 1999).

In their study, Offerman et al. (1993) examined the effects of performance and attribution on the
interactive behaviors of leaders and evaluated the results of the leader's attributions. The interaction
that will exist between the two parties with the leader-member exchange, the leader's evaluation of
the performance of her subordinates, and the subordinate's evaluation of the leader's behavior are
interactive behaviors. In other words, if the leader attributes the poor performance of her
subordinates to bad luck, she takes an action to change the group's work assuming that the group
has no personal responsibility for the poor performance. If the leader attributes the poor
performance to lack of effort, she can take an action to motivate the subordinates more. Attributions
will function as a causal link between the leader's future interactive behavior and the subordinate's
previous behavior. The effects of attributions will differ depending on the performance outcome.
As a result, the study shows that leader attributions about the reasons for subordinate performance
can affect the interaction between the subordinates and the leader (Offerman et al., 1993).

Larson et al. (1986) used the terms proactive and reactive in the manager-leader distinction.
Leaders are seen as proactive individuals who have an active behavior towards actions, use
influence to achieve certain goals and desires, and determine the direction the business takes. On
the other hand, managers are seen as reactive individuals who tend to be indifferent; their goals
tend to go to "necessities rather than desires". Proactive leaders are defined as those who take
charge, take initiative, initiate structure, and are determined, tough, consistent, have successes,

charismatic, strong, and powerful. Proactive people initiate action, communication, suggestions,
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meetings, and directives to accomplish a task. Managers tend to be reactive. They are less

systematic, more informal, and more reactive (Larson et al., 1986).
2.1.1. Charismatic Leadership

Charisma is a concept that has long been used in social sciences to describe extraordinary leaders
and leadership. Charisma helps explain the impressiveness of political, religious and social leaders
(Crant and Bateman, 2000). Charisma is related to the individual attractiveness of the leader. The
charisma of the leader plays an important role in influencing others and making them do what they
want, and ensures the formation of loyal followers (Artan, 1999). Charismatic leaders are
individuals who create behavioral and emotional changes in their followers, have technical
expertise, persuasion and superior negotiation skills. Strong loyalty to the charismatic leader can
result in the performance of the followers exceeding expectations (Luthans, 1995). Charismatic
leaders see the future of organizations very differently from today, and in order to catch up with
the future, they empower and develop their followers and ensure that they take responsibility. They
create an environment of trust with the strong emotional bond between them. They use all
communication channels to introduce themselves and their ideas. They set a model for their
followers with both their ideas and behaviors (Artan, 1999). Charismatic leaders often emerge in
times of distress or crisis. They establish an emotional (not just functional) bond with others,

become a kind of hero, and appeal to the ideological values of their followers (Pfeffer, 1999).

Conger and Kanungo (1987) stated that leader behavior is based on the perceptions of observers.
Charismatic leaders differ from other leaders in their ability to articulate and formulate an inspiring
vision, and in their ability to demonstrate unconventional visions and effective actions. Charismatic
leadership produces positive follower outcomes such as motivation, job satisfaction, and increased

performance.

It has been empirically stated in studies that charismatic leaders outperform less charismatic
leaders. Many studies have identified the determinants of subordinates' perceptions of charismatic
leadership. Accordingly, personality traits are a key factor in distinguishing charismatic leadership

from non-charismatic leadership. Characteristics associated with charismatic leadership are
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sensitivity to follower needs, social sensitivity, self-confidence, risk-seeking tendency, creativity,
and innovation. In another context, managers who are champions of technological innovation (a
proactive behavior) exhibit more charismatic leadership behaviors than non-champions (Crant &
Bateman, 2000).

Many behaviors associated with charismatic leadership appear to have roots in proactivity, and
thus, it is believed that proactive personalities are expected to have the qualities that drive charisma.
For example, charismatic leaders are active innovators and look to change the status quo and are
self-confident. They have a vision for a different future, changing followers' beliefs and getting
them excited about the vision (Conger & Kanungo, 1987). Proactive orientation is assumed to
underlie innovation, self-confidence, and change efforts. Thus, proactive personality will be

positively related to the qualities of charismatic leadership (Crant & Bateman, 2000).

In another study (Deluga, 1998) on the relationship between proactive behavior and leadership, the
relationship between proactivity, charismatic leadership, and presidential performance in the
American presidency was evaluated. The personality profiles of all the presidents from Washington

to Reagan were read and it was decided that each had a proactive personality.
2.1.2. Transformational Leadership

Transformational leaders are leaders who inspire their subordinates with their charisma, enable
them to achieve high goals, are logical, intelligent, solve problems carefully, and aim for
development, change and innovation (Luthans, 1995). Since their individual charm, in other words
their charisma, is the source of their power, their followers trust and respect them and identify with
them. Thus, the demands of the leaders are fulfilled without hesitation. The leader also aims to
empower his followers by giving them authority and responsibility, so that they can trust
themselves and develop themselves. They often take their place in the history of the organization
as a legend with the radical changes they make, especially in times of crisis or in times of confusion
and uncertainty, and they are always praised (Artan, 1999).

As a result of interviews conducted by Tichy and Devanna with senior managers from large

companies in 1992, they determined the characteristics that transformational leaders share.
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According to the results of these interviews, transformational leaders define themselves as change
agents, are courageous, believe in and trust people, are value determinants, believe in lifelong
learning, have the ability to overcome situations of complexity, uncertainty and indecision, and are
visionaries (Luthans, 1995). Logically, these behaviors are derived from the basic characteristics
of proactive behavior. These characteristics include examining the environment thoroughly and
identifying opportunities to change the structure, showing initiative and taking action, and resisting

until the change is effective (Bateman and Crant, 1993).

Some empirical evidence has suggested that proactive personality is related to transformational and
charismatic leadership. Bateman and Crant (1993) argued that transformational leadership is
related to the prototypical characteristics of a proactive individual. In a study conducted with MBA
students, a positive relationship was found between being selected by peers as a transformational
leader and proactive personality. Den Hartog and Belschak (2012) examine the interactive effects
of personal and contextual factors on employees’ proactive behavior. Consistent with previous
research, the findings of this study show positive main effects of transformational leadership, role
breadth self-efficacy, and job autonomy on proactive behavior. They find that in high autonomy
situations, transformational leadership positively influences proactive behavior for individuals with
high self-efficacy, whereas in low autonomy situations, it positively influences proactive behavior
for individuals with low self-efficacy. High self-efficacy individuals in low-autonomy situations
may feel frustrated by the lack of freedom and disengage, as they rely more on their intrinsic
abilities than external guidance. Low self-efficacy individuals in high-autonomy situations may
feel overwhelmed by the freedom and lack of structure, struggling to take initiative without clear
guidance or support. Transformational leadership adapts to these dynamics by filling the
motivational or structural gaps that different individuals experience in varying autonomy contexts,
thereby optimizing their proactive behaviors. This pattern highlights the complex interaction

between personal and contextual factors in shaping proactive behavior.
2.2. Team Performance

Proactive personality and proactive behavior are important for the effectiveness of organizations,

individuals, and teams. In the studies of Hyatt and Ruddy (1997), proactive behavior was shown
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as a characteristic in the definitions and subscales of the characteristics assessed by the group
development profile and the subscales within the scope of group members were determined as
follows: they actively seek areas to continue development, they constantly revise their work
processes, they seek alternative solutions to problems, they seek innovative solutions to problems,
they draw attention to these issues before major problems arise. It is stated that teams are proactive
when they try to do these (Hyatt and Ruddy, 1997). Empowered teams have been found to improve
the quality of their work by initiating change in the work they are responsible for and to take
frequent action on problems.

The concept of proactive personality was extended to the work team level in a field study of 101
work teams from four organizations with formal teamwork systems. Kirkman and Rosen's (1999)
data showed that proactivity at the team level was positively related to team psychological
empowerment. More proactive teams were positively related to higher levels of team cohesion,
organizational commitment, and job satisfaction. This research is the first application of the
proactive personality construct at the team level to provide empirical evidence for the importance
of proactive behavior by work teams. When team members are psychologically empowered, their

teams will be more proactive.
2.3. Entrepreneurship

Entrepreneurship, in its most general sense, is the process of creating value by creating a unique
resource package to benefit from an opportunity and is also defined as catching an opportunity that
has not been noticed by a person or persons before (Brazeal and Herbert, 1999). In the literature,
three dimensions of entrepreneurship are generally mentioned in the definitions related to
entrepreneurship. The dimensions of entrepreneurship are in the form of a strategic orientation that
includes risk taking, proactivity and innovation activities. Entrepreneurship requires being
proactive and taking a reasonable amount of risk (Covin and Slevin 1989). Being proactive, on the
other hand, requires using initiative and taking risks. Companies that adapt to being proactive will
be more open to opportunities and this will make them more entrepreneurial (Kuratko et al., 2007).
Bateman and Crant (1993) defined proactivity as taking action by taking initiative to evaluate

opportunities that occur in the environment and efforts to catch the changes that occur in the
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environment, as stated before. In relation to this definition, being proactive is seen in organizations’
attempts to become leaders in the market, offering more new products or services than their
competitors, and introducing technologies earlier (Covin and Slevin, 1989). Therefore, it can be
expected that the performance of inactive or reactive firms will be low because they do not take
sufficient actions to foresee future situations and do not create opportunities. The innovation
dimension is that firms become more dynamic and more competitive with new and original ideas
(Covin and Slevin, 1989). Proactive individuals are proactive in taking risks and in innovation
because they take action for the future.

Crant (1996) examined the relationship between behavioral intentions towards entrepreneurial
career, defined as having one's own business, and individual differences using the Proactive
Personality Scale. Using a sample of 181 students in the study, he found that entrepreneurial
intentions, gender, education, having an entrepreneurial family, and proactive personality were
significantly related. According to the study, the strongest relationship was between entrepreneurial
intentions and the proactive personality scale. Emphasizing that entrepreneurship has certain
individual dimensions, he found that proactive personality and entrepreneurship were positively
related, women explained less entrepreneurial intentions than men, education was positively related
to entrepreneurial intentions, and those with entrepreneurial families had more entrepreneurial
intentions than those without. He stated that when the effects of gender, education, and family
reasons were controlled, the proactive personality scale explained a significant amount of variance

in entrepreneurial intentions.

Gupta and Bhawe (2007) conducted another study focusing on the role of proactive personality in
moderating the impact of the common ‘'masculine’ stereotype about entrepreneurs on
entrepreneurial intentions. By introducing a stereotype threat, the study examined the responses of
eighty young women. The findings revealed that women with highly proactive personalities were
more strongly influenced by exposure to the prevalent stereotype about entrepreneurs, experiencing
a notable decline in their intentions to pursue entrepreneurship compared to women with less
proactive personalities. For example, high-achieving women in mathematics are detrimentally
affected by the presence of a negative stereotype when compared to equally high-achieving women

who do not care about mathematics on a math test. They are intrinsically motivated to do the task
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well and are driven to increase their own business outcomes. This leads us to expect that stereotype
threat is stronger for those who are more proactive than for those who are less proactive. In other
words, template threat significantly detrimentally affects the entrepreneurial intentions of more
proactive women compared to less proactive women. Women with proactive personalities are more
inclined to take initiative and affect change in their current situation compared to less proactive
women. However, the study found that although more proactive women generally have higher
entrepreneurial intentions, they also tend to be more affected by template threat (Gupta & Bhawe,
2007).

Becherer and Maurer (1999) examined the relationship between the proactive temperament of the
chairmen and their entrepreneurial behavior using a sample of 215 small-scale business executives.
Entrepreneurial behavior was measured by the type of ownership (starting, purchasing, inheriting)
and the term starting a business, using the proactive personality scale of Bateman and Crant (1993).
The relationship between the firm's entrepreneurial stance and proactivity, the firm's performance,
and the extent to which the chairmen delegate authority were also examined. The level of
chairmen's proactivity was related to each dimension of entrepreneurship. The strongest
relationship was between starting a new business and proactivity. Proactivity was directly and
significantly related to the firm's entrepreneurial stance and changes in the firm's sales. There were
significant differences in proactive temperament between business executives who entered a new
business and those who did not. No relationship was found between proactivity and transfer of

authority style or changes in profits (Becherer and Maurer, 1999).
2.4. Personal Initiative

Personal initiative is a behavioral pattern that involves taking action and taking a self-initiating
approach to work (showing initiative and being strongly motivated) that goes beyond formal job
requirements (Frese et al., 1996, 1997). It is characterized by five components: 1) is aligned with
the organizational mission; 2) requires a long-term focus; 3) is action and goal oriented; 4) is

persistent in the face of obstacles; and 5) is self-started and proactive.
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Personal initiative was measured using interview-based methodology and questionnaires in the
studies of Frese et al. (1996, 1997). Because questionnaires tend to measure self-concepts, they
cannot measure behavior. Also, since their study was between East and West Germany, there would
be differences in interpretation of the scale, so interview and questionnaire methods were used.
Proactive behavior was measured by whether people took an active approach to overcoming
obstacles as a result, whether they maintained their initiative, or whether they delegated solutions
to others. Personal initiatives were examined in East and West Germany. The study found that
socialist East Germany had lower personal initiative than West Germany. Employee perceptions
of job control and job complexity were lower in the East. Frese et al. (1996) interpreted these results
as complexity and control affecting initiative through skill development and motivational

processes.

Employees' proactive behavior was previously emphasized to be related to taking initiative, as
defined by Crant (2000). Different types of behaviors and temperaments are reflected in the degree
of proactive attitude of the employee (Crant, 2000). While Bateman and Crant (1993) focused on
the individual's temperament towards being proactive, Frese and Fay (2001) focused on behavioral
syndromes such as personal initiative and proactive behaviors. Such behaviors are aimed at
developing given work procedures and methods in the form of developing individuals in advance
regarding future work. They are also aimed at developing a self-starting approach towards work
and performance (Frese et al., 1996; Parker, 2000). Initiative varies among individuals. Studies
have shown that organizational variables and workplace factors affect the levels of personal
initiative shown (Fay and Frese, 2001). Personal initiative requires a highly proactive temperament.
Personal initiative refers to a general proactive goal orientation aimed at achieving organizationally

desired goals, such as more personal goals (e.g. career) (Frese & Fay, 2001).
2.5. Role Breadth Self-Efficacy

Self-efficacy is the belief in one’s abilities that will enable him/her to manage the situations
expected of him/her. The employee’s feeling sufficient to go beyond the job description (role
breadth) is the most important dimension of being proactive, and this dimension is the person’s

self-confidence in taking on a more proactive and comprehensive role by going beyond the
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traditional and technical requirements of the job (Parker, 1998; Parker et al., 2006; Hwang, et al.,
2015). In this context, individuals’ perceptions of their competence expectations, in other words
their self-efficacy, affect their taking action and their determination to deal with problems (Parker
etal., 2006). Employees who feel sufficient to go beyond the job description act proactively in their
work, understand the relationships between different functions and job roles, and can see the whole.
At the same time, they gain the ability to solve problems in their area of influence, set goals for
themselves, and can resolve conflicts constructively. Role breadth self-efficacy includes people’s
feelings and beliefs about what they can do rather than what they do. The sense of efficacy
determines how intensely and for how long an individual will exert effort to do his or her job in the

best possible way (Parker, 1998).

Parker et al. (2006) tested role breadth self-efficacy with a sample of cable manufacturing workers
in England. Personality and work environment antecedents affect proactive work behavior through
cognitive motivational mechanisms. In the study that resulted from 60 cable manufacturing
workers with self-reported proactive work behaviors (proactive idea implementation and proactive
problem solving), proactive personality, flexible role orientation and role breadth self-efficacy
were significantly associated with proactive work behavior through self-benefit. Job autonomy,
employee and coworker trust, flexible role orientation were also associated with proactive
behavior. According to the research, the ability to exceed job description is shaped by the
conditions within the organization. When organizations can provide suitable working conditions,

they also have the opportunity to elicit proactive behavior in their employees.

In the study by Ohly and Fritz (2007), four forms of work motivation were tested by reviewing the
literature on the antecedents of proactive behavior at work: job self-efficacy, role breadth self-
efficacy, intrinsic work motivation, and role orientation. The study was conducted with a sample
of 98 software development employees using coworkers who also rated proactive behavior.
Correlations showed that intrinsic motivation and job self-efficacy were unrelated to coworker
evaluations of proactive behavior, but role orientation and role breadth self-efficacy were related.
The study emphasizes the importance of role breadth self-efficacy in developing proactive behavior

at work.
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2.6. Extra Role Behavior

Morrison and Phelps (1999) examined extra role behavior, which is expressed as taking
responsibility. Extra role behavior is defined as a voluntary behavior that is intended to affect
organizational functional change. The study was conducted with both self-assessment and
coworker data from 275 white-collar employees from different organizations. It was measured with
a 10-item questionnaire. An example item could be “this person generally tries to establish new
work methods that are more effective for the company.” Extra role behavior is a behavior
associated with feeling responsible, self-efficacy, and openness to perceptions of upper
management as interpreted by coworkers. The results of the study show that organizations can
motivate their employees by giving them a positive change and removing the limitations in their
work (Morrison and Phelps, 1999). Employees believe in their own capabilities and see upper
management as supportive of change efforts. In addition, organizations are a structure that is
compatible with the idea that they need employees who are willing to challenge the status quo by
making changes. Taking responsibility is change-oriented and development-oriented and, in this

respect, is related to proactive behavior (Crant, 2000).
3. The Effect of Proactive Personality on Organizational Processes

Proactive personality, as defined in the study, initiates forward-looking change, takes initiative and
continues with determination. The effects of these personality traits on organizational processes

will be presented under the headings of change and innovation.
3.1. Change

In general, change refers to bringing something from one level to another. Organizational change
also means changing from a current situation to a different situation in matters related to
organizational activities (Kogel, 2007). Organizational change may be in the form of a change in
structure, a change in technology, a change in physical appearance and a change in people
(Robbins, 1998). Change has been classified in different ways: planned-unplanned change, macro-
micro change, change spread over time-sudden change, proactive-reactive change, comprehensive-

narrow-scoped change, active-passive change, step-by-step change-radical change. Of these
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classifications, proactive change refers to changing the organization's business activities and
procedures according to the predicted environmental conditions; therefore, the organization is
ready when the predicted conditions occur. Reactive change, on the other hand, is making changes
in order to adapt to the conditions encountered (reacting to the conditions encountered). Active
change is when an organization innovates and influences and changes its external environment,
while passive change is when an organization makes changes within itself to adapt to the conditions

developing in its external environment (Kogel, 2007).

Being proactive involves not just expecting change, but creating it. It does not only include the
important characteristics of adaptability and flexibility to an uncertain future. Being proactive is
taking the initiative to improve the business. At the other extreme, non-proactive behavior involves
lagging behind, trying to do what is permitted, and passively waiting for externally imposed

changes (Bateman and Crant, 1999).

People can engage in many actions related to change, but not all of them are truly proactive. First,
change can be evoked without intending a positive or negative outcome. This is not proactive
behavior. Second, people can attribute psychologically reframed or reinterpreted situations to
cognitive restructuring. This is also not proactive behavior, because it changes perceptions without
changing reality. Third, when people make a decision to enter a new business, merger, or
investment, or to enter a new market, this decision is a conscious decision and is proactive behavior.
Fourth, and most importantly, people intentionally and directly change existing situations in order

to create new situations. This is what is meant by true proactive behavior (Bateman & Crant, 1999).

To explore these behaviors, Bateman and Crant (1999) interviewed proactive business people, such
as corporate presidents and entrepreneurs, in North Asia, Central Europe, and North America. They
found that, like other proactive individuals, they considered change opportunities, set effective,
change-oriented goals, anticipated and prevented problems, did different things or did things
differently, took action, and engaged in behaviors that persevered and achieved success.

Bateman and Crant (1993) examined personal temperament toward proactive behavior in

influencing environmental change. Using 148 MBA students, scores on the proactive scale were

173



Iktisat Isletme ve Uluslararasi iliskiler Dergisi / Journal of Economics, Business and International Relations
3(2) « December « Aralik: 2024 « e-ISSN: 2822-6003 « DOI: 10.58654/jebi.1586686

ARASTIRMA MAKALESI « RESEARCH ARTICLE

related to the need for achievement, the need for dominance, the extracurricular and civic activities
the students undertook, social activities, major personal achievements, and transformational
leadership characteristics. The proactive personality, as stated, is one who is relatively
unconstrained by situational forces and who affects environmental change. People create and
change their environments in the interactionist perspective. Other people are not so classified and
are relatively passive. They react, adapt, and are shaped by their environments. Proactive people
seek opportunities and take initiative, take action, and persevere. They are the ones who change or
find the mission of their organizations, solve problems, and break new ground (Bateman & Crant,
1993).

3.2. Innovation

Innovation is generally about a process that involves generating unconventional ideas and
approaches, institutionalizing or implementing new products or processes, and identifying a
problem or an opportunity. Innovation has been defined as an extra-role view of individual
performance in organizations. They define this structure as a behavior that demonstrates creativity
and innovation in one's job and the organization as a whole. Employees who are committed to
innovation work to implement and develop new routines, processes, and ideas at work (Seibert et
al., 2001). In the studies of Bateman and Crant (1993), a relationship between proactive personality
and innovative behavior has been suggested. While defining the characteristics of proactive
personality, the tendency to identify opportunities for development has also been expressed.
Proactive individuals are more in favor of structural change and innovation in organizations,
situations, and people than their less proactive counterparts. Parker (1998) stated that proactive
personality is positively and significantly related to the participation of individuals in the
organizational development of a company. There have been studies in the literature emphasizing
the positive relationships between product innovation and proactive behavior (e.g. Seibert et al.,
2001).

Seibert et al. (2001) developed a model of the proactive personality and career success link using
data from 180 full-time employees and their supervisors. Two timed measurements were made,

and in the first, proactive personality was associated with innovativeness, political knowledge, and
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career initiative, and in the second, with innovativeness, political knowledge, career initiative, and
the expression of innovative thinking. Parker (1998) found that innovations and organizational
practices were associated with proactive personality using data from a glass manufacturing
company that implemented several management initiatives. Proactive personality was positively
and significantly associated with the use of meetings to disseminate strategic information,
voluntary membership in development groups, and beliefs that those who had an expanded and
enriched job. The central focus of the study was role breadth self-efficacy. The relationships
between proactive personality and organizational practices were highlighted, suggesting

organizational interventions that may have more positive effects for proactive individuals.
4. Proactive, Reactive, Interactive and Inactive Strategies

In case of change in the current job descriptions of the businesses, basic strategies called growth,
downsizing, stagnation and mixed strategies are applied. In other words, the business expands,
shrinks, continues its business as it is or applies these basic strategies repeatedly by making changes
in the goods and services it produces, the markets it operates in or the production functions and
processes. These basic strategies are applied in different forms and sizes in businesses. These
subgroups of basic strategies are; dependent-independent, related-unrelated, horizontal-vertical
and active-passive basic strategies. Of these, active and passive strategies are related to the attitude
and timing approaches in the implementation of basic strategies. Active strategy has an aggressive

attitude and timing, passive strategy has an adaptive attitude and timing (Ulgen and Mirze, 2007).

Active strategies are strategies that managers and strategists decide on and implement before events
force and direct them (Ulgen and Mirze, 2007). It is similar to Crant (2000)'s definition of proactive
personality. Active strategies are the leading and guiding strategic practices that managers put into
practice before events occur (Ulgen and Mirze, 2007). Strategies that businesses apply reactively
and adaptively in the face of events after events occur and everything falls into place are passive
strategies (Ulgen and Mirze, 2007). Larson et al. (1986) defined proactive strategy as strategists
taking action before pressure is applied to respond to environmental threats and opportunities.
Proactive behavior is behavior that directly changes the environment. Like all behaviors, it has both

personal and situational reasons. Bateman and Crant (1993) stated that the proactive dimension of
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behavior is rooted in people's need to control and skillfully manage their environment. Individuals

follow a proactive strategy with these aspects.

Hamel and Prahalad (1994), in their article called Competing for Future, included some
questions that will help determine whether the company is future-oriented. The answers are given
in two columns under the questions. The answers to the question “What are the views of the
business manager about the future in comparison with your competition?” are shown in two
columns. The left column is traditional and reactive, the right column is different and forward-
looking. Another sample question is “Which business issue attracts the attention of managers
more?” The answer on the left is redesigning basic processes, the answer on the right is reproducing
basic strategies; the last sample question is “What is the strength of your company?” The answer
on the left is efficiency in implementation, and the answer on the right is innovation and growth.
If the answers of the company manager are weighted in the left column, this means that the
company is spending too much energy on preserving the past and is not creative enough for the

future.

As organizational processes change, strategy formation varies in how managers personally
participate in designing what strategy is for and analyzing the firm's situation. Managers use four
basic styles of strategy making. The first is the expert strategist approach. Here, some managers
assume the role of chief strategist and exert strong, unassisted influence over situation assessments,
strategic alternatives, and strategic details. This does not mean that they personally do all the work,
but rather that they use a proactive hand in shaping strategy as chief strategist. The second is the
delegation approach. Here, the manager may delegate some or all of the strategy-making task to
trusted subordinates. This style of strategy making allows for input and broad participation from
most managers and areas. The great weakness of delegation is that its success depends on the
operational judgment and strategy-making skills of those tasked with strategy-making — for
example, if subordinates’ strategy-making efforts are more concerned with how to address today’s
problems than with taking an entrepreneurial stance and adapting their resources to seize
tomorrow’s opportunities, it is reactive and can increase a very short-term orientation (Thompson
and Strickland, 1999). In the collaborative approach, managers involve their subordinates in key

roles in strategy formation. Strategies are prepared and implemented together with the manager

176



Iktisat Isletme ve Uluslararasi iliskiler Dergisi / Journal of Economics, Business and International Relations
3(2) « December « Aralik: 2024 « e-ISSN: 2822-6003 « DOI: 10.58654/jebi.1586686

ARASTIRMA MAKALESI « RESEARCH ARTICLE

and subordinates. In the Champion Approach, managers or strategists are not involved in strategy
formation at all. It is an approach to choosing original and creative strategies by encouraging
subordinates (Ulgen and Mirze, 2007).

A similar classification is seen in Mintzberg's Strategic Decision-Making Methods. According to
Mintzberg, the first of the strategic decision-making methods is Entrepreneurial Mode. Here, the
strategy is made by a strong individual. The focus is on opportunities, problems are secondary. The
strategy is guided by those who make bold decisions and find their own vision. The dominant goal
IS organizational growth. The second is Adaptive Mode. This decision-making method is
characterized by reactive solutions to existing problems rather than proactively seeking new
opportunities. Strategy develops the institution by moving it forward. This method is specific to
most universities, very large hospitals, the vast majority of government departments and large
institutions. The third is Planning Mode. This decision-making method includes systematically
collecting appropriate information for situation analysis, producing applicable alternative
strategies, and logical choices of the most appropriate strategies. It includes both proactive search
for new opportunities and reactive solutions to existing problems. Fourth, in some cases, an
organization may follow a fourth approach called logical incrementalism, which is a synthesis of
entrepreneurial, adaptive, and planning methods of strategic decision making. Top management
may have a fairly clear idea of the organization's mission and goals, but in developing strategies, it
chooses to use an interactive process, whereby the overall strategy learns and gains experience
from incremental engagement rather than through global organizations (Wheelen and Hunger,
1998).

In addition to these categories, the model that defines the institution's status or strategy for
management issues should be expressed. The model, which is referred to as the RDAP (reactive,
defensive, accommodative, proactive) strategy in the literature, was also used by Wartick and
Cochran in 1985, following Carroll's work in 1979, and the terms reactive, defensive,
accommodative and proactive were used. It was also transformed into the RDAP scale by Clarkson
in 1988 and 1991. Reactive, defensive, accommodative, and proactive strategies were presented to
characterize the institution's status or strategy for social sensitivity. For example, creating a strategy

in line with the state's social policy was characterized as "accommodative”, and Johnson &
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Johnson's acceptance of responsibility in the Tylenol crisis and the immediate recall of products

before the incident became too big was characterized as proactive (Clarkson, 1995).

Table 1. Reactive-Defensive-Accomodative-Proactive (RDAP) Scale (Clarkson, 1995)

Evaluation Situation or strategy Performance

Reactive Reject responsibility Do less than necessary

Defensive Accept responsibility and fight it Do the minimum necessary
Accomodative Accepting responsibility Doing everything that is necessary
Proactive Do their responsibilities without being told Do more than is necessary

Proactive, accommodative, defensive, and reactive strategies are all legitimately defensible, the
last two being less likely to satisfy shareholders. When these four are considered individually, most
resources are likely to be required in the proactive strategy and few in the reactive strategy. For
example, proactively signaling employee interest by providing compensation, profit sharing, stock
options, and bonus payments requires more resources than the defensive strategy in providing
mandatory benefits and securing payment of wages. Similarly, proactively investing in training and

development requires more resources than the reactive strategy (lawahar and McLaughlin, 2001).
5. Relationship Between Proactive Behaviors and Gaining Power

Power is the ability to influence individuals’ behaviors, change the course of events, overcome
resistance, and make people do things they would not do otherwise (Pfeffer, 1999). According to
McClelland’s Need for Achievement Theory, a person behaves under the influence of the need for
achievement, the need for affiliation, and the need for gaining power. A person with a high need
for achievement sets difficult goals and tries to achieve them and acquire the necessary knowledge
and skills to be different. The need for affiliation refers to establishing relationships with others,
entering a group, and developing social relationships. A person with a strong need for power will
exhibit behaviors such as expanding their sources of power and authority, influencing others, and

protecting their power (Kogel, 2007).
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An individual with a high need for power is more competitive and more assertive than an individual
with a low need for power, and they prefer situations that will motivate them (Gibson et al., 2009).
Therefore, individuals with a proactive personality are superior to reactive individuals in gaining
power. Because they are more aggressive than reactive individuals, they take initiative and have a
more competitive structure with their innovative characteristics. Individuals with a high perception
of power distance accept that power is not distributed equally and therefore individuals give more
importance to elements such as status and title. As a result, the distance between them is
maintained. In the study, it was emphasized that individuals in cultures with a low perception of
power distance will be more proactive. Therefore, it can be stated that individuals with a low
perception of power distance will be closer to people in power and thus have a higher probability

of gaining power.

In addition, the characteristics expressed as the Big Five Personality Traits such as extroversion
and openness to experience are the characteristics found in proactive individuals. When individuals
try to gain power, they want to be members of powerful groups and to be associated with powerful
people. In order to achieve this, the individual must have strong social and interpersonal
interactions and be extroverted. Therefore, these characteristics, which are the source of proactive
behavior, can help the individual in gaining power.

In Stupak and Leitner's (2001) studies, proactivity and charisma are given as examples of tactics
for gaining power. Being proactive is expressed as taking action without prior permission and
increasing power by going too far, and it is emphasized that the proactive person takes the initiative.
Therefore, a proactive person will be able to apply tactics on the way to gaining power with the
characteristics they have. Charisma, on the other hand, refers to using qualities such as being
approachable and reliable in order to be a respected or known person. Therefore, agreeableness,
which is also one of the Big Five Personal Characteristics, is related to proactive personality in the
context of charisma, and individuals with proactive personality are more active in gaining power.
As aresult, it can be stated that proactive individuals can gain power by challenging the status quo,

changing current situations, and influencing people.

6. Advantages and Disadvantages of Proactive Behavior
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The dual nature of individual proactive behavior includes both potential positive effects, such as
discovering new opportunities, and short- and medium-term negative consequences, such as
conflict with leadership or organizational disruption. Although proactive behavior can lead to
positive organizational outcomes, its impact often depends not only on the individual’s behavior
or motivations, but also on the organizational context and the perceptions of leaders and colleagues.
For proactive behavior to be effective, individuals must carefully evaluate situations, and
organizations must foster environments that support proactive actions and provide appropriate
guidance and incentives (Li and Huang, 2021).

Looking at the positive effects of individual proactive behavior for both individuals and
organizations, at the individual level, proactive behavior is associated with improved attitudes,
higher job satisfaction, improved performance, increased job involvement, and greater career
success. Individual proactive behavior also promotes innovation, learning, and socialization,
resulting in better evaluations and higher rewards from leaders. For organizations, proactive
behavior fosters high-quality leader-member exchange relationships, improves team dynamics, and
increases organizational performance by promoting positive change and reducing constraints. In
general, proactive behavior not only benefits individuals by increasing their job satisfaction and
career prospects, but also contributes to the broader organizational context by increasing team

effectiveness and driving organizational success (Grant et al., 2009; Li and Huang, 2021).

When looking at the negative effects of individual proactive behavior on both individuals and
organizational contexts, at the individual level, proactive behavior can lead to stress, resource
depletion, and emotional exhaustion, especially when driven by external motivations or not
supported by the organization. It can also lead to lower performance evaluations by leaders who
may perceive such behavior as a threat or ill-timed, and it can cause resentment in colleagues due
to the disruption of established workflows and role boundaries. Furthermore, proactive behavior
can lead to conflict within teams, especially when it challenges norms or introduces changes that
colleagues resist, and can ultimately reduce organizational effectiveness. Therefore, it can be stated
that the positive and negative effects of proactive behavior depend on situational, interpersonal,
and organizational factors, and that the nature of proactive behavior is complex (Grant et al., 2009;
Li and Huang, 2021).
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Spychala and Sonnentag (2011) examined the antecedents of task conflict in the workplace,
focusing on the roles of situational constraints and two types of proactive work behaviors
(promotion-oriented initiative and prevention-oriented initiative). The results showed that
situational constraints, even when perceived at low levels, were positively associated with increases
in task conflict. Furthermore, promotion-oriented initiative was associated with increases in task
conflict, while prevention-oriented initiative was associated with decreases in task conflict over
time. The findings suggest that proactive behaviors have more complex consequences than
previously assumed, as different types of proactive behaviors can have opposing effects on task
conflict. The study also highlighted that task conflicts can be influenced by situational factors and
employees’ proactive behaviors, with proactive behavior potentially reducing or exacerbating
existing conflicts depending on the nature of the initiative. The research contributed to a deeper

understanding of proactive work behavior and its dynamic impact on workplace conflicts.
Conclusion

This study has comprehensively analyzed the origins, dimensions, and implications of proactive,
interactive, inactive, and reactive behaviors within organizational contexts. The findings illustrate
that these behaviors stem from individual personality traits, cultural influences, social
environments, familial factors, etc. Among these, proactive behavior emerges as a transformative
force that significantly impacts leadership, entrepreneurship, and team performance, as well as

constructs like personal initiative, role breadth self-efficacy, and extra-role behaviors.

Proactive behavior is highlighted for its capacity to foster change and innovation, enabling
individuals and organizations to stay ahead in dynamic environments. Those with a proactive
personality not only drive organizational transformation but also tend to employ distinct strategies
that align with forward-thinking models, setting them apart from reactive, inactive, and interactive
counterparts. These strategies allow proactive individuals to anticipate and shape future challenges
and opportunities, providing them with a competitive edge in leadership and organizational

processes.
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Moreover, the study establishes a strong connection between proactive behavior and power
dynamics. Proactive individuals are more adept at influencing others, acquiring authority, and
navigating organizational hierarchies due to their initiative, charisma, and ability to challenge the
status quo. However, the dual nature of proactive behavior also necessitates careful consideration
of its potential drawbacks, including interpersonal conflicts, resource depletion, and resistance

from peers or leadership.

Maan et al. (2020) investigates how perceived organizational support affects job satisfaction, with
psychological empowerment serving as a mediator and proactive personality serving as a
moderator. Based on data from 936 employees in the manufacturing and service sectors, the authors
show that perceived organizational support positively affects both psychological empowerment
and job satisfaction. The positive effect of perceived organizational support on job satisfaction is
weaker among employees with high proactive personality. Proactive employees naturally engage
in extra-role behaviors that foster a sense of psychological empowerment, such as creating
constructive work environments and identifying new opportunities. Due to their self-motivated
nature, proactive individuals are less dependent on organizational support as they tend to shape
their work conditions independently. As a result, a proactive personality weakens the link between
perceived organizational support and psychological empowerment, as these employees feel more
empowered, relying less on organizational assistance. This highlights how proactive personality
can reduce the need for external support in fostering empowerment. These views suggest that by
providing strong organizational support, organizations can increase psychological empowerment

and job satisfaction, especially among less proactive employees.

Proactive behavior encompasses a variety of behaviors, including seeking feedback, making
suggestions, taking personal initiative, proactive problem solving, issue selling, and networking.
These behaviors range from whistleblowing to career advancement through proactive learning to
helping colleagues in need (Belschak and Den Hartog, 2017). Therefore, in dynamic work
environments, the need for proactive employees who not only respond to change but also anticipate

potential problems and take initiative to improve organizational effectiveness is increasing.
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In conclusion, while proactive behavior offers numerous advantages at both individual and
organizational levels, its effectiveness depends on situational and contextual factors. Organizations
aiming to harness the benefits of proactive behaviors must foster an environment that balances
autonomy, support, and clear guidance, ensuring that proactive actions align with collective goals.
Future research should explore the nuanced interplay of these behavioral categories to enhance

their practical applications across diverse organizational settings.

This study focuses on proactivity, but future research could examine how reactive, inactive, and
interactive behaviors function in organizational contexts, offering a fuller understanding of when
each is most effective. Additionally, addressing contemporary workplace challenges like remote
work, digital transformation, and evolving leadership paradigms could enhance the study of
proactivity in today’s dynamic environments. Finally, exploring how cultural differences influence
proactive behavior, comparing individualistic (e.g., the U.S., Germany) and collectivist societies
(e.g., Turkey, China), could provide deeper insights into its expression and outcomes in diverse

organizational settings.
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EXAMINING THE EFFECT OF EMOTIONAL INTELLIGENCE LEVELS OF
MANAGEMENT CANDIDATE STUDENTS ON THEIR SUBJECTIVE WELL-
BEING

YONETICi ADAYI OGRENCILERIN DUYGUSAL ZEKA DUZEYLERININ ONLARIN
OZNEL iYi OLUSLARI UZERINDEKI ETKIiSININ INCELENMESI
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Bu ¢aligmanin baglica amaci yonetici aday1 6grencilerin duygusal zeka diizeylerinin onlarin 6znel iyi oluslari tizerinde olan etkisini
tespit etmektir. Arastirma Hazar Universitesi Iktisadi ve Idari Bilimler Fakiiltesinde egitim alan 6grenciler iizerinde yiiriitiilmiistiir.
Arastirmada veri toplama yontemi olarak anket kullanilmustir. Ornekleme yontemi olarak ise literatiirde yaygin olarak kullanilan
kolayda 6rnekleme yontemi tercih edilmistir. Anket online ortamda olusturulmus ve doldurulmustur. Toplamda 250 dgrenciye
erisilmis ve 160 6grenciden geri doniis alinmstir. Elde edilen veriler SPPS (Istatistiksel Analiz Programi) kullanilarak frekans,
giivenilirlik, regresyon ve korelasyon gibi bir¢ok analizlere tabi tutulmustur. Analiz agamasini gergeklestirmek i¢in arastirma
amacina uygun olarak toplamda 5 hipotez olusturulmustur. Elde edilen sonuglar dogrultusunda duygusal zeka ve alt boyutlar: (62
farkindalik, sosyal farkindalik; 6z denetim, iligki yonetimi) arasinda pozitif yonlii iligki tespit edilmistir. Ayrica yapilmig regresyon
analizi sonucunda duygusal zeka ve alt boyutlarinin (6z farkindalik, sosyal farkindalik; 6z denetim, iligki yonetimi) 6znel iyi olusu
pozitif yonde etkiledigi ortaya ¢ikmustir.

Anahtar kelimeler: Duygusal zek4, 6znel iyi olus, nicel aragtirma.
JEL Smmiflandirilmasi: D91, 131, C10

Abstract

The primary objective of this research is to ascertain the impact of future manager students' emotional intelligence levels on their
subjective well-being. The study was carried out on a sample of students who were pursuing their studies at Khazar University,
namely within the Faculty of Economics and Management. The study used a survey as the primary approach for data collecting.
The convenience sampling technique, which is often used in literature, was chosen as the sample method. The survey was developed
and completed using an online platform. A cohort of 250 students was surveyed, and comments were obtained from 160 of them.
The collected data underwent several analytical procedures, including frequency analysis, reliability analysis, regression analysis,
and correlation analysis, using the SPPS (Statistical Analysis Programme). In line with the study goal, a total of five hypotheses
were formulated to facilitate the analysis process. Consistent with the findings, a significant correlation was seen between emotional
intelligence and its many sub-dimensions, namely self-awareness, social awareness, self-control, and relationship management.
Furthermore, the regression analysis yielded findings indicating a positive relationship between emotional intelligence and its sub-
dimensions.
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Introduction

The concept of emotional intelligence has recently gained a popular place in many branches of
science. Emotional intelligence, which is a type of social intelligence, is defined as a type of social
intelligence where an individual can observe his own and others' emotions, distinguish between
them, and use the information obtained as a result of observations to direct thoughts and behaviors.
Emotional intelligence is defined as the individual's ability to understand his/her own emotions,
motivate the people around him and manage his relationships successfully. Emotional intelligence
is essentially a combination of social and personal competencies. While social competencies
consist of empathy and social skills, personal competencies are self-management, self-awareness
and motivation. Reuven bar-on defined emotional intelligence as "all the non-cognitive skills that
enable the individual to react or respond positively to environmental influences and pressures”
(Goleman, 2004; Mayer, Salovey, & Caruso, 1993; Tasgin, 2008; Petrides and Furnham, 2001).

In the light of the definitions made, it defines superior abilities as the ability to correctly perceive,
interpret and evaluate the emotions unique to oneself and others, to sift through these emotions and
use the information obtained in one's behaviors and ideas. The concept of emotional intelligence
has become as important as intelligence traditionally measured by IQ in determining an individual's

success not only in his private life but also in other areas of life (Acar, 2002).

Additionally, there are studies showing that the concepts of subjective well-being and emotional
intelligence are related to each other. Ozbay et al. (2012) found that emotional regulation is an
important variable in predicting subjective well-being. In his study, Celik (2008) found a moderate
positive and significant relationship between the subjective well-being levels of high school
students and their emotional intelligence. Subjective well-being is a broad concept used in the
evaluation of life and includes emotions such as happiness, self-esteem, satisfaction, life
satisfaction, joy and sense of accomplishment (Diener, 2009). The happiness of individuals is
evaluated with the concept of subjective well-being and is discussed in the literature.

Subjective well-being is studied within the field of positive psychology. Analyzing one's life and
making judgments about one's life is expressed as subjective well-being. Subjective well-being,
which is not one-dimensional, has three important elements (1-Positive/2-Negative affect/3-Life

satisfaction) (Diener, 1984; Hybron, 2000;). In order for individuals to have a high level of
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subjective well-being, they must experience positive emotions more than negative emotions and
achieve maximum satisfaction with their lives. Students who have intense interaction and
communication with people, can establish healthy relationships, use, and evaluate emotions
correctly, continue their lives in a positive mood and be satisfied with their professional lives. It is
thought that intelligence and subjective well-being contribute life satisfaction. While in the concept
of subjective well-being, the individual analyzes his/her life and makes a judgment about his/her
life in parallel in the concept of emotional intelligence, the individual evaluates his/her own
emotions and the perception of others. SWB lies in evaluating one's emotions and integrating them
into one's life (Mayer and Salovey, 1997; Hybron, 2000; Diener, 2001). Based on this, these two
concepts were found suitable to be examined together. It has been decided to investigate the
relationship between emotional intelligence and subjective well-being on students. Finding out
how future management students' emotional intelligence affects their subjective well-being is the

main goal of this study.

1. Literature Review

Tezelli and Dilmag¢ (2021) conducted research named “The Corrector Relations Between
Emotional Intelligence, Social Struggle and A Good Conception in Teacher Candidates” to
examine the predicted association between emotional intelligence, subjective well-being, and
social concerns among teacher applicants. To assess the correlations between these variables, a
structural equation model analysis was used. The research sample included 339 female students,
accounting for 84.5% of the total, and 62 male students, representing 15.5% of the total, who were
pursuing their studies in various faculties across several institutions in Istanbul. The data pertaining
to the study were obtained via the use of the Emotional Intelligence Rating Scale, Subjective Well-
being Scale, and Liebowitz Social Anxiety Scale. The study's results indicate a negative and linear
association between teacher candidates' social concerns and their subjective well-being. Upon
examining the predicted associations between the sensory intelligence of teacher candidates and
their levels of subjective well-being, it becomes evident that a positive and linear link exists. Upon
analyzing the predicted associations between the sensory intelligence of teacher candidates and

their degrees of social anxiety, it is evident that a negative and linear connection exists.
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Deniz et al., (2017) conducted research named ‘Relationship Between Mindfulness and
Psychological Well-Being: The Mediating Role of Emotional Intelligence” to investigate the
potential mediating role of emotional intelligence in the association between mindfulness and
psychological well-being. In accordance with the relational screening approach, the research was
constructed. A total of 355 first-year students from the Faculty of Education at a public institution
took part in this research. There are 286 female students and 69 male students, with an average age
of 19.12. The following assessments are used: Mindful Attention Awareness Scale, Psychological
Well-Being Scale, and Trait Emotional Intelligence Questionnaire. The research used the Short and
personal information form. To investigate the potential mediating effect of emotional intelligence
on the association between mindfulness and psychological well-being, a bootstrapping approach
was used. The research found a statistically significant indirect impact of mindfulness on
psychological well-being via emotional intelligence. The association between mindfulness and
psychological wellness of university students was shown to be fully mediated by emotional
intelligence. Over time, practicing mindfulness may improve emotional intelligence, leading to an

increase in psychological well-being.

Sezgin and Yildizhan (2022) conducted research named “Examining the Subjective Well-Being
and Emotional Intelligence Levels of Physical Education and Sports Teachers and The Relationship
Between Them” to assess the subjective well-being and emotional intelligence levels of physical
education and sports instructors. Additionally, the study aims to investigate the potential impact of
demographic factors on these levels and explore the relationship between these two constructs. The
study sample consisted of 471 individuals with varying body proportions, including 348 men and
123 women. These individuals were employed as education and sports teachers at the Directorate
of National Education in five provinces in the Eastern Anatolia Region (Malatya, Erzincan,
Erzurum, Igdir, and Agr1) during the 2019/2020 academic year. The study's data were obtained by
using three measures for data collection: the Life Satisfaction scale, the Positive-Negative
Emotions scale, and the Trait Emotional Intelligence Scale-Short Form (TEIS-SF). The data
analysis included the use of descriptive statistics, independent groups t-test, correlation analysis,
and regression analysis. Based on the findings of the study, it was observed that the participants
exhibited moderate subjective well-being ratings and high levels of emotional intelligence. The

study found that there was a statistically significant relationship between marital status, having a
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child, and subjective well-being. The study found that variables such as gender, age, marital status,
and having a kid had a statistically significant impact on self-control and well-being, both of which
are specific components of emotional intelligence. Furthermore, the subjective well-being and
emotional intelligence levels of physical education and sports teachers are adequate. There exists
a moderate and weak positive correlation between the subjective well-being levels of teachers and
the sub-dimensions of emotional intelligence, as well as self-control, emotionality, and well-being
within the emotional intelligence sub-dimensions. Subjective well-being was predicted by 55% of
well-being. Consequently, there is a positive correlation between the enhancement of emotional
intelligence among physical education and sports instructors and the corresponding elevation in

subjective well-being.

Griebel, (2015) conducted research named “Emotional intelligence as a mediator in the relationship
between mindfulness and subjective well-being” to determine which of the five mindfulness
characteristics best predicts SWB and El. One hundred and thirty-five Eastern Illinois University
undergraduate psychology students who were enrolled in courses throughout the spring and
summer of 2015 participated in the study. Participants used Qualtrics, an online survey platform,
to complete the FFMQ, the Assessing Emotions Scale, the PANAS, and the Satisfaction with Life
Scale. After receiving an informed consent declaration, the subjects were given a demographic
survey. The participants completed a battery of measures consisting of the scales after being given
the demographic questionnaire and the statement of informed permission. In this way, the study
can assist researchers and therapists in understanding which specific aspects of mindfulness lead
to higher SWB and increased EI. These aspects can be viewed as learnable talents, as mentioned
earlier. To increase El and, eventually, SWB, the study identified which mindfulness practices
should be investigated further by researchers and included in therapeutic procedures. To reinforce
the body of research that has examined the relationship between the three variables, the second
objective of the current study was to evaluate EI as a mediator of the association between
mindfulness and SWB.

2. What is Subjective well-being?

Subjective well-being pertains to individuals' self-reported evaluation of their own state of well-

being. These survey questions are designed to assess an individual's overall well-being by
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evaluating their cognitive and affective states. For instance, they inquire about factors such as life
satisfaction, happiness, and psychological wellness. The subjective nature of well-being questions
is not only attributed to their self-reported nature. Objective questions, on the other hand, may also
be self-reported if they pertain to real facts, such as work status or family income. Subjective
wellbeing (SWB) encompasses the many manners in which individuals assess and perceive their
own life. The phrase is often used interchangeably with the common understanding of happiness,
since pleasant emotions play a significant role in overall well-being. Nevertheless, SWB spans a
broader range of emotions than only pleasant. The tripartite model of subjective well-being (SWB)
has been developed and subsequently referred to as such by Busseri and Sadava (2011) and Hicks
(2011).

Contrary to the prevailing notion that money cannot purchase pleasure, there is a constant
correlation between income and subjective well-being (SWB). Nevertheless, the correlation
between wealth and subjective well-being (SWB) diminishes when considering the satisfaction of
fundamental, social, and psychological requirements. While it is essential for all individuals to
satisfy their wants, the way these needs are met and their impact on overall well-being may be
influenced by cultural and economic circumstances. The metaphor of eating may be used to
comprehend how subjective well-being (SWB) can be influenced by both universal and cultural
factors. To get essential nutrients such as protein, calcium, and vitamins, it is imperative for
individuals worldwide to consume food. Nevertheless, the dietary choices and significance of
certain nutrients might differ between cultures due to factors such as environmental conditions,

lifestyle choices, and genetic predispositions (Tay and Diener, 2011).

2.1. Components of Subjective Well-Being

Contentment with certain life domains, the presence of regular positive affect (pleasant moods and
emotions), and a relative lack of negative affect (unpleasant moods and emotions) are key
components of subjective well-being. The primary constituents are further subdivided into more
precise constituents. Positive affect is often categorized into many states, including joy, exaltation,
satisfaction, pride, love, pleasure, and ecstasy. The concept of negative affect encompasses several
components, including guilt and shame, sorrow, anxiety and concern, wrath, stress, despair, and

jealousy. Life satisfaction is classified into four categories: contentment with the present life,
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satisfaction with the past, satisfaction with the future, feedback from important people, and the
aspiration to alter one's life. According to Eddington and Shuman (2005), domain satisfaction
encompasses several aspects such as job, family, leisure, health, money, self, and one's group.

3. What is Emotional Intelligence?

Over the course of the last decade, there has been a significant surge in the attention given to
emotional intelligence, both inside and outside the realm of psychology. The notion has garnered
significant media coverage, and it is likely that many readers of this article have already come
across one or more interpretations of emotional intelligence. The current conversation, however, is
on the scholarly examination of emotional intelligence rather than the dissemination of the notion
to a wider audience. In 1997, Mayer and Salovey introduced a model of emotional intelligence to
meet the increasing need in psychology for a structured approach to examining variations in
emotional capacities among individuals. The development of the first ability-based assessments of
emotional intelligence was driven by this theoretical framework. Preliminary data indicate that
emotional intelligence has a significant impact on crucial life outcomes, including the
establishment of gratifying personal relationships and the attainment of professional success.
Significantly, it is crucial to note that ability-based assessments of emotional intelligence
effectively evaluate competencies that are comparatively separate from often evaluated dimensions
of personality (Salovey and Mayer, 1990). According to Boyatzis, Goleman, and Rhee (2000), it
may be argued that the manner in which an individual engages with themselves, their life, work,
and others is influenced by the frequency at which they exhibit or use the various talents or
competences that are inherent in emotional intelligence. According to Bar-On (1988), it refers to
the capacity to:

e Comprehend and articulate one's thoughts.
e Comprehend and establish connections with others.
¢ Manage intense emotions and regulate one's impulses; and

e Adjust to change and resolve personal or societal issues.

The origins of emotional intellect may be traced back to Thorndike's (1920) concept of social

intelligence, which focused on the capacity to comprehend and handle others, as well as to behave
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judiciously in interpersonal interactions. The origins of this idea may be traced back to Gardner's
(1983) research on multiple intelligences, particularly his notions of intrapersonal and interpersonal
intelligence. Gardner (1999) defines interpersonal intelligence as an individual's ability to
comprehend the intents, motives, and wants of others, hence enabling them to collaborate
efficiently with others. In contrast, the concept of intrapersonal intelligence pertains to an
individual's ability to comprehend their own self, develop a functional self-model that encompasses
their wants, anxieties, and capabilities, and successfully use this knowledge to regulate their own
life. The concept of emotional intelligence has been referenced several times in scholarly works
(Greenspan, 1989; Leuner, 1966; Payne, 1986), culminating in the introduction of the first formal
model and description by Salovey and Mayer (1990). The first empirical investigations pertaining
to this topic were conducted by Mayer, DiPaolo, and Salovey in 1990. Goleman's (1995) seminal
work popularized the notion and had a significant impact on the development of most subsequent
scientific understandings of Emotional Intelligence. Therefore, subsequent to the model put
forward by Salovey and Mayer, and particularly in light of Goleman's very successful publication,
other models of emotional intelligence have surfaced. Nevertheless, there has been a lack of strong
alignment between models and data in most instances, since the bulk of models have been detached

from empirical evidence and most research has been conducted in a theoretical vacuum.

3.1. The Four-Branch Model of Emotional Intelligence

The concept of emotional intelligence integrates the domains of emotions and intellect by seeing
emotions as valuable reservoirs of information that aid individuals in comprehending and
maneuvering through the social milieu. Salovey and Mayer (1990) provided a precise definition of
emotional intelligence as "The capacity to observe and differentiate one's own and others' emotions,
and to utilize this knowledge to direct one's thoughts and behavior." Subsequently, this description
was further developed and divided into four different but interconnected abilities: sensing, using,

comprehending, and regulating emotions (Mayer and Salovey, 1997).

The first component of emotional intelligence, known as perceiving emotions, pertains to the
capacity to identify and interpret emotions conveyed via facial expressions, visual representations,
auditory cues, and cultural objects. Additionally, it encompasses the capacity to recognize and

understand one's own emotions. The perception of emotions is considered the fundamental
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component of emotional intelligence, since it enables the processing of all other emotional

information (Mayer and Salovey, 1997).

The second facet of emotional intelligence pertains to the utilization of emotions to enhance diverse
cognitive processes, including but not limited to thinking and problem-solving. The talents within
this field may be exemplified by means of a hypothetical situation. Consider a scenario where you
are faced with a challenging and laborious activity that demands logical thinking and
meticulousness within a limited timeframe. In terms of successfully doing the task, would it be
more advantageous to be in a positive or negative emotional state? Experiencing a little sense of
sadness helps individuals in carrying out meticulous and systematic tasks. On the other hand, a
positive emotional state might enhance the ability to think creatively and innovatively. According
to Johnson and Robinson (1985), individuals with high emotional intelligence possess the capacity
to effectively utilize their fluctuating moods to align with the demands of a given task (Mayer and
Salovey, 1997).

Additionally, the third component of emotional intelligence, known as emotional intelligence,
involves the aptitude to comprehend the language of emotions and to recognize intricate
connections between different emotions. For instance, the comprehension of emotions entails the
capacity to perceive subtle distinctions among feelings, such as the disparity between happiness
and ecstasy (Mayer and Salovey, 1997).

Moreover, it encompasses the capacity to identify and articulate the progression of emotions over
time, such as the transformation of shock into mourning. The fourth domain of emotional
intelligence, namely emotion management, encompasses the capacity to effectively control
emotions inside oneself and in relation to others. Every individual has had instances in their life
when they have momentarily, and sometimes in a humiliating manner, lost command of their
emotions. The fourth branch encompasses the capacity to effectively regulate the emotions of
individuals. For instance, a politician with high emotional intelligence may intensify her own fury
and use it to give a compelling speech with the intention of eliciting justifiable outrage in others.
Hence, a one with high emotional intelligence could effectively use emotions, even negative ones,

and control them in order to accomplish desired objectives (Mayer and Salovey, 1997).
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3.2. Components of Emotional Intelligence

The five components of emotional intelligence are self-awareness, self-regulation, motivation,
empathy, and social skills. Self-awareness is the first element of emotional intelligence, including
a profound comprehension of one's emotions, strengths, shortcomings, needs, and desires.
Individuals who possess this attribute refrain from being too critical and excessively optimistic.
Moreover, these individuals possess an understanding of how their emotions impact themselves,
others, and their professional productivity. Self-regulation is the second element of emotional
intelligence. Self-conversation is a continuous process in which individuals liberate themselves
from the confines of their emotions (Goleman, 1995). Individuals with a high level of self-
regulation has more capacity to navigate the uncertainties of a rapidly evolving sector compared to
individuals with a low level of self-regulation. The enhancement of a home's integrity may be
achieved by the implementation of a high degree of self-regulation. Individuals with a propensity
for self-regulation refrain from engaging in impulsive behaviors that may lead to poor decision-
making. Self-regulation enables people to make deliberate choices while maintaining emotional
control. Motivation, the third element of emotional intelligence, encompasses the profound internal
drive to do tasks for the sake of attaining success. Driven people want to surpass their own and
others' expectations. Motivation engenders a sense of restlessness among individuals, prompting
them to constantly seek novel avenues to enhance their work performance. Individuals with high
levels of motivation maintain a positive outlook despite encountering failure or a setback. A
motivated individual has a strong dedication to achieving their goals and objectives. Empathy, as
the fourth component of emotional intelligence, is the capacity to demonstrate consideration and
awareness towards the emotions of others. Empathic persons could establish personal connection
with others, hence enhancing their effectiveness in talent retention. Social skills are the last element
of emotional intelligence. Individuals use their amicability as a means to influence others to comply
with their desires. And someone who is social is a very effective persuader. Emotional intelligence
is widely acknowledged to have a significant impact on leadership, work-life balance, and
professional advancement. According to Pool (1997), the predictive power of IQ in relation to
occupational success is around 20 percent, whereas the remaining 80 percent is attributed to

elements such as emotional intelligence.
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4. Research Methodology

4.1.Scales Used for Research
Emotional Intelligence: The emotional intelligence scale developed by Reuven Bar-On in 1997
was used to measure the emotional intelligence levels of the participants in the study. The scale,
which consists of 17 statements in total, has four sub-dimensions. These sub-dimensions are self-

awareness (1-4), social awareness (5-8), self-control (9-12) and relationship management (13-17).

Subjective Well-Being Scale (SWWABS): The scale developed by Meliha Tuzgdl Dost (2016) is
a Likert-type scale consisting of 46 items. It is used to determine the intensity of a person's positive
and negative emotions and to measure cognitive evaluations about their lives. 26 of the items in
the scale contain positive and 20 negative expressions. Negative expressions were calculated by
reversing the scores of the expressions 2, 4, 6, 10, 13, 15, 17, 21, 24, 26, 28, 30, 32, 35, 37, 38, 40,
43, 45.

4.2. Method
The study was conducted on a sample of Khazar University students, specifically from the Faculty
of Economics and Management. The study collected data mostly through a survey. The
convenience sampling methodology, which is widely used in the literature, was chosen as the
sample method. The survey was created and completed via an online platform. A cohort of 250

students was surveyed, with feedback from 160 of them.

Model and Hypotheses

[/ Emotional Intelligence \] H, / \

Self-Awareness Hize ' Subjective
Social Awareness Hie —— > Well-Being.
Self-Control Hics ’
H > { [affects suuieeuve well-being
H\\\ Relation Management ) [ of emotic Hie+ elligence) p /ﬂ/ell-

being.
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H1b: Social awareness (sub-dimensions of emotional intelligence) positively affects subjective well-
being.
Hic: Self-control (sub-dimensions of emotional intelligence) positively affects subjective well-
being.
Hig: Relationship management (sub-dimensions of emotional intelligence) positively affects

subjective well-being.

5. Findings

5.1.Reliability Analysis Results
0.00<0<0.40, the scale is not reliable,
0.40<0<0.60, the reliability of the scale is low,

0.60<0<0.80 it is quite reliable,
0.80<0<1.00, it is a highly reliable scale (Kayis, 2018:405).

Table 1: Reliability Analysis Results for the Scales Used in the Research

Scales N C. Alpha Value
Subjective Well-Being. 46 ,938
Emotional Intelligence 17 ,882
Self-Awareness 4 ,836
Social Awareness 4 L7157
Self-Control 4 ,816
Relation Management 5 ,713

Table 1 shows the reliability analysis results for the scales and sub-dimensions used in the research.
Reliability analysis results for the scales and their sub-dimensions are presented sequentially
below. According to these results;

e |t is seen that there are 47 statements in total in the Subjective Well-Being scale and the
alpha value is 0.938. Since this value is in the range of 0.80<a<1.00, it can be said to be
highly reliable.

e |t is seen that there are 17 statements in total in the Emotional Intelligence scale and the
alpha value is .882. Since this value is in the range of 0.80<a<1.00, it can be said to be

highly reliable.
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e In the analysis results regarding the sub-dimensions of the Emotional Intelligence scale,
Self-Awareness (.836), Social Awareness (.757), Self-Control (.816) and Relationship
management (.713), since alpha values were in the range of 0.60<0<0.80 and 0.80<0<1.00,

the terms quite reliable and highly reliable can be used for these dimensions.

5.2. Results of Normality Test Regarding Scales Used in the Study

Table 2: Test of Normality

Descriptive Statistics

N Min Max Mean  Std. Deviation Skewness Kurtosis
Self-Awareness 160 2.00 5.00 3.8687 73221 -.327 192 -.169 .381
Self-Control 160 1.50 5.00 3.8344 72135 -.319 192 -.122 .381
Relationship Management 160 1.40 5.00 3.5275 .73834 -.312 192 -.317 .381
Social Awareness 160 1.00 5.00 3.9313 .64871 -722 192 -.483 .381
Subjective Well-Being 160 1.23 5.00 3.5254 .64332 -.193 192 -.531 381

A normality analysis was performed on the scales used in the study. Skewness (skewness) and
Kurtosis (kurtosis) parameters were taken into consideration regarding whether the data showed a
normal distribution. The fact that the Skewness and Kurtosis values were within the range of 1.0
indicates that the data showed a normal distribution (Hair et al., 2014, 34). If the results given in
the table are interpreted in this direction, the data are normally distributed. Due to the normal

distribution of the data, the research analyses were based on parametric tests.

5.3. Descriptive Statistics Regarding Demographic Characteristics of Participants

Table 3: Descriptive Statistics of Participants by Gender Variable

Variable Frequency Percent (%)

Female 73 45,6
Male 87 54,4
Total 160 100,0

Table 3 shows the distribution of the participants in the study according to gender variable.
According to the results of this distribution, it is seen that 73 (45.6%) participants are female, and
87 (54.4%) participants are male. In line with these results, it can be stated that the rate of male

participants is higher than the rate of female participants.

200



Iktisat Isletme ve Uluslararasi Iliskiler Dergisi / Journal of Economics, Business and International Relations
3(2) » December * Aralik: 2024 « e-ISSN: 2822-6003 « DOI: 10.58654/jebi. 1567117

ARASTIRMA MAKALESI « RESEARCH ARTICLE

Table 4: Descriptive Statistics of Participants by Age Variable

Variable Frequency Percent (%)
18-25 143 89,4
26-35 17 10,6
Total 160 100,0

Table 4 shows the distribution of the participants in the study according to age variable. According
to the results of this distribution, it is seen that 143 (89.4%) participants are between the ages of
18-25 and 17 participants are between the ages of 26-35. In line with these results, it can be stated
that the majority of participants were between the ages of 18-25. The fact that the research sample

consisted of university students can be shown as the main reason for these results.

Table 5: “Do you have your own room at home?”’

Variable Frequency Percent (%)
Yes 102 63,7
No 58 36,3
Total 160 100,0

As a result of the information given in Table 5, it is seen that 102 (63.7%) students participating in
the research have their own rooms, while 58 (36.3%) students do not have their own rooms. In line

with these results, it can be seen that the majority of the participants have their own rooms.

Table 6: Descriptive Statistics of Participants According to the Household Variable

Variable Frequency Percent (%)
Family House 124 77,5
Alone 6 3,8
Student house 30 18,8
Total 160 100,0

Table 6 shows the distribution of the students participating in the research according to the house
variable they live in. As a result of this distribution, it is seen that 124 (77.5%) students live in their
family home and 6 (3.8%) students live alone. In line with these results, it is seen that the majority

of the participants live in the family home.

Table 7: “Are your parents alive?”

Variable Frequency Percent (%)
Yes 149 93,1
Only Father 1 0,6
Only Mother 10 6,3
Total 160 100,0
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Table 7 contains information on whether the parents of the students participating in the research
are alive or not. As a result of this information, it is seen that the parents of 149 (93.1%) students
are alive, only the father of 1 student (0.6%) is alive, and only the mother of 10 (6.3%) students is
alive. In line with these results, it can be stated that the majority of the participants have both

parents alive.

Table 8: Descriptive Statistics of Participants by Income Distribution Variable

Variable Frequency Percent (%)
200-500 AZN 19 11,9
600-1000 AZN 53 33,1
1100-2000 AZN 48 30,0
2100-3000 AZN 18 11,3
3100 ve tuizeri 22 13,8
Total 160 100,0

Table 8 shows the distribution of family incomes of the students participating in the research.
According to the results of this distribution, 19 (11.9%) students' family income is 200-500 AZN,
53 (33.1%) students' family income is 600-1000 AZN, 48 (30.0%) students' family income is 1100-
2000 AZN, 18 (11.3%) students' family income is 1100-2000 AZN. %) students have a family
income of 2100-3000 AZN and 22 (13.8%) students have a family income of 3100 AZN and above.
In line with these results, it can be stated that the majority of the participants have a family income
between 600-1000 AZN and 1100-2000 AZN.

Table 9: Descriptive Statistics of Participants by Marital Status Variable

Variable Frequency Percent (%)

Married 14 8,8
Single 146 91,3
Total 160 100,0

Table 9 shows the distribution of the students participating in the research according to the marital status
variable. In line with this distribution, it is seen that 14 (8.8%) students are married, and 146 (91.3%)

students are single. Based on these results, it can be stated that the majority of the students are single.

Table 10: Descriptive Statistics According to Participants' Answers to the Question "My Parents Are Divorced"

Variable Frequency Percent (%)
Yes 11 6,9
No 149 93,1
Total 160 100,0
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Table 10 shows the distribution of participants' answers to the question of whether their parents are
divorced. According to this distribution, it is seen that 11 (6.9%) students' parents are divorced,
and the remaining 149 (93.1%) students are not divorced. In line with these results, it can be stated
that the majority of students' parents are not divorced.

Table 11: Descriptive Statistics of Participants According to the Education Level Variable

Variable Frequency Percent (%)
Bachelor 144 90,0
Postgraduate 16 10,0
Total 160 100,0

Table 11 shows the distribution of the participants according to their education rankings. According
to this distribution, 144 (90.0%) students can receive undergraduate education, and 16 (10.0%)
students can receive postgraduate education. These results show that many of the participants have

undergraduate education.
Table 12: Descriptive Statistics of Participants According to the Household Variable

Variable Frequency Percent (%)
Rented 58 36,3
Own House 102 63,7
Total 160 100,0

Table 12 shows the distribution of the students participating in the research regarding whether the
house they live in is rented or not. According to this distribution, it is seen that 58 (36.3%) students
rent their homes, and 102 (63.7%) students own their own homes. According to these results, it can

be stated that most students live in their own homes.

Correlation Analysis
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Subjective Well-Being. 1
Emotional Intelligence 675" 1
Self-Awareness 511" ,799™ 1
Self-Control ,659™ ,800™ 483 1
Relation Management 512" 748" 471 444 1
Social Awareness ,429™ 797 ,548™ ,589™ 411 1

**p<0.01: The correlation is significant at the 0.01 level.
*p<0.05: The correlation is significant at the 0.05 level.

Table 13: Correlation Analysis Results

Pearson correlation coefficients and significance levels are given in the correlation analysis in
Table 13. When the relationship between emotional intelligence and its sub-dimensions and
subjective well-being is examined, the correlation coefficients and significance levels can be

interpreted as follows.

e There appears to be a significant positive relationship between Emotional Intelligence
(r=.675**; p<0.01) and Subjective Well-Being.

e |t was determined that there is a positive significant relationship between self-awareness
(r=.511**; p<0.01), (sub-dimensions of emotional intelligence) and Subjective Well-Being.

e It was determined that there is a positive significant relationship between self-control
(r=.659**; p<0.01), (sub-dimensions of emotional intelligence) and Subjective Well-Being.

e |t was determined that there was a positive significant relationship between Relationship
management (r=.512**; p<0.01), (sub-dimensions of emotional intelligence) and
Subjective Well-Being.

e There is a significant positive relationship between social awareness (r=.429**; p<0.01),

(sub-dimensions of emotional intelligence) and Subjective Well-Being.

These findings are consistent with the pertinent results reported in the literature. Llamas-Diaz,
Cabello et al. (2022) conducted a systematic review and meta-analysis titled "The relationship

between emotional intelligence and subjective well-being in adolescents.” The findings of this
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study revealed statistically significant positive associations between subjective well-being and

intellectual intelligence.

5.4. Regression Analysis Results

H:: Emotional intelligence positively affects subjective well-being

Table 14: Regression analysis results on the effect of emotional intelligence on subjective well-being

Scale Beta t P
Emotional Intelligence ,675 11,492 ,000
R?=0,452 F= 132,063 St. Err:40264

Depended Variable: Subjective Well-Being.

When Table 14 is examined, it is seen that the emotional intelligence variable explains 45.2% of
the variance of subjective well-being, which is the dependent variable. As a result of the regression
analysis, it is seen that the emotional intelligence variable (=.675; p<0.01) positively affects
subjective well-being. According to this result, the hypothesis "Hi: Emotional intelligence
positively affects subjective well-being" was accepted. This result coincides with the results of Bar-
On (2005)'s study titled "The Impact of Emotional Intelligence on Health and Wellbeing".

H1a: Social awareness (sub-dimensions of emotional intelligence) positively affects subjective
well-being.

Table 15: Regression analysis results regarding the effect of social awareness, (sub-dimensions of

emotional intelligence) on subjective well-being

Scale Beta t P
Social Awareness 429 5,967 ,000
R2=0,184 F=35,610 St. Err:49284

Depended Variable: Subjective Well-Being.

When Table 15 is examined, social awareness, one of the sub-dimensions of the emotional
intelligence variable, explains 18.4% of the variance of subjective well-being, which is the
dependent variable. As a result of the regression analysis, it is seen that social awareness (=.429;
p<0.01) positively affects subjective well-being. According to this result, the hypothesis " Hap:
Social awareness (sub-dimensions of emotional intelligence) positively affects subjective well-

being." was accepted.
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Hib: Self-awareness (sub-dimensions of emotional intelligence) positively affects subjective well-
being.
Table 16: Regression analysis results regarding the effect of self-awareness (sub-dimensions of emotional

intelligence) on subjective well-being.

Scale Beta t P
Self-Awareness 511 7,480 ,000
R2=0,261 F= 55,945 St. Err:46883

Depended Variable: Subjective Well-Being.

When Table 16 is examined, it is seen that self-awareness, one of the sub-dimensions of the
emotional intelligence variable, explains 26.1% of the variance of subjective well-being, which is
the dependent variable. As a result of the regression analysis, it is seen that Self-Awareness
(B=.511; p<0.01) positively affects Subjective Well-Being. According to this result, the hypothesis
" Hap: Self-awareness (sub-dimensions of emotional intelligence) positively affects subjective well-

being." was accepted.
Hic: Self-control (sub-dimensions of emotional intelligence) positively affects subjective well-

being.

Table 17: Regression analysis results regarding the effect of self-control (sub-dimensions of emotional

intelligence) on subjective well-being

Scale Beta t p
Self-Control ,659 9,162 ,000
R>=0,434 F=121,388 St. Err:41026

Depended Variable: Subjective Well-Being.

When Table 17 is examined, it is seen that self-control, one of the sub-dimensions of emotional
intelligence, explains 43.4% of the variance of subjective well-being, which is the dependent
variable. As a result of the regression analysis, it is seen that Self-Control (f=.659; p<0.01)
positively affects Subjective Well-Being. According to this result, the hypothesis "Hic: Self-control

(sub-dimensions of emotional intelligence) positively affects subjective well-being." was accepted.

H1q: Relationship management (sub-dimensions of emotional intelligence) positively affects
subjective well-being.
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Table 18: Regression analysis results regarding the effect of relationship management (sub-dimensions of

emotional intelligence) on subjective well-being.

Scale Beta t P
Relation Management ,512 7,489 ,000
R>=0,262 F= 56,089 St. Err: ,46867

Depended Variable: Subjective Well-Being.

When Table 18 is examined, it is seen that relationship management, one of the sub-dimensions of
emotional intelligence, explains 26.2% of the variance of subjective well-being, which is the
dependent variable. As a result of the regression analysis, it is seen that Relationship Management
(B=.512; p<0.01) positively affects Subjective Well-Being. According to this result, the hypothesis
"Hiq: Relationship management (sub-dimensions of emotional intelligence) positively affects
subjective well-being." was accepted.

Conclusion

Being a leader requires a different perspective and dedication not only by performing the written
tasks assigned to the individual, but also by developing mental and physical skills. In other words,
being a successful manager or leader does not consist only of performing technical and functional
tasks. Instead, emphasis should be placed on psychological factors such as emotional intelligence
and subjective well-being (SWB). Because emotional intelligence, that is, the ability to understand,
manage and influence the feelings of others, is considered an important factor for both leaders and
managers. It is assumed that the development of managerial and leadership skills in universities,
schools and similar educational institutions can be more successful in the careers of prospective

executive students.

In this research, it is aimed to determine the effect and relationship of emotional intelligence levels
of executive candidate of university students on their subjective well-being. The samples of the
research are composed of university students studying at the Faculty of Economics and
Management of Khazar University located in Baku, the capital of Azerbaijan. The obtained data
were interpreted by subjecting to analyses such as frequency, reliability, correlation and regression
using the given statistical analysis program. In the analysis results, it was found that the emotional
intelligence levels of executive candidate of university students positively affect their subjective

well-being and there is a positive relationship between emotional intelligence levels and subjective
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well-being. It can be stated that managers with a high level of emotional intelligence have both
higher subjective well-being in an individual sense and can increase the satisfaction levels of their
employees in the working environment. In other words, it can be stated that managers with a high
level of emotional intelligence may have effective leadership and managerial skills in business life.
In addition, especially in executive candidates, the presence of a positive relationship between
emotional intelligence, self-awareness, social awareness and self-control and subjective well-being
may reveal positive impressions. As a matter of fact, it can be said that the high emotional
intelligence skills of individuals who hold leadership and managerial positions can play an
important role not only in improving themselves, but also in improving the well-being of
individuals who hold positions under their management. Thus, a healthier and more satisfied
working atmosphere can be created in the working environment. In addition, creating a healthy and
satisfied working atmosphere can contribute to employees being more successful not only
individually, but also professionally. In line with the findings obtained from the study, it can be
ensured that the focus is both on future research and on the introduction of more effective methods
for determining and improving the emotional intelligence levels of executive candidate of

university students.

In our article, we discussed the correlation between depended and independent variables. Depended
variable was subjective well-being (SWB) and independent variables are emotional intelligence,
self-awareness, social awareness, self-control and relationship management. For that reason, we
made surveys among university students in Azerbaijan. The survey results showed that these

interdependent variables have positive effects on subjective well-being (SWB).

For managers emotional intelligence is the ability to understand, manage and influence the feelings
of employees. This ability is considered an important factor. Therefore, we advise that the
development of managerial skills in universities and schools will be more beneficial in the careers
of prospective executive managers. We can also recommend that people who have high emotional
intelligence skills will have self-development and improve well-being, which will affect the

employees underneath. This will automatically influence the working environment.
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A STUDY ON THE EFFECT OF WORKAHOLISM ON WORKPLACE
HAPPINESS IN THE HEALTHCARE SECTOR

SAGLIK SEKTORUNDE iSKOLIKLiGIN iSYERI MUTLULUGUNA ETKIiSi UZERINE
BiR ARASTIRMA!
El¢in Akdogan?
Goksel Ataman®
Oz
Isletmelerin en temel hedefi rekabet avantaji elde ederek siirdiiriilebilirliklerini saglamaktir. Bu dogrultuda rekabetin giderek
zorlastig1 gliniimiizde ¢aligma sartlari igkolikligi yayginlastirmakta ve ¢alisan bireylerin, uzun vadede isletmeler i¢in verimli ¢iktilar
elde etmesini 6nlemektedir. Arastirmada, iskolikligin isyeri mutlulugu tizerindeki etkisi bu amag¢ dogrultusunda incelenmektedir.
Bu amag cergevesinde hizmet sektoriiniin saglik alaninda faaliyet gosteren Istanbul ilindeki 6zel hastanelerde calisan 819 kisiden
anket yontemi araciligiyla elde edilen veriler SPSS 25.0 programinda analiz edilmigtir. Arastirma kapsaminda frekans ve yiizde
analizi, Cronbach’s Alpha giivenirlik analizi, dogrulayici faktor analizi, Pearson korelasyon analizi yapilmis olup iskolikligin igyeri

mutlulugu tizerindeki etkisi regresyon analizi ile agiklanmaktadir. Sonug olarak saglik ¢aliganlarinim igkoliklik seviyeleri ile igyeri
mutluluklart arasinda negatif yonlii bir iligki oldugu ve iskolikligin isyeri mutlulugunu olumsuz yonde etkiledigi tespit edilmistir.

Anahtar Kelimeler: Iskoliklik, Isyeri Mutlulugu, Saglhk Sektorii.
JEL Simflandirilmasi: M19, M54, M12.

Abstract

The main goal of companies is to ensure their sustainability by gaining competitive advantage. In this direction, today's working
conditions, where competition is becoming increasingly difficult, make workaholism widespread and prevent working individuals
from obtaining productive outputs for businesses in the long term. In this study, the effect of workaholism on workplace happiness
is examined in line with this purpose. Within the framework of this purpose, the data obtained from 819 people working in private
hospitals in Istanbul, which operates in the health sector of the service sector, through the questionnaire method were analysed in
SPSS 25.0 programme. Within the scope of the research, frequency and percentage analysis, Cronbach's Alpha reliability analysis,
confirmatory factor analysis, Pearson correlation analysis were performed and the effect of workaholism on workplace happiness
is explained by regression analysis. As a result, it was determined that there is a negative relationship between the workaholism
levels of healthcare workers and their workplace happiness and that workaholism negatively affects workplace happiness.
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Giris

Gliniimiizde hizmet sektoriiniin saglik alaninda hizmet veren kuruluslarin artis gosterdigi
gorilmektedir. 2022 yilinda 1.350.580 olan saglik sektorii personel sayisinin 2023 yilinda
1.413.921 yiikseldigi, yardimei saglik personel sayisinin %7,5 arttigi bilinmektedir (Bora Bagara
vd., 2023). Bu artis sektorde faaliyet gosteren isletmeler arasinda is giicii rekabetini arttirmakta ve
personel devir hizin1 yayginlastirmaktadir (Akova vd., 2015). Personel degisim hizinin yiiksek
olmasi sadece insan kaynaklari maliyetine sebep olmamakta (Haldorai vd., 2019) ayn1 zamanda
sunulan hizmetin kalitesini ve miisteri memnuniyetini olumsuz etkilemektedir (Yao vd., 2019). Bu
durum isletmelerin siirdiiriilebilirliklerini ve gelisimlerini tehdit etmektedir. Isyeri mutlulugunun,
saglik sektorii ¢alisanlarinin motivasyonlarini, is tatminlerini ve genel refahlarmi etkiledigi
bilinmektedir (Alnagik vd., 2020). Saglik sektorii g¢alisanlariin mutluluk seviyeleri, is
performansini, hizmet kalitesini ve hasta memnuniyetini arttirmaktadir (Kanber vd., 2010). Saglik
calisanlarinin  mutlulugunun diisiik olmasi, hasta giivenini ve bakim kalitesini olumsuz
etkileyebilecegi gibi, ¢alisanlarin kuruma olan baglhliklarini ve performanslarini da diisiirlr
(Ravina-Ripoll vd., 2021). Ayn1 zamanda alan yazindaki ¢aligmalar isyerinde mutlu olan bireylerin
kendilerini ise adama egilimlimi gosterdiklerini (Bulut,2015; Fisher,2010; Kim, 2019), etkinliginin
ve verimliliginin daha fazla oldugunu (Turung ve Celik, 2010) ve bilgi paylasim1 konusunda istekli
olduklarmni ortaya koymaktadir (Alacalar- Cakir, 2019). Is yerinde mutsuz olan bireylerin isten
ayrilma niyetlerinin yiiksek olmas1 ve ise yabancilagmalar1 (Tiirk ve Giirdal, 2019), personel devir
hizinin  yiikselmesine neden olmaktadir (Ozkes vd., 2022). Calisanlarin isyerinde mutlu
hissetmeleri saglik sektorii icin dnemlidir, ¢linkii mutu c¢alisanlarin kararli ve pro-sosyal (diger
insanlara yardim etmeyi amaclayan davraniglar) davraniglar sergileme egiliminin daha yiiksek
oldugu bilinmektedir (Alacalar- Cakir, 2019). Bu davranislarin hizmet kalitesini arttirmasiyla
miisteri memnuniyetini ve bu baglamda isletme performansini arttirmasi gibi sonuglari
bulunmaktadir (Dusek vd., 2014). Saglik sektorii, insan hayatiyla dogrudan iligkili, yogun, stresli
calisma kosullarina sahip oldugu i¢in ¢alisanlarin mutlulugu ciktilar1 agisindan Gnem
kazanmaktadir. Isyerinde mutlulugun artirilmast hem saghk c¢alisanlarmin refahini hem de
hastalara sunulan hizmetin kalitesini iyilestirmek i¢in kritik bir strateji olarak goriilmesi sebebi ile
bu arastirmada saglik calisanlarinin isyeri mutluluklarina odaklanilmaktadir. Isletmelerde isyeri

mutlulugunu etkileyen farkli birgok unsur bulunmaktadir (Nazli, 2015; Tasnim,2016; Polatct ve
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Unvar, 2021). Bu arastirmada ¢alisanlarin isyeri mutlulugunu algilama seklini etkilemesi sebebiyle
(Bakker vd., 2012; Schaufeli vd., 2009; Sonnentag & Zijlstra, 2006; Veenhoven, 2009) isyeri
mutlulugunu etkileyen faktorlerden biri olan iskoliklik (Matuska, 2010; Schaufeli vd., 2009;
Sonnentag ve Zijlstra, 2006) kavrami incelenmektedir. Isyerinde mutlulugun iskolikligi
desteklemeyecek, makul ¢alisma sartlar ile saglanmasi gerekmektedir (Saiga ve Yoshioka, 2020).
Bu arastirma alan yazindaki isyeri mutlulugu ve iskoliklik ile iligkili yapilan ¢alismalardan yola
cikilarak iskolikligin isyeri mutlulugu tzerindeki etkisini hizmet sektorliniin saglik alani

gergevesinde tartismay1 hedeflemektedir.

1. Literatir Taramasi

Calismanin bu boliimiinde iskoliklik ve isyeri mutlulugu kavramlarina iligkin tanimlama ve
kavramsal acgiklamalara yer verilmektedir. Arastirmanin degiskenleri lizerine farkli arastirmalarin
sonuglarina ve arastirmacilarin goriisleri de bu boliimde yer almaktadir.
1.1. iskoliklik

Bireyler, islerini istek ve ihtiyaglarini kargilamalarini saglayan bir ugras olarak gérmektedirler
(Tosunoglu, 2021). Bazi1 durumlarda calisanlar kendilerini islerine faydanin, zararin gerisinde
kalacak sekilde kaptirmaktadirlar. Bu tip bir asirn adanmislik hali iskoliklik olarak ifade
edilmektedir (Seybold ve Salomone, 1994). iskoliklik ilk defa 1971 yilinda Oates tarafindan
kavramsallastirilmis ve kontrol edilemeyen, siirekli olarak c¢alisma ihtiyaci seklinde hissedilen
diirtii olarak tanimlanmaktadir (Oates,1971). Iskoliklik kavramu ilgili alan yazinda iki farkli bakis
acist ile tanimlanmaktadir. Iskoliklik kavramina orgiitsel gerceveden bakildiginda kisa vadede
olumlu ciktilar elde etmeyi desteklemektedir (Machlowitz, 1980, akt: Tosunoglu, 2021).
Iskoliklige davranissal cerceveden bakildiginda ise tedavi edilmesi gereken bir davranis bozuklugu
olarak goriilmektedir. Bu davranis bozuklugu calisan bireylerde takintilari sebebi ile isi iyi
yapamama ve isletmelerin diger iiyeleri icin sorun yaratma olarak gézlemlenmektedir (Fassel,
1990; Oates,1968; Oates, 1971; Schaufeli vd., 2008). Bu kavram toplumsal yaklasim
cercevesinden incelendiginde ise yalnizca olumlu sonuglari veya yalnizca davranis bozuklugu olan
bir kavram olarak goriilmemektedir (Scott vd.,1997). Bu durum kavrama iligkin farkli
tanimlamalar1 ortaya ¢ikarmaktadir. Ekonomik bir gerekce olmadan ise asir1t odaklanma (McMillan

vd., 2002), basar1 ve onay arayist ile ise asir1 zaman ayirma (Killinger,1992), calisma i¢giidiisinun
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icten gelen bir baski sonucu yliksek olmasina karsin isten, caligmaktan duyulan zevkin diisiik
oldugu haller (Spence ve Robbins, 1992) ve is alaninda fiziksel olarak gecirilen siire (Mosier, 1983,
akt: Burke, 2000; Scott vd., 1997) iskoliklik olarak ifade edilmektedir.

Glinlimiiz is diinyasinin dinamik yapisi, isletmelerin ddiillendirmeyi destekleyen rekabet anlayisi,
calisanlardan beklentileri, mobil iletisim cihazlarinin ulasilabilirligi arttirmasit ve is alani disinda
da ¢alismaya imkan saglamasi iskolikligi ortaya ¢ikarmaktadir (Blair-Loy ve Jacobs, 2003; Drago,
2000; Schabracq ve Cooper, 2000; Van Wijhe vd., 2011). Bu baglamda iskoliklik kavramina iligkin
arastirma sayisi giderek artig gdstermekte ancak bu galigsmalarin bazilari iskolik kavramini davranig
kalib1, bazilar1 bagimlilik bazilari ise sendrom olarak ele almaktadir (Aziz ve Zickar, 2006; Porter,
2006; Scott vd., 1997).

Iskoliklik kavrammni inceleyen arastirmalar bu kavramu etkileyen farkli faktorlerin oldugunu
gostermektedir. Bu faktorlerden bazilarinin is alaninda gegirilen siire, ekonomik sorunlar, aile
alaninda yasanan problemler, kotiiye giden evlilikler ve oOrgiit kiiltiirii oldugu goriilmektedir
(Shimazu ve Schaufeli, 2009; Spence ve Robbins, 1992; Temel, 2006;). Iskolikligi etkileyen cesitli
faktorler olmasi nedeni ile alan yazinda belirli bir ¢ergeve ile kesinlestirilmemis olsa da bu faktorler
genel olarak bireysel, orgiitsel ve ¢evresel olarak ifade edilmektedir (Hu,2018). Isletmelerdeki asiri
calisma anlayisinin ve ikliminin iskolikligi onemli 6l¢iide tetikledigi bilinmektedir (Johnstone ve
Johnston, 2005). Gorev odakliligin, basarisiz olma korkusunun, giicli elde etme isteginin hakim
ve Endriulaitiené, 2017). Isletmelerin iskolik davramslar1 ddiillendirmesi, iskolik davranis
sergileyen c¢alisanlarin iskolik olmayan c¢alisanlara baski yapmasi ile iskolik olmayanlarin iskolik
davraniglarini arttirdigr bilinmektedir (Burke, 2000). Bu durumlar iskolikligi etkileyen orgutsel
faktorler olarak siniflandirilmaktadir. Alan yazindaki arastirmalar bireylerin 6zelliklerinin
iskolikligi tetikledigini tespit etmistir (Burke ve Ng, 2007; Mudrack vd., 2004;). Demografik
ozellikler (cinsiyet, yas, medeni durum, egitim seviyesi, ebeveynlik durumu) iskolikligi etkileyen
bireysel faktorlerin basinda gelmektedir (Balducci vd., 2016; Beiler-May vd., 2017; Clark vd.,
2016; Spence ve Robbins, 1992). Ozgiivenli, hirsli, girisimci, ¢aliskan ve heyecanl bireylerin
iskoliklik egilimlerinin daha yiliksek oldugu bilinmektedir. Demografik o6zellikler, cocukluk
donemindeki aile yasantisi, ebeveyn gecmisi iskolikligi etkileyen bireysel faktorler olarak

siiflandirilmaktadir (Garson, 2005, akt: Temel, 2006; Pekdemir ve Kogoglu, 2014). Bireysel ve
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Orgiitsel faktorlerin haricinde sosyal ve makro ekonomik sebeplerle iligkili iskolikligi etkileyen
faktorler ise ¢evresel faktorler olarak ifade edilmektedir (Yazit, 2019). Alan yazindaki aragtirmalar
Ozellikle ekonomik (Schaufeli vd., 2008), sosyal ve teknolojik sebeplerin, degisimlerin,
gelisimlerin iskolikligi 6nemli dlciide etkiledigini gostermektedir (Burke,2000; Ersoy Kart, 2005;
Harpaz ve Snir, 2003; Porter, 2001; Spence ve Robbins, 1992; Van Wijhe vd., 2011). Degisen
rekabet etme anlayisinin calsan bireylerde yarattigr isini kaybetme endise ve korkusuyla iskolik
davraniglarin tetiklenmesi de ¢evresel faktorler olarak ifade edilmektedir (Van Beek vd., 2012).
Bu arastirma kapsaminda iskoliklik kontrol edilemeyen, siirekli olarak ¢alisma ihtiyaci olarak ele
alimmaktadir (Oates,1971). Bu baglamda, bu kavramsal tanim1 ortaya koyan iskolikligin asir
calisma ve kompulsif ¢calisma bilesenleri incelenmektedir.

Aswrt Calisma: Asin calisma iskolikligin davranigsal boyutunu temsil etmektedir (Sharma ve
Sharma, 2011). Bu bilesen, bireylerin yasamlarinda ¢alismaya diger faaliyetlerden daha fazla yer
verdigi, asir1 olarak kabul edilecek calisma davranislarini belirlemeye yonelik sorular ile
Olcimlenmektedir. Bireyin cevresel nedenlerden bagimsiz calisma davranisina diger yasam
alanlarina ayirdigindan fazla zaman ayirmasi anlamimi tasimaktadir. Bu davranigsal bilesen
bireylerin mutluluk seviyelerinde azalma, sosyal iliskilerinde ve sagliklarinda olumsuz sonuglara
yol agmaktadir (Schaufeli vd., 2006).

Kompulsif Calisma: Kompulsif calisma iskolikligin biligsel boyutunu temsil etmektedir (Sharma
ve Sharma, 2011). Bu bilesen, bireylerin i¢ten gelen zorunluluk hislerinin bireyleri ¢alismak
zorunda hissettirmesi durumunu kapsamaktadir (Dogan ve Tel, 2011). Kompulsif bilesene dahil
iskolikler, ise yonelik aliskanliklarini diizenlemekte zorlanan, yasamlarinin is digindaki alanlarina
kiyasla is alanina daha diiskiin bireyler olarak bilinmektedir (Robbinson, 1999). Kompulsif bireyler
is alaninda olmasa bile siirekli olarak is alanina zihinsel katilim saglamaktadir (Del Libano vd.,
2010).

Alan yazinda gergeklestirilmis arastirmalar iskoliklik kavraminin hem olumlu hem de olumsuz
ciktilart oldugunu ortaya koymaktadir. Iskolikligin olumlu ¢iktilarmin, kisa vadede performansi ve
is tatminini attirmasi gibi sonuglari oldugu tespit edilmistir (Erdirencelebi ve Ertirk, 2020). Uzun
vadede ise fiziksel ve zihinsel saglik problemleri, stres, is ve aile iligkilerini yipratmasi olumsuz
sonuglarin ortaya koymaktadir (McMillan vd., 2004). iskolik bireylerin sosyal iliskileri kapsayan

is yasam dengelerinin iskolik olmayan bireylere nazaran daha dengesiz oldugu tespit edilmistir.
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(Burke, 2000). Is yasam dengesizligi olarak goriilen iskoliklik daha az mutlu bireyler ve (Matuska,
2010: 107) is alaninda daha fazla zaman gegiren iskolik bireylerin aile ve arkadaslik iliskilerinin
olumsuz etkilenmesi sonucu is aile catigsmalar1 ortaya ¢ikmaktadir (Bakker vd., 2009; Porter, 1996;
Robinson, 2000; Seybold ve Salomone, 1994;). Iskoligin sosyal alanda ayn1 zamanda evlilikte
yabancilasma, ese kars1 diisiik pozitif duygulanim, diistik evlilik memnuniyeti, ebeveynlik ettikleri
cocuklarda sevgisizlik, yalnizlik, izole olma, terk edilme duygulanimlarinin olusumu, tek tarafli
ebeveynlikten kaynakli 6fke, siirekli sikayetci olma gibi sonuglart bulunmaktadir (Robinson, 1998;
Robinson, 2000). Kendilerini her zaman ilgi odag1 olarak diisiinen iskolikler aile alanlarinda
kendilerinin eslerinin bir uzantis1 olarak gormeleri nedeni ile aile etkinliklerine katilim
saglamaktan kacinmaktadirlar (Robinson, 2000). Bu baglamda iskolikligin sosyal iligkileri
olumsuz etkilemesi, sosyal iliskilerin gelistirilmesine engel olmasi iskolikligin sosyal sonuglarini
ortaya koymaktadir (Ng vd., 2007). iskoliklik bazi arastirmalarda olumlu bir galisan davranisi
olarak gorulmektedir (Olger, 2005). Bu arastirmalarda iskolik bireyler galismaktan zevk alan,
zamanin ¢ogunu calismaya kullanan, saglikli, basarili ve is tatminleri yiiksel bireyler olarak kabul
edilmektedir ve bu bireylerin ¢alisirken bos zamanlaria kiyasla daha olumlu duygulara sahip
olduklari tespit edilmistir (Machlowitz, 1980). iskolikligi bir davranis bozuklugu olarak kabul eden
arastirmalarin sonuglari ise psikolojik ve fiziksel esenlik ile iskoliklik arasinda negatif bir iligki
oldugunu gostermektedir (Burke, 1999; Chamberlin ve Zhang, 2009; Kanai ve Watabayashi,2001;
Spence ve Robbins, 1992;). Iskolikligin davranis bozuklugu olarak kabul edildigi arastirmalar
kapsaminda stres (Aziz ve Cunningham, 2008), tiikkenmislik (Andreassen vd., 2007), depresyon
(Nie ve Sun, 2016), anksiyete, 6fke (Robinson,2000), psikolojik sorunlar (Shimazu ve Schaufeli,
2009), yorgun uyanma, uyku problemleri (Salanova vd., 2016) gibi birey odakli sonuglarinin
oldugu goriilmektedir. Bu arastirmalarin aksine iskolik ve iskolik olmayan ¢alisanlarin fiziksel ve
psikolojik saglik durumlarinda farklilagmanin olmadigini tespit eden aragtirmalarda bulunmaktadir
(Burke vd., 2006; McMillan vd., 2004; Taris vd. 2008). Iskolikligin sonuglarini ortaya koyan
aragtirmalar arasinda tutarlilik olmamasi nedeni ile igkolikligin yalnizca olumsuz ¢iktilart oldugu
sdylenememektedir. Iskolikligin 6rgiitsel sonuglarina bakildiginda ise iskolik calisanlarin iskolik
olmayan calisanlardan iskolik gibi ¢alismalarini beklemeleri, bu sekilde ¢alismayanlar1 siirekli
olarak elestirmeleri, sorumluluk devrinden kaginmalari, devrettikleri sorumluluklar gerceklestiren

calisanlara siirekli olarak karigmalar1 ve kendi islerine karisilmasina izin vermemeleri, bundan
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hoslanmamalari, planlamaya sadik kalmak istemeleri sebebi ile isletmedeki diger ¢alisanlar iginde
stres kaynagi oldugu goriilmektedir (Maslach, 1986). Bu durumun yam sira degisimden
kacinmalari, kontrolcii yaklagimlari, takim ¢alismasina uyum saglayamamalari, yonetici
gorevindeki iskoliklerin ise talepkarligina ragmen yetki devrinden kaginmasi, astlar ile ¢aligmay1
zorlastirmasi, miilkemmeliyet¢i olmalari, vazgegilmez olduklarin1 diisiinmeleri isletmelerin
isbirlik¢i ¢iktilar elde etmelerini  zorlastirmakta ve isletmeler icin olumsuz sonuglar
olusturmaktadir (Porter,1996; Seybold ve Salomone, 1994).

1.2. Isyeri Mutlulugu
Manevi ve maddi memnuniyet halinin bir sonucu olan mutluluk kavrami farkli bakis agilar ile
incelenmekte ve giiniimiizde giderek disiplinler arasi bir kavram halini almaktadir (Akduman,
2021). Bireylerin hasretlerine eksiksiz ve siirekli olarak ulagsmasi sonucu duyulan kivang duygusu
mutluluk olarak ifade edilmektedir (TDK, 2022). Bu duygu durumu hedonik ve ddemonik
yaklagimlar ile kavramsallagsmaktadir (Erkus vd., 2013).
Hedonik Mutluluk Yaklasimi: Bu yaklasimda mutluluk bir duygu durumu olarak kabul edilmekte
ve anlik duyulan hazzin bir kazanimi olarak gormektedir. Hedonik mutluluk bireylerin
yasamlarinda olumlu duygulanimlarin olumsuz duygulanimlardan fazla olmasi ile yasamlarindan
tatmin olmalar1 durumunu ifade etmektedir (Bakker ve Oerlemans, 2011; Myers ve Diener, 1995).
Hedonik mutluluk olumlu ve olumsuz duygularin hepsini kapsamakta yalnizca olumlu duygularin
olumsuzlardan fazla oldugu durumlar1 kapsayan tek boyut ile tanimlanmaktadir (Cenkseven ve
Akbasg, 2007; Fisher, 2010; Joo ve Lee, 2017). Olumlu duygu durumlar enerjik, kararli, neseli,
heyecanli, ilgili olma halini, olumsuz duygular ise 6fke, korku, kaygi gibi duygu durumlarini
kapsamaktadir (Cenkseven ve Akbas, 2007; Dogan vd., 2014). Hedonik mutluluk yaklasiminin
temelinde 1yi hissetme anlayis1 yer almaktadir. Bu baglamda hedonik mutluluk, acidan kagma ve
zevk duyma amaciyla bireylerin deneyimlemek veya sahip olmak istediklerine eslik eden olumlu
duygularin tamami olarak tanimlamaktadir (Keeman vd., 2017; Di Fabio ve Palazzeschi, 2015;
Waterman vd., 2008).
Odemonik Mutluluk Yaklasimi: Odemonik mutluluk defer ve erdem kavramlari ile
aciklanmaktadir. Odemonik mutluluk yaklasimima gore, bireylerin sahip olduklar1 degerler ve
erdemlilik halleri yasamlarini anlamlandirmakta bu sayede bireyler mutluluk duygusu iginde

olmaktadir (Seligman, 2002). Odemonik mutluluk, bireylerin yasamdaki hedeflerini
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gerceklestirme istegini, arayigini yansitan islevlerin psikolojik ve sosyal yonleriyle ilgilenmektedir
(Arshad ve Rafique, 2016). Ozerklik, iliskiler, yeterli olma duygusu, kendini kabul gibi bireylerin
manevi ihtiyaglarinin giderilmesi 6demonik mutlulugun odak noktasini olusturmaktadir (Sheldon
ve Elliot, 1999). Bireylerin ge¢mislerindeki memnuniyet halleri 6znel iyi olus, gelecege yonelik
lyimser tutum ve umutlu olma halleri ise mutlulugu ifade etmektedir (Seligman ve
Csikzentmihalyi, 2000).

Hedonik mutluluk subjektif, 6demonik mutluluk ise objektif bir bakis agis1 ile mutlulugu
kavramsallastirmaktadir. Bu iki mutluluk yaklasimi kuramsal olarak birbirleri ile iligki i¢cinde olan
kavramlar olarak yorumlanmaktadir (Waterman vd., 2008). Giinlimiizde mutluluk isletmeler
tarafindan 6nem verilmesi gereken bir kavram halini almaktadir. Is hayatinda mutlulugun isletme
hedeflerini gerceklestirmelerinde rol aldiginin bilinmesi ile bu kavrama iliskin arastirmalarin
arttigl, alan yazindaki bazi calismalarin ise kavrama iligkin calismalara hiz kazandirdigi
goriilmektedir (Luthans, 2002; Wright, 2003). Isyeri mutlulugu, mutlulugun tanimindan hareketle
isyerinde hissedilen olumlu duygu durumlar1 biitiinii olarak tanimlanmaktadir (Brief ve Weiss,
2002; Fisher, 2010). Isyeri mutlulugu kavrami bazen is doyumu (tatmini) olarak alginsa da iki
kavramin birbiri ile iliskili ancak birbirinden farkli kavramlar oldugu bilinmektedir. Isyeri
mutlulugu bireylerin ¢alisirken ki mutluluk hallerinin kisisel ve ¢evresel boyutunu kapsamakta, is
doyumu ise bireylerin islerine iliskin biligsel degerlendirmelerini kapsamaktadir (Judge ve Hulin,
1993; Turan, 2018; Wright ve Doherty, 1998). Ozetle isyeri mutlulugu ise, isin dzelliklerine ve
orglite yonelik olumlu duygu durumlariin bileseni olarak ifade edilmektedir (Fisher, 2010).
Isyeri mutlulugunu etkileyen faktorleri ortaya koymak, isletmelerin, calisanlarin isyeri
mutluluklarini arttirabilmesi, azalmasin1 6nlemesi veya korumasi icin igyeri onem arz etmektedir
(Wesarat vd., 2014). Alan yazinda isyeri mutlulugunu etkileyen faktorleri ortaya koymayi
amaglayan arastirmalar bulunmaktadir (Nazli, 2015; Tasnim,2016; Polatc1 ve Unvar, 2021). Alan
yazindaki arastirmalarin bazilar1 isyeri mutlulugunu etkileyen faktorleri siniflandirirken
(Oswald,2002; Fisher, 2010; Chaiprasit ve Santidhirakul, 2011; Tasnim, 2016; Turan, 2019), baz1
aragtirmalara bu faktorleri gruplandirmadan tek tek agiklamaktadir (Thummakul vd.; 2012,
Wesarat vd., 2014; Januwarsono, 2015; Bulut, 2016; Alparslan vd., 2016; Giner ve Cetinkaya
Bozkurt, 2017; McKee, 2017). Is yeri mutlulugunu etkileyen bireysel faktorler demografik
degiskenleri (Andrew, 2011; Tadic vd., 2013; War, 2013; Tovicha ve Kheannil, 2015; Oztiirk,
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2016; Kim, 2018), kisiligi (Myers ve Diener 1995; Danna ve Griffin, 1999; Fisher, 2010; Malkog,
2011; Warr, 2013; Januwarsono, 2015), sagligi (Andrew, 2011; Thummakul vd., 2012), is yasam
dengesini ( Quick ve Quick, 2004; Andrew, 2011; De Neve ve Ward, 2017; Turan, 2018)
kapsamaktadir. Orgiitsel faktorler is tasarimini (Gavin ve Mason, 2004; Erdogan vd., 2006;
Williams vd., 2017), yonetim anlayisini (Harter vd., 2003; Thummakul vd., 2012; Tovicha ve
Kheannil, 2015; Bulut, 2015) adilligi, mevkiyi, isin anlamliligini, basariy1, orgiit biiylikligiint,
sektorl, sosyal iliskileri, liderligi, 6diillendirmeyi (Sparks vd., 2001; Chaiprasit ve Santiidhirakul,
2011; Tafvelin vd., 2011; Januwarsono, 2015; Tovicha ve Kheannil, 2015; Bulut, 2015; Alparslan
vd., 2016; Giliner ve Cetinkaya Bozkurt, 2017; Turan, 2019) kapsamaktadir. Cevresel faktorler ise
sosyal cevrenin genisligini (Myers ve Diener, 1995; Kim, 2018), bireye verilen sosyal destegi
(Gilagt1, 2010), ¢alisan bireyin is hayati disindaki yasamini (Dogan vd., 2014), 6zel yasamindaki
mutluluk hallerini (Ylksekbilgili ve Akduman, 2015), bireyin toplum igindeki stattistini (Andrew,
2011) kapsamaktadir.

Bu arastirma kapsaminda igyeri mutlulugu ise, isin 6zelliklerine ve drgiite yonelik olumlu duygu
durumlarinin bileseni olarak ele alinmasi sebebi igyeri mutlulugunun ii¢ bileseni olan ise angaje
olma, 1s tatmini ve Orgiite baglilik ile agiklanmaktadir (Sallas-Vallina ve Alegre, 2018; Bilginoglu
ve Yozgat 2020).

Ise Angaje Olma: Isyeri mutlulugu kavramimin ise angaje olma bileseni ise yonelik olumlu duygu
durumlarin1 kapsamaktadir. Is yerindeki heyecan, dinglik, ise kendini vermeye iliskin zihinsel
durumlarin biitiinii olarak ifade edilmektedir (Sallas-Vallina ve Alegre, 2018). Calisanlarin
kendilerini ise adapte etmeleri olarak ifade edilen ise angaje olma bileseni isyerindeki heyecan ve
tutkuya bagli olarak ortaya ¢ikan ¢alismaya tesvik edici iyilik halini ortaya koymaktadir (Warr ve
Inceoglu, 2012). Ise angaje olan calisanlar isyerinde kendilerini biligsel ve duygusal olarak ifade
edebilmektedir. Bireylerin kendilerini ise verme, adama davramisi olarak gozlemlenmektedir
(Khan, 1990).

Is Tatmini: Isyeri mutlulugu kavrammin is tatmini bileseni isin 6zelliklerine yonelik olumlu duygu
durumlarimi kapsamaktadir (Locke, 1976, akt: Sallas-Valina ve Alegre, 2018). Bu kavram
isletmelerde genel olarak is performansi ile iliskilendirilmektedir (Weiss ve Cropanzano, 1996;
Chiva ve Alegre, 2009). Is tatmini, calisanlarin isin 6zelliklerine iliskin yargilari, ¢alisma sartlari

hakkindaki duygulariin degerlendirmesi olarak ifade edilmektedir (Moorman, 1993).
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Orgiite Baglilik: Isyeri mutlulugu kavrammin 6rgiite baglilik bileseni drgiite yonelik olumlu duygu
durumlarin1 kapsamaktadir (Sallas-Vallina ve Alegre, 2018). Calisanlarin isletme amaci ile
Ozdeslesme, isletmenin hedeflerini gergeklestirmeye yonelik ¢aba sarf etme ve isletme kalma
istekliligi orgiite baglilik olarak ifade edilmektedir (Mowday,1998; Meyer vd., 2002).

Isyerinde mutlulugunun ¢iktilari isyerinde mutlulugu yaratmanin énemini de ortaya koymaktadir.
Isyerinde mutlu bireylerin isyeri mutlulugu diisiik olan bireylere nazaran %12 daha iiretken
calisanlar oldugu bilinmektedir (Abraham, 2015). Ayn1 zamanda isyerinde mutlu bireylerin
yaratici fikirler irettigi, calisma arkadaslari ve yoneticileri ile etkilesim halinde olarak daha saglikli
iletisim kurdugu, bu sayede daha hizli 6grenebildigi ve isletme amaglarinin daha hizl
gerceklestirildigi, hizli terfi aldig1 ve bu baglamda daha iyi maddi kazanca sahip olduklari
bilinmektedir (Pryce-Jones, 2011). Isyeri mutlulugunun bireye ve ise yonelik sonuclart
bulunmaktadir. Prososyal davranis (Cropanzano ve Wright,1999; Myers ve Diener, 1995), genel
yagsam mutlulugu (Aycan vd., 2007) ve yaraticilik (Achor,2010) bireye yonelik sonuglarini
kapsarken performans (Rego ve Cunha, 2008). ve bilgi paylasimi davranis1 (Kankanhalli vd.;
2005) gibi sonuglar ise yonelik ¢iktilarini kapsamaktadir. (Alacalar Cakir, 2019).

1.3. Iskoliklik ve isyeri Mutlulugu iliskisi

Iskoliklik, calisma davramisina karsi kontrol edilemeyen ihtiya¢ hissi olarak tanimlanmaktadir
(Oates, 1971). Iskolikligin ise kaptirma, isten kopmakta zorlanma, ise gdmiilme ile pozitif bir
iligskisinin oldugu bilinmektedir (Schaufeli vd., 2008). Alan yazindaki igkoliklik ve mutluluk
iligkisini temel alan arastirmalar iskolik ile yasam tatmini, is tatmini, 6znel iyi olus, iliski kalitesi,
bireysel mutluluk gibi mutlulugu ortaya koyan kavramlar ile negatif bir iliski oldugunu
gostermektedir (Bakker vd., 2012; Saiga ve Yoshioka, 2020; Schaufeli ve Bakker, 2004; Schaufeli
vd., 2006; Shimazu ve Schaufeli, 2009; Taris vd., 2010; Van Beek vd., 2014). Bu arastirma
sonuglarinin yani sira alan yazinda iskoliklik ve mutluluk arasinda iliski olmadigin1 veya pozitif
bir iliski oldugunu tespit etmis olan ¢alismalarda bulunmaktadir (Demirbulat vd., 2019; McMillan
vd., 2004; Yiiksekbilgili ve Akduman, 2016). Alan yazindaki arastirmalar arasindaki bu farklilik
bagimlilik teorisinin iki farkli bakis agisi ile agiklanmaktadir. Bagimlilik teorisi, bagimlilig
psikolojik ve tibb1 bagimlilik olarak modellemektedir. Her iki modelde bagimlilik, davranislarin
bireylerin zararina olan sonuglarini ifade etmektedir (Eysenck, 1997). Tibb1 bagimlilik modelinde

viicut tarafindan tiretilen veya viicuda digsaridan alinan maddeler sonucu fiziki olarak bagimliliga
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doniismiis davranislar agiklanmaktadir (Fassel, 1992). Iskolik bireylerde bu durum ¢alisma eylemi
sonucunda adrenalin salgisinin artmasi ile davranisin siireklilik kazanmasi olarak goriilmektedir
(Di Chiara, 1995). Psikolojik baglilik modelinde ise bir davranigin verimli olabilmesi i¢in tekrar
edilmesi gerekliligi bireyleri islerine daha yogunlastirmakta ve bagimli olunan bir davranis haline
dontismektedir (Rohrlich, 1980). Tibb1 bagimlilik modeline dayanarak alan yazindaki iskolikligin
mutluluk ile olan pozitif iliskisi agiklanmaktadir. Is disindaki sorumluluklarini yerine getirmeme
ugruna calismayi diisiinmekten kendini alikoyamayan iskolik bireylerin, bagimlilik yaklasimindan
hareketle Oziinde mutlu olmadiklar1 varsayilabilmektedir. Bu baglamda Matuska (2010)
arastirmasinda ileriki arastirmalara igskoliklik ile ilgili alanin netlik kazanmasina iligskin olan 6nerisi
tizerine de igkolikligin isyeri mutlulugunu ile olan iligkisini ve iskolikligin isyeri mutlulugu
tizerindeki etkisini ortaya koymak amaciyla arastirmanin hipotezleri boliimiinde yer alan hipotezler
onerilmektedir. Bagimlilik teorisinin iki farklt modeline gore igkolikligin isyeri mutluluguyla
iligkisinin farklilik gosterip gostermedigini ortaya koyabilmek adina igkolikligin bilesenleri olan
asir1 ¢alisma ve kompulsif c¢alisma ile isyeri mutlulugunun bilesenleri olan ise angaje olma, is

tatmini ve orgiite baglilik arasindaki iliskiler alt hipotezler ile iddia edilmektedir.

2. Yodntem

Arastirmanin bu boliimiinde ¢alismanin amacina, evren ve Orneklemine, kullanilan yontem ve
analiz tekniklerine, modeline ve bu model kapsaminda onerilen hipotezlere yer verilmektedir.
2.1. Arastirmanin Amaci

Bu arastirmada, iskolikligin bilesenlerinin isyeri mutlulugu ve bilesenleri ile iligkisinin, iskolikligin
isyeri mutlulugu tizerindeki etkisinin saglik hizmeti sektorii ¢alisanlarinin algilar1 kapsaminda
incelenmesi amaglanmaktadir. Bu amacin temelinde bagimli degisken olan isyeri mutlulugu ile
bagimsiz degisken olan iskoliklik arasindaki iliskiyi belirlemek, her iki degiskenin bilesenlerinin
ayr1 ayr1 incelenmesi ile iliskinin giliclii oldugu bilesenin belirlenmesi ve iskolikligin isyeri
mutlulugu tizerindeki etkisinin ortaya konmasi yer almaktadir. Calismanin saglik sektorii
calisanlar1 kapsaminda gercgeklestirilmesi ile ertelenemez bir hak olan saglik hizmeti sunulan bu
isletmelerde igsyeri mutlulugunu etkileyen ve isyeri mutlulugu ile iliskili olan unsuru tespit ederek
hastanelere farkli bir bakis agis1 sunmak ve sunulan hizmeti iyilestirmenin farkli yollar1 gosterilmek

hedeflenmektedir.
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2.2. Arastirmanin Evren ve Orneklemi
Arastirmanin smirhiliklar Tiirkiye’nin Istanbul ilinde faaliyet gdsteren 6zel hastanelerde calisan
saglik personelleri olusturmaktadir. Arastirmanin bagimli ve bagimsiz degiskenini etkileyen
faktorler dikkate alindiginda yogun calisma temposu, esnek c¢alisma saatleri, hizmet vermenin
stirekliligini korudugu saglik sektorii tercih edilmistir. Bu durumun yani sira iilkemizde hastane
sayis1 giderek artmasi ve ¢alisma sartlarinda iyilestirmeye gidilmemesi isletmeler arasinda isgiicii
rekabetini arttirmakta ve c¢alisan devir hizin1 yayginlastirmaktadir. Isyerinde mutlulugun ise
adanma ve prososyal is davranisi sergileme gibi sonuglart olmasi (Bulut, 2015; Fisher, 2010; Kim,
2019) ve bu sonuglarin Ozellikle saglik sektoriinlin is yapist geregi fayda yaratacagi
diisiiniilmesinden hareketle, saglik hizmeti alma hakkinin ertelenemez olmasi, saglik sektoriinde
bireye 0zgii, kimi zaman karmasik, acil ve degisken bir hizmet sunulmasi ve genellikle hizmetin
sunulmasi i¢in calisan bireyin fiziken hizmet sunulan alanda hazir bulunmasi gerekliligi, bu
sektorde hizmet veren ¢alisanlarin mesai saatleri disinda da ¢aligmak zorunda kalmalari, is alanin
da hayati 6nem tasiyan rol ve sorumluluklarinin bulunmasi isin yapisinin iskoliklige iten nitelikte
olmast sebebi ile arastirmanin drneklemi Istanbul’da faaliyet gosteren 6zel hastaneler olarak tercih
edilmistir (Bilazer vd., 2008; Koruca ve Bosgelmez, 2018; Shivakumar ve Pujar, 2017). Arastirma
amaci1 dogrultusunda Istanbul ilinde 6zel hastanelerde ¢alisan toplam 819 saglik personelinden e-
posta yontemi ile veri elde edilmistir.
2.3. Arastirmanin Yontemi ve Veri Analiz Teknikleri

Aragtirmada demografik sorulara, Iskoliklik ve Isyeri Mutlulugu Olgeklerine yer verilmektedir.
Demografik degiskenler 8, iskoliklik degiskeni 14, isyeri mutlulugu degiskeni 9 ifade ile
Olctimlenmektedir. Calismada isyeri mutlulugu, Sallas-Vallina ve Alegre (2018) tarafindan
gelistirilmis olan 3 bilesenden olusan, Bilginoglu ve Yozgat (2020) tarafindan Tiirk¢e’ye uyarlanan
gecerlilik ve giivenilirlik ¢aligmasi yapilmis, cronbach alfa kat sayis1 0,89 bulunmus 6l¢ek araciligi
ile dl¢iimlenmistir. Iskoliklik ise Schaufeli vd. (2006) tarafindan gelistirilen ve 17 ifadeden olusan
Ise Bagimlilik Olgegi'nin (Dutch Work Addiction Scale - DUWAS) Dogan ve Tel (2011)
tarafindan Tiirkge *ye uyarlanmis 14 ifadeli, 2 bilesenli versiyonu kullanilmistir.

Arastirma kapsaminda toplanmis olan verilerin analizini ger¢eklestirmek i¢in SPSS 25.0 analiz
programlar1 kullanilmistir. Analizler gerceklestirilirken 6nem diizeyi p=0.05 ve p=0.01 olarak

alinmis ve oncelikli olarak dlgeklerin gegerlik ve gilivenilirlikleri Cronbach’s Alpha giivenilirlik
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olgiitii ile dogrulanmustir. Olgeklerin gecerlilikleri dogrulayici faktor analizi (DFA) ile kontrol
edilmistir. DFA ile modelin uygunlugunu ortaya koyabilmek i¢in Ki kare uyum iyiligi indeksi ile
birlikte, CFl, RMSEA, GFI, RMR, SRMR, NFI, NNFI, AGFI uyum indekslerine uyumu kontrol
edilmistir (Schermelleh-Engel ve Moosbrugger, 2003). Arastirmanin 6rnekleminin dagiliminin
incelenmesi adina normal dagilim analizi ve merkezi egilim 6l¢iimlerinden faydalanilmistir. Saglik
sektorii calisanlariin her bir 6lgiime katilim seviyeleri ise ortalama ve standart sapma degerleriyle
incelenmistir.

Saglik sektorii calisanlarinin demografik ozellikleri frekans ve yiizde analizleri yapilmistir.
Demografik 6zelliklerin 6l¢iim araglart arasinda karsilastirilmasi i¢in bagimsiz t-testi ve ANOVA
analizleri yapilmistir. Arastirma amact dogrultusunda ileri siiriilen hipotezlerin gegerliliginin
incelenmesi adina bagimsiz ve bagimli degisken ve bu degiskenlerin alt bilesenleri arasindaki
iligkiyi ortaya koymak adina Pearson korelasyon analizi, bagimli degiskenin bagimsiz degisken
tizerindeki etkisini incelemek i¢in regresyon analizi gerceklestirilmistir. Aragtirma bulgularinin

degerlendirilmesinde kullanilan uyum kriterleri Tablo1’de belirtilmistir.

Tablo 1: Uyum Kriterleri

Uyum Diizeyleri

Kriterler Miikemmel Kabul Edilebilir
y2/sd <3 <5
RMSEA 0 <RMSEA <0.05 0.05 <RMSEA <0.10
SEMR 0 < SRMR <0.05 0.05 <SRMR <0.10
NFI 0.95< NFI< 1 0.90 <NFI <0.95
NNFI 0.95< NNFI< 1 0.90 <NNFI < 0.95
CFI 095< CFI< 1 0.90<CFI<0.95
GFI 095< GFI=< 1 0.90 <GFI <0.95
AGFI 0.90< AGFI< 1 0.85 < AGFI<0.90
IF1 095< CFI< 1 0.90 <IFI<0.95
RFI 095< RFI< 1 0.90<RFI<0.95

2.3. Arastirmanin Modeli ve Hipotezleri
Bu arastirmanin modeli olusturulurken; iskoliklik kavrami bagimsiz, isyeri mutlulugu ise bagimli
degisken olarak belirlenmis ve bu iliskiye iligkin hipotezler ileri siiriilmiistiir. Arastirmanin modeli

ve ileri siiriilen hipotezler asagidaki gibidir;

224



Iktisat isletme ve Uluslararasi iliskiler Dergisi / Journal of Economics, Business and International Relations

3(2) * December * Aralik: 2024 « e-ISSN: 2822-6003 « DOI: 10.58654/jebi.1591415
ARASTIRMA MAKALESI « RESEARCH ARTICLE

~ Bl >
[ iskoliklik } TITmmmmmmmee -@- --------------- -[ isyeri Mutlulugu

[ Asin Calisma ] . @ o “h[ ise Angaje Olma
~

[ Kompulsif Calisma ] ‘\ \“ Is Tatmini
~
~

‘[ Orgiite Baghlik

Sekil 1: Arastirma Modeli
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Sekil 2: Iskolikligin Asir1 Calisma Alt Boyutu Iliskisi Modeli
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[ iskoliklik J ‘{ Isyeri Mutlulugu ]
[ Asin Calisma } o . > ,{ fse Angaje Olma ]

[ Kompulsif Calisma }?:‘ """""" ------------ { Is Tatmini ]
- “{ Orgiite Baghlik ]

Sekil 3: Iskolikligin Kompulsif Calisma Alt Boyutu Iliskisi Modeli

H1: Saghk sektorii ¢alisanlarinin iskoliklik seviyelerinin igyeri mutlulugu seviyeleri {izerinde
anlamli bir etkisi vardir.

H2: Saglik sektorii calisanlarinin igkoliklik seviyeleri ile isyeri mutlulugu seviyeleri arasinda
anlamli bir iligki vardir.

H3: Saglik sektdrii calisanlarinin iskoliklik seviyeleri ile isyeri mutlulugu seviyelerinin ise angaje
olma alt boyutu arasinda anlamli bir iligki vardir.

H4: Saglik sektorii ¢calisanlarinin iskoliklik seviyeleri ile isyeri mutlulugu seviyelerinin is tatmini
alt boyutu arasinda anlaml bir iligki vardir.

H5: Saglik sektorii ¢alisanlarinin iskoliklik seviyeleri ile isyeri mutlulugu seviyelerinin orgiite
baglilik alt boyutu ile arasinda anlamli bir iligki vardir.

H6: Saglik sektorii ¢alisanlarinin iskoliklik seviyelerinin asir1 ¢alisma alt boyutu ile ile isyeri
mutlulugu seviyeleri arasinda anlamli bir iligki vardir.

H7: Saglik sektorii ¢alisanlarinin igkoliklik seviyelerinin asir1 ¢alisma alt boyutu ile isyeri
mutlulugu seviyelerinin ise angaje olma alt boyutu arasinda anlamli bir iligki vardir.

HS8: Saglik sektorii calisanlarinin iskoliklik seviyelerinin asir1 ¢alisma alt boyutu ile isyeri
mutlulugu seviyelerinin is tatmini alt boyutu arasinda anlamli bir iligki vardir.

H9: Saglik sektorii ¢alisanlarinin igkoliklik seviyelerinin asir1 ¢alisma alt boyutu ile isyeri

mutlulugu seviyelerinin 6rgiite baglilik alt boyutu arasinda anlamli bir iligki vardir.
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H10: Saglik sektorii calisanlarinin iskoliklik seviyelerinin kompulsif ¢alisma alt boyutu ile isyeri
mutlulugu seviyeleri arasinda anlamli bir iligki vardir.

H11: Saglik sektorii ¢alisanlarinin iskoliklik seviyelerinin kompulsif ¢alisma alt boyutu ile igyeri
mutlulugu seviyelerinin ise angaje olma alt boyutu arasinda anlamli bir iliski vardir.

H12: Saglik sektorii calisanlarinin iskoliklik seviyelerinin kompulsif ¢alisma alt boyutu ile igyeri
mutlulugu seviyelerinin is tatmini alt boyutu arasinda anlamli bir iligki vardir.

H13: Saglik sektorii ¢alisanlarinin iskoliklik seviyelerinin kompulsif ¢calisma alt boyutu ile isyeri

mutlulugu seviyelerinin orgiite baglilik alt boyutu arasinda anlamli bir iligki vardir.

3. Analiz ve Bulgular

Arastirmanin bu boliimiinde demografik, 6l¢ceklerin giivenirlik ve gecerlilik analizlerinin, arastirma
kapsaminda ileri siiriilen hipotezlerin testine iliskin analizlerin bulgularina ve bu bulgularin

degerlendirilmesine yer verilmektedir.
3.1. Demografik Bulgular

Arastirmanin bu béliimiinde ulasilan 819 kisilik 6rnekleme ait demografik 6zelliklere ait bulgulara

yer verilmistir.

227



Iktisat isletme ve Uluslararasi iliskiler Dergisi / Journal of Economics, Business and International Relations
3(2) * December * Aralik: 2024 « e-ISSN: 2822-6003 « DOI: 10.58654/jebi.1591415

ARASTIRMA MAKALESI « RESEARCH ARTICLE

Tablo 2: Katilimcilara Ait Demografik Ozellikler

Demografik Grup n %
o Kadm 610 74,48
Cinsiyet
Erkek 209 25,52
35 ve alti 187 22,83
36-45 207 25,27
Yas
46-55 231 28,21
56 ustii 194 23,69
Evli 441 53,85
Medeni Durum
Bekar 378 46,15
Cocugum yok 330 40,29
1 261 31,87
Cocuk Sayis1
2 128 15,63
3 veya lizeri 100 12,21
On Lisans 222 27,11
Lisans 439 53,60
Egitim Diizeyi
Y.Lisans 103 12,58
Doktora 55 6,72
30.000 ve alt1 113 13,80
30.000- 40.000 230 28,08
) 40.001- 50.000 317 38,71
Gelir (TL)
50.001- 60.000 44 5,37
60.001 - 70.000 22 2,69
70.001 veya iizeri 93 11,36
15 y1l veya alt1 210 25,64
Calisma Siiresi
15 tizeri 609 74,36
Hekim 121 14,77
Gorev Hemgire 520 63,49
Diger Saglik Personeli 178 21,73
Toplam 819 100,00

Tablo 2 incelendiginde arastirmaya dahil olan toplamda 819 saglik personelinin %74,48 nin
kadin (n:610), 46-55 yas araliginda, evli (%53,85; n:441), cocugu olmadigi (%40.29; n:330) veya
1 ¢ocuklu (%31,87; n:261), lisans mezunu (%53.60; n:439), 40.001-50.000 TL arasinda gelire
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sahip (%38.71; n:317), 15 y1l veya lizeri toplam ¢alisma siiresine sahip (%74.36; n:609) ve hemsire
olduklar1 (%63.49; n:520) oldugu goriilmektedir. Buna gdre drneklem grubu ¢ogunlugunun 46-55
yas araliginda, evli, cocuk sahibi olmayan, 40.001-50.000 TL arasinda geliri olan, 15 yil ve iizeri

tecriibeye sahip kadin hemsirelerden olusmaktadir.

3.2. Betimsel Bulgular ve Verilerin Dagilima
Elde edilen veriler dahilinde Orneklem grubunun dagilimi ve Olgiimlenen degiskenlere ait
tanimlayici bulgular Tablo 3’de belirtilmektedir.
Tablo 3: Verilerin Dagilimi ve Betimsel Bulgular
Merkezi Egilim Olgiileri ~ Basiklik-Carpiklik

Olgiimler Ort. S.S Medyan  Basiklik Carpiklik
Ise Angaje Olma 297 1,18 3,00 -0,17 -1,28
Is Tatmini 3,08 1,25 3,33 -0,25 -1,38
Orgiite Baglhlik 3,04 1,22 3,33 -0,24 -1,38
Is Yeri Mutlulugu 3,03 1,02 3,22 -0,37 -1,20
Asir1 Calisma 299 111 3,25 -0,23 -1,49
Kompulsif Calisma 3,16 1,09 3,67 -0,52 -1,27
Iskoliklik 3,06 1,03 3,36 -0,36 -1,40

Arastirmanin verilerinin dagiliminin tespiti i¢in merkezi egilim 6l¢iilerinden medyan ve ortalama
degerleri kontrol edilmis ve yakinsadiklar: tespit edilmistir. Bunun {izerine basiklik ve ¢arpiklik
diizeylerinin alt -2, tist + 2 {ist sinir kontrolii yapilmis ve tiim degerlerin alt ve {ist sinir araliginda
oldugu tespit edilmistir (George ve Mallery 2010). 5°1i likert yapisina sahip oOlgekler icin
katilimcilarin degiskenlere yonelik diizeylerini tespit edebilmek icin 0,8 puan aralig1 (4/5=0,8)
kullanilmistir. Bu puanlama sisteminde baslangi¢c puani olan 1 puana 0,8 araligi kadar puan
eklenerek her Ol¢lim diizeyine iliskin alt ve iist sinirlar hesaplanmistir (Durmaz,2020). Bu
puanlama sonucunda, bu arastirmada 1-1,80 aralig1 ¢ok diistik, 1,81-2,6 aralig1 diisiik, 2,61-3,4
aralig1 orta, 3,41-4,2 aralig1 yiiksek, 4,21-5,0 aralig1 ¢ok yiiksek diizeyi temsil etmektedir.

Hizmet sektoriiniin saglik alaninda calisan bireylerin isyeri mutluluk seviyelerinin 3,03+, is yeri

mutlulugunun bilesenlerinden ise angaje olma seviyelerinin 2.97+1.18, is tatmini seviyelerinin
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3.08+1.25 ve orgiite baglilik seviyelerinin 3.04+1.22, iskoliklik seviyelerinin 3.06+1.03, iskoliklik

bilesenlerinden asir1 ¢calisma seviyelerinin 2.99+1.11, kompulsif ¢alisma seviyelerinin 3.16+1.09

ile orta diizeyde oldugu tespit edilmistir.

3.3.0lciim Araclarimin Gegerliliklerine ve Giivenilirliklerine Iliskin Bulgular

Aragtirmanin bu boliimiinde 6l¢iim araglariin gegerlilik ve giivenilirligini ortaya koymaya yonelik

analizler yer almaktadir.

3.3.1. isyeri Mutlulugu Ol¢eginin Gegerliligine ve Giivenilirligine fliskin Bulgular

Isyeri Mutlulugu Olgeginin agiklanan faktdr yapismin (Bilginoglu ve Yozgat, 2019) Bu arastirma

kapsaminca dogrulayici yapisini ortaya koymak i¢in gerceklestirilen dogrulayict faktor analizi

sonuclarina Sekil 4 ve Sekil 5 de yer verilmistir.

0.

Chi-Square=49.62,

071 IMl
.36 IM2
.47 IM3
.1z M4
3s* IMS
-3¢ IM6
.13 IM7
.37 IM8
41 M9
df=24,

P-value=0.00158, RMSEA=0.036

Sekil 4: Isyeri Mutlulugu Olgeginin Dogrulayic1 Faktér Analizi Sonucu Standartlastiriimis Faktor

Yiiklerine Ait Path Diyagrami
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Sekil 5: Isyeri Mutlulugu Olgeginin Dogrulayic1 Faktdr Analizi Sonucu Standartlastirilmig T-

Degerlerine Ait Path Diyagrami

Isyeri mutlulugu dlgeginin dogrulayict faktdr analizi bulgulari incelendiginde maddelere ait

standardize edilmis faktor yiik degerlerinin 0,73-0,96 arasinda oldugu ve bu yiiklerin istatistiksel

olarak anlamli oldugu tespit edilmistir (Sekil 4). Isyeri mutlulugu &l¢eginin agiklanan faktdr

yapisinin (Bilginoglu ve Yozgat, 2019) dogrulanip dogrulanmadiginin kontrolii i¢in ulasilan uyum

indeksleri sonuglar1 Tablo 4’te yer almaktadir.
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Tablo 4: isyeri Mutlulugu Olgegine Ait DFA Sonucu Ulasilan Uyum lyiligi Degerleri

Kriterler Arastima Sonucu
y2/sd 2,067 Mikemmel
RMSEA 0,036 Mikemmel
SEMR 0.019 Mikemmel
NFI 0,99 Miikemmel
NNFI 0,99 Milkemmel
CFI 0.99 Mikemmel
GFI 0,97 Milkemmel
AGFI 0,95 Milkemmel
IFI Mikemmel

0,99

RFI 0,99 Mikemmel

X2/sd= 2.067 sonucu ile mikemmel, RMSEA=0.036 sonucu ile mikemmel uyum dizeyinde
oldugu tespit edilmistir. Diger uyum kriterleri kontrol edildiginde ise miikkemmel uyum diizeyinde
oldugu sonucuna varilmistir. Bu sonuglar arastirmada kullanilan igyeri mutlulugu o6lgeginin
aciklanan 3 alt boyutlu faktor yapisinin bu arastirma kapsaminda dogrulandiginin bir gostergesidir.
Arastirmada saglik sektorli ¢alisanlarinin igyeri mutlulugunu oOlgiimlemede kullanilan 6l¢iim
aracinin giivenirligini tespit etmek i¢in hesaplanan Cronbach’s alpha degeri, CR (Birlesik

Giivenilirlik) ve AVE (Ortalama Ag¢iklanan Varyans) Diizeyleri Tablo 5’de yer almaktadir.

Tablo 5: isyeri Mutlulugu Olgegine Iliskin Giivenirlik CR ve AVE Diizeyleri

Cronbach’s

Degiskenler CR AVE  Aplha
Alt Ise Angaje Olma 0.873 0,698 0.874
Boyutlar Is Tatmini 0.885 0,720 0,881
Orgiite Baghlik 0871 0694  0.866
isyeri Mutlulugu - - 0.903

Arastirmada kullanilan igyeri mutlulugu degiskenin Ol¢iim aracinin yakinsak gegerligini
degerlendirmek iizere Ol¢gme araclart igerisinde yer alan yapilarin AVE ve CR degerleri
incelenmistir. Ilgili degerlerde yakinsak gecerligin saglanabilmesi i¢in AVE degerlerinin, alan
yazindaki smir deger olan 0,50°nin iizerinde CR degerinin ise 0,70’in {izerinde olmasi
gerekmektedir (Fornell ve Larcker, 1981; Hair ve dig., 2010). Isyeri Mutlulugu Olgegi igerisindeki
yapilara iliskin AVE ve CR degerlerinin her iki kistas1 da karsiladiginin tespit edilmesinden yola

cikilarak Isyeri mutlulugu dlgme aracinin yakinsak gecerliligi sagladig goriilmektedir. Boyutlarin
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ve Olgek genelinin giivenirligini ortaya koymak adina i¢ tutarlilik katsayisin1 veren cronbach’s
alpha giivenirlik analizi yapilmis, 6l¢ek geneli ve alt boyutlar1 i¢in glivenirlik diizeylerinin yeterli
diizeyde oldugu tespit edilmistir (Cronbach’s alpha>0.70).

3.3.2. Iskoliklik Olgeginin Gegerlilik ve Giivenirligine Iliskin Bulgular

Iskoliklik &lceginin agiklanan faktdr yapisinin (Dogan ve Tel, 2011) bu arastirma kapsaminda
dogrulanmasi i¢in yapilan dogrulayict faktdr analizi sonuglar1 Sekil 6 ve Sekil 7°de

belirtilmektedir.

8.95% ACl
15.02% AC2
18.96% AC3 \'5\2
\\\¥.
15.10%  AC4 |~ 2€.
25.
19.20%] AC5 [=e—2¢. 0.0
25.
15.06% ACB /3,5‘
25.
15,12 AC? /
15.02% ACS
14.06% KC1 \
17.%4% KC2 ‘\33_,
25.
17.92% KC3 ~~——
i 0.00
| 26
17.77%] KC4 26.65
2€.
2s.
17.€5% KC5 /
17.94% KC6

Chi-Square=99.28, df=76, P-value=0.00000, RMSEA=0.012

Sekil 6: Iskoliklik Olg¢eginin Dogrulayici Faktor Analizi Sonucu Standartlastirilmis Faktor
Yiiklerine Ait Path Diyagrami
Iskoliklik Slgeginin dogrulayici faktdr analizi sonucuna gére maddelere ait standardize edilmis
faktor yiik degerlerinin 0.76—0,97 arasinda ve istatistiksel olarak anlamli oldugu tespit edilmistir
Olgegin agiklanan faktdr yapisinin dogrulanma kontrolii igin ulasilan uyum indeksleri sonuglari

Tablo 6’de yer almaktadir.
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Tablo 6: iskoliklik Olcegine Ait DFA Sonucu Ulasilan Uyum lyiligi Degerleri

Uyum Diizeyleri

Kriterler Arastirma Sonucu
y2/sd 1,306 Miikemmel
RMSEA 0,012 Miikemmel
SRMR 0,013 Miikemmel
NFI 0.99 Miikemmel
NNFI 0.99 Miikemmel
CFI 0.99 Miikemmel
GFI 0.97 Miikemmel
AGFI 0.96 Miikemmel
IFI 0.99 Miikemmel
RFI 0.99 Miikemmel

X?/sd=1.306, RMSEA=0.012 sonuglar ile miikkemmel uyum diizeyinde oldugu tespit edilmistir.
Diger uyum kriterleri incelendiginde de miikemmel uyum araliginda oldugu sonucuna varilmistir.
Bu sonuglar Olgegin agiklanan 2 alt boyutlu faktdor yapisinin bu arastirma kapsaminda
dogrulandigini gostermektedir.

Arastirmada saglik sektorii ¢alisanlarinin iskoliklik seviyelerini dlglimlemede kullanilan Slgiim
aracinin gilivenirligini tespit etmek i¢in hesaplanan Cronbach’s alpha degeri, CR (Birlesik

Giivenilirlik) ve AVE (Ortalama Ag¢iklanan Varyans) Diizeyleri Tablo 7°de yer almaktadir.

Tablo 7: Isyeri Mutlulugu Olgegine Iliskin Giivenirlik CR ve AVE Diizeyleri

Cronbach’s

Degiskenler CR AVE  Aplha
Alt Boyutlar Asm Calisma 0,933 0.637 0.932
Kompulsif Calisma 0,912 0.634 0.913
iskoliklik - - 0.948

Arastirmada kullanilan iskoliklik degiskenin Sl¢iim aracinin yakinsak gegerligini degerlendirmek
lizere dlgme araclar icerisinde yer alan yapilarin AVE ve CR degerleri incelenmistir. Ilgili
degerlerde yakinsak gecerligin saglanabilmesi i¢in AVE degerlerinin, alan yazindaki sinir deger
olan 0,50’nin iizerinde CR degerinin ise 0,70’in iizerinde olmasi gerekmektedir (Fornell ve
Larcker, 1981; Hair ve dig., 2010). Iskoliklik Olgegi icerisindeki yapilara iliskin AVE ve CR

degerlerinin her iki kistas1 da karsiladiginin tespit edilmesinden yola ¢ikilara Iskoliklik dlgme
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aracinin yakinsak gecerliligi sagladig goriilmektedir. Boyutlarin ve 6lgek genelinin giivenirligini
ortaya koymak adina i¢ tutarlilik katsayisini veren cronbach’s alpha giivenirlik analizi yapilmais,
Olgcek geneli ve alt boyutlar icin gilivenirlik diizeylerinin yeterli diizeyde oldugu tespit edilmistir
(Cronbach’s alpha>0.70).

3.4. Hipotezlerin Test Edilmesi

Aragtirmanin bu bdliimiinde aragtirmanin amaci dogrultusunda ileri siirilen hipotezler test
edilmistir. Degiskenler arasindaki iliskinin ortaya konmasi i¢in Pearson korelasyon analizi,
bagimsiz degisken olan iskolikligin, bagimli degisken olan isyeri mutlulugu tlizerindeki etkisinin
incelenmesi adina regresyon analizi gergeklestirilmistir. Pearson kolerasyon analizi sonuglarinin
0-0.29 arasinda zayif; 0.30-0,64 arasinda orta; 0.65-0.84 glcli; 0.85-1 arasin da ¢ok gii¢lii iligki
oldugu seklinde yorumlanmaktadir (Ural ve Kilig: 244). Pearson korelasyon analizi sonuglart Tablo
8’de yer almaktadir.

Tablo 8: Degiskenler Arasindaki liskiyi Gosteren Pearson Korelasyon Analizi Sonuglar

Degisken Degisken No
No Degiskenler 1 2 3 4 5 6 7 8
1 0,738 0952 -063 -0414 -0.372 -0,559 -0442
1 Asir Calisma ~

0.001* 0.001* 0,001* 0.001* 0.001* 0.001* 0.001*

T
p

I 1 0.909 -0.477 -0307 -0.309 -0.432 -0,323
P 0.001* 0.001* 0.001* 0.001* 0.001* 0.001*
I 1 -0,606 -0.394 -0.37 -0,541 -0,419
P 0.001* 0.001* 0.001* 0.001* 0.001*
T 1 0.599 0.582 0.861 0.570
P 0.001* 0.001* 0.001* 0.001*
r
p
T
p
T
p

2 Kompulsif Calisma

3 iskoliklik

4 fse Angaje Olma

1 0.496 0.835 0.403
0.001* 0.001* 0.001*

1 0.824 0.379

0.001* 0.001*

1 0,534

0.001*

5 fs Tatmini

6 Orgiite Baglilik

7 isyeri Mutlulugn

*p<0.05; r:;pearson korelasyon analizi

Tablo 8 incelendiginde; saglik sektoriinde galisanlarin iskoliklik seviyeleri ile isyeri mutluluklar
ve iskolikligin tiim alt bilesenlerinin isyeri mutlulugunun tiim alt bilesenleri arasinda orta diizeyde
ters orantili bir iliski oldugu tespit edilmistir. Bu tespit saglik sektorii ¢alisanlarinin iskoliklik
diizeyleri azaldiginda 1isyeri mutluluk seviyelerinin orta diizeyde artacagi olarak
yorumlanmaktadir. Alt bilesenler arasindaki en yiiksek iligki iskolikligin asir1 ¢alisma alt boyutu

ile isyeri mutlulugunun ise angaje olma alt boyutu arasinda oldugu tespit edilmistir. Pearson
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Korelasyon analizi sonuglar1 arastirma kapsaminda ileri siiriilen H2, H3, H4, HS, H6, H7, H8, HO,
H10, H11, H12, H13 hipotezlerinin dogrulandigin1 gostermektedir.

Arastirma kapsaminda ileri siirilen H1 hipotezinin test edilmesin igin regresyon analizi
gerceklestirilmistir. Aragtirmanin modelinin regresyon analizine uygunlugunu ortaya koymak icin
verilerin dagiliminin normalligi, de8iskenler arasinda iliski olmas1 durumun kontrol edilmistir.
Aragtirma kapsaminda elde dilen verilerin normal dagilim oldugunu gosteren sonuglara Tablo 3°de,
degiskenler arasinda iliski oldugunu gosteren sonuclara ise Tablo 8’de yer verilmektedir. Bu
baglamda bagimsiz degisken olan iskoliklik seviyesinin bagimli degisken olan igyeri mutlulugu
seviyesi iizerindeki etkisini ortaya koyabilmek adina gerceklestirilen regresyon analizine iliskin
sonuclar Tablo 9 yer almaktadir.

Tablo 9: Regresyon Analizine Iliskin Bulgular

Hipotezler Yollar SP.T t R? Sonuc
H1: iskolikligin is yeri mutlulugu
lizerinde negatif yonde anlamh (ISKLIK)=>(ISYR_M) -0,66 -19,22* 0,44 Dogruland:

etkisi vardir.
*p<0.05; ISKLIK: Is Koliklik, ISYR M: Is Yeri Mutlulugu

Tablo 9’da belirtilen regresyon modeli iskolikligin isyeri mutlulugu iizerinde 0,66 negatif ve
anlaml bir etkisi oldugu tespit edilmistir (B=-0.66; t=19.22>1.96). Iskolikligin tek basma isyeri
mutlulugunun %44’ nii (R?: 0,44) agikladigi tespit edilmistir. Bu durum arastirmaya katilan saglik
sektorli c¢alisanlarinin  iskoliklik diizeylerinde bir birimlik artis gerceklestiginde isyeri
mutluluklarinda 0,66 birimlik bir azalisa gergeklesecegi anlamini tasimaktadir. Bu sonug ile

arastirmanin 1. Hipotezinin kabul edildigi tespit edilmistir.

4. Sonug ve Tartisma

Bu arastirmanin bulgulart incelendiginde, arastirmanin amaci dogrultusunda ileri siiriilen
hipotezlerin hepsinin desteklendigi tespit edilmistir. Hizmet sektdriiniin saglik alaninda ¢alisan
bireyler iizerinde gergeklestirilen bu arastirmanin bulgulan ile iskolikligin isyeri mutlulugu
lizerinde olumsuz bir etkisi bulundugu sonucuna varilmistir (=-0.66; t=19.22>1.96). Iskolikligin
iste sinirli olma, c¢alisma arkadaslarinin yardim etmedigi diisiincesi, sucluluk hissi,
tahammiilstizliik, kendi isini kendinin zorlastirmasi gibi psikolojik sonuglar1 gecici diizeyde, olay

odakl1 ve ise yonelik olumlu duygu durumu olusumunu engellemesi, calisma arkadaslar1 arasinda
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catisma, is yerinden ka¢ma, igbirliginde yetersizlik, glivensizlik gibi sonuglar1 kolektif diizeyde,
orglit odakli, bireyin kisisel deneyimlerinin bir araya gelmesi sonucu orgiite yonelik olumlu duygu
durumlarinin olusumunu engellemesi isyerinde mutlulugu olumsuz etkilemektedir (H1). Iskoliklik
ile igyeri mutlulugu arasindaki iliskiyi ortaya koymayr hedefleyen arastirmalarin bulgulari,
iskoliklik seviyesindeki artisin mutluluk iizerinde azalisa sebep oldugunu gostermektedir
(Andreassen vd., 2007; Bakker vd., 2012; Caesens vd., 2014; Saiga ve Yoshioka, 2020; Schaufeli
ve Bakker, 2004; Schaufeli vd., 2006; Shimazu ve Schaufeli, 2009; Taris vd., 2010; Van Beek vd.,
2014). Bu arastirmanin amaci alan yazindaki arastirmalarin sonuglari ile desteklense iskoliklik ve
isyeri mutlulugu veya mutluluk arasinda iliski olmadigin1 tespit etmis calismalarda bulunmaktadir
(Demirbulat vd., 2019; McMillan vd., 2004; Yksekbilgili ve Akduman, 2016). Bu sebeple alan
yazinda bu iki kavram arasindaki iliskiyi netlestirmek adina yeni arastirmalarin yapilmasi
onerilmektedir (Matuska, 2010). Shimazu ve Schaufeli (2009) arastirmasinda iskolik seviyeleri
yiiksek bireylerin zihinsel ve fiziksel sagliklar1 bozuk, yasam tatminleri diisiik bireyler olduklarini,
Andreassen vd. (2007), iskolikligin alt boyutlar1 olan kompulsif c¢alisma ile benzer 6zellikleri
kapsayan diirtii alt boyutu ile is stresi, saglik sikayetleri ve tilkenmislik arasinda olumlu bir iligki
oldugunu; Bakker vd. (2012) iskolikligi yiiksek bireylerin giinliik refahinin diisiik oldugunu;
Caesens (2014), ve Van Beek (2014), iskolik bireylerin isyeri mutlulugunun alt boyutu olan is
tatmininin diislik , Schaufeli vd. (2009) iskolik bireylerin mutsuz bireyler oldugunu tespit etmistir.
Saiga ve Yoshioka (2020) hemsirelerin isyeri mutlugunu arastirdiklari ¢aligmalarinda hemsirelerin
iskoliklik seviyelerinin igyeri mutluluklarin1 olumsuz etkiledigini, isyeri mutlulugunun alt
boyutlarindan ise angaje olma, ise baglilik ile negatif iliskisi oldugunu tespit etmistir. Arastirmanin
bulgular1 alan yazinda yapilmig ¢aligmalar ile tutarlilik gdstermekte ve iskolikligin isyeri mutlulugu
uzerinde olumsuz bir etkiye sahip oldugunu desteklemektedir. Bu arastirma sonucunda da
iskoliklik seviyesi yiiksek olan saglik calisanlarinin igyeri mutluluklarmin diisiik oldugu tespit
edilmistir (H1). Arastirmanin modeli isin iskoliklige iten ve igsyeri mutlulugunun sonuglarindan biri
olan prososyal davranigin gérece 6nem arz eder nitelikte olan saglik sektori ¢alisanlari tizerinde
test edilmistir. Yeni yapilacak arastirmalarda model igyeri mutlulugunun gorece daha fazla fayda
yaratacag1l ve bagka ciktilarinin da etkin olacagi, farkli sektorlerde galisan bireyler lizerinde test
edilebilir. Bu durumun yan1 sira arastirma Istanbul ilinde hizmet veren &zel hastanelerde ¢alisan

saglik personeli iizerinde gerceklestirilmistir. Aragtirmanin modeli farkli illerde veya kamu

237



Iktisat isletme ve Uluslararasi iliskiler Dergisi / Journal of Economics, Business and International Relations
3(2) * December * Aralik: 2024 « e-ISSN: 2822-6003 « DOI: 10.58654/jebi.1591415

ARASTIRMA MAKALESI « RESEARCH ARTICLE

hastanelerinde ¢alisan saglik personelleri 6rneklem grubu olarak belirlenerek tekrar test edilerek
gelistirilebilir. Aragtirmanin verileri belirli bir zaman diliminde toplanmistir. Arastirmanin modeli
zamana, yasanilan gelisme ve degisimlere gore farkli sonuglar verebilir olmasi sebebi ile farkli
zaman dilimlerinde tekrar test edilebilir. Bu arastirmada iskoliklik ile igyeri mutlulugu arasindaki
iliski ve etkiyi incelenmektedir. Gelecekteki arastirmalarda iskoliklik ve isyeri mutlulugu
iliskisinde arac1 veya diizenleyici degiskenlerin yer aldigi bir model test edilebilir. Bu arastirmanin
verileri demografik degiskenler agisindan degerlendirildiginde kadin ve hemsire g¢alisanlarin
yogunluk olarak fazla oldugu goriilmektedir. Ileri arastirmalarda model drneklem yogunlugunun
esit dagilim sagladig bir 6rneklem grubu iizerinde test edilebilir. Iskolikligi azaltmay: ve isyeri
mutlulugunu artirmay1 hedefleyen miidahale programlarin uygulamasi sonrasinda ayn1 model test
edilerek programlarin etkinligi ortaya konabilir, iskolikligi artiran bireysel 6zellikler (kisilik tipleri,
motivasyon faktorleri) ve kurumsal etkiler (Orgiitsel kiiltiir, liderlik stilleri) ayrintili sekilde
incelenerek hangi faktorlerin daha belirleyici oldugu tespit edilip hedefe yonelik onlemler
gelistirilebilir, farkli kiiltiirelde iskoliklik ve isyeri mutlulugu arasindaki iliski incelenebilir ve
kiiltiirel etkilerin is davranislar {izerindeki roliinii degerlendirilebilir, dijitallesmenin iskoliklik
tizerindeki etkisi ve uzaktan ¢alismanin isyeri mutlulugunu nasil etkiledigi incelenerek, yeni
¢alisma modellerinin iskoliklik ve mutluluk tizerindeki etkileri ortaya konabilir, yapay zeka ve
analitik yontemlerin iskoliklik tespiti ve mutluluk artiric1 stratejilerde nasil kullanilabilecegi

arastirtlarak inovatif ¢6zum onerileri sunulabilir.

Bu arastirma iskoliklik ile isyeri mutlulugu arasindaki iliski agiklamaktadir. Bu arastirmanin
sonuclar1 saghk kuruluslarinin iskoliklige itmeyen, iskoliklige potansiyel olusturmayan calisma
sartlar1 gelistirmeleri gerekliligini, meslegin yapisi geregi iskolikligi destekleyici oldugunu ancak

bu durumun isletme politikalar1 ile dengelenebilecegini ortaya koymaktadir.

Sonug olarak saglik sektoriinde iskolikligin igsyeri mutlulugu tizerindeki olumsuz etkisinin tespit
edilmesi, bireylerin ve kurumlarin daha uyumlu, surddrilebilir, ideal bir g¢alisma ortami
olusturmasina yardimei olabilecek bir yol gostermektedir. Bunu ¢alisanlara iskolikligin zararlari
hakkinda egitimler verilerek, is ve 6zel hayat dengesini saglama konusunda biling kazandirip
farkindalik yaratma, esnek c¢alisma saatleri, fazla mesai sinirlandirmasi, izin haklarinin etkin

kullanim1 gibi politikalar benimseyerek is-yasam dengesi politikalar1 gelistirme, yoneticilere
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yonelik liderlik egitimlerinde, ekip iiyelerinin ihtiyaglarina duyarli bir yonetim anlayis1 tesvik
ederek liderlik ve yonetim yaklasimlarini iyilestirme yoluyla, iskolikligi tespit edilmis ¢alisanlar
icin psikolojik destek, stres yonetimi atolyeleri ve mentorluk programlari diizenleyerek ¢alisan
destek programlar1 uygulama yoluyla, calisan mutlulugunu 6lgmek icin diizenli anketler yapilabilir
ve iyilestirme aksiyonlar1 planlayarak organizasyonel performansin arttirilmasi yoluyla, is yukii
yonetimi, stres azaltict uygulamalar ve molalarin diizenlenmesi gibi 6nlemler alarak is saglhigi ve
giivenligi risklerini azaltmasi yoluyla yapabilir. Bu bulgular ile igverenler, yoneticiler ve insan
kaynaklar1 profesyonelleri politika ve politikalarin uygulamalara doniistiriilmesi igin sektore

somut faydalar saglayabilir.
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AN EVALUATION ON THE STRATEGIES OF GLOBAL ENTERPRISES IN
THE TURKISH MARKET

KURESEL iISLETMELERIN TURKIYE PAZARINDAKI STRATEJILERI UZERINE
BiR DEGERLENDIRME

Feride BAL !
0z
Kiiresellesme, ekonomik faaliyetlerin, ticaret, yatirim ve sermaye hareketlerinin, isgiici ve girisimcilerinin dolagimi ve ayrica
teknoloji transferi yoluyla tiim iligkilerin uluslararasi boyutlara taginmasidir. Kiiresel isletme kavramu, uluslararasi pazarlarda etkin
bir sekilde faaliyet gosterebilmek igin gerekli olan stratejik yetenekler, yerel pazar dinamikleri ve is siire¢lerinin etkinligi gibi birgok
unsuru kapsamaktadir. Bu unsurlar, kiiresel isletmelerin rekabet avantaji elde etmeleri ve siirdiiriilebilir bir sekilde biiylimeleri igin
kritik 6neme sahiptir. Kiiresel isletmeler, Tiirkiye pazarinda yerel uygulamalarini gelistirmek i¢in gesitli stratejiler benimsemektedir.
Bu stratejiler, hem yerel kiiltiirel unsurlar1 dikkate almakta hem de Tiirk tiiketicisinin beklentilerine uygun iiriin ve hizmetler
sunmay1 hedeflemektedir. Bu baglamda c¢aligmanin amaci; kiiresel isletmeleri daha iyi anlamak, bu isletmelerin stratejilerini
cozliimleyerek etkilerini aragtirmaktir. Bu etkilerin literatiir ile desteklenerek yazin incelemesi genisletilmek istenmigtir. Bu
baglamda kiiresel isletmeler kapsaminda bulunan firmalarin uyguladiklar stratejiler ve bu stratejilere yapilan degerlendirmeler ele
alinmaktadir Burger King, Mc Donald’s, Starbucks, Coca Cola, Netflix olmak iizere bes kiiresel isletmenin Tiirkiye pazarmdaki

stratejileri incelenmektedir. Bu bes kiiresel isletme 6rneginde firmalarin “kiiresel diigiin, yerel davran” felsefesi ile hareket ettigi ve
daha ¢ok polisentrik strateji uyguladigi gézlemlenmistir.

Anahtar Kelimeler: Kiiresellesme, Kiiresel Isletmeler, Kiiresel Isletme Stratejileri, Kiiltiir
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Abstract

Globalization is the internationalization of all relations through the movement of economic activities, trade, investment and capital
movements, labor and entrepreneurs, as well as technology transfer. The concept of global business encompasses many elements
such as strategic capabilities, local market dynamics and efficiency of business processes that are necessary to operate effectively
in international markets. These elements are critical for global businesses to gain competitive advantage and grow sustainably.
Global businesses adopt various strategies to improve their local practices in the Turkish market. These strategies both take into
account local cultural elements and aim to offer products and services that meet the expectations of Turkish consumers. In this
context, the aim of this study is to better understand global businesses, analyze their strategies and investigate their effects. It is
aimed to expand the literature review by supporting these effects with the literature. In this context, the strategies implemented by
companies within the scope of global businesses and the evaluations made on these strategies are discussed. The strategies of five
global businesses, namely Burger King, McDonald's, Starbucks, Coca Cola, Netflix, in the Turkish market are analyzed. In the case
of these five global businesses, it has been observed that the firms act with the philosophy of “think globally, act locally” and apply
more polycentric strategies.
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Extended Summary

Globalization is about the interaction of different cultures and the multiculturalism that emerges as
a result of these interactions. Globalization affects local cultures and enables the spread of global
culture in this process (Saddiqa et al., 2019). While globalization allows local cultures to interact
with global culture, in some cases this interaction can lead to the erosion of local cultures.
(Nizynska, 2014). Global businesses refer to businesses that operate in international markets and
do business by adapting to economic, cultural and political factors in different countries. This
concept requires businesses to improve their ability to compete not only locally but also
internationally. Global businesses develop various strategies and capabilities to respond to the
dynamics of different markets (Evers et al., 2012). Global businesses have to adapt their strategies
according to the characteristics and needs of local markets. This adaptation is a necessity for global
businesses to be successful in local markets (Bartkus and Davis, 2008).

This study examines the cultural interaction of global business strategies. In this context, the
strategies implemented by companies within the scope of global businesses and examples of these
strategies are evaluated. The strategies of five global businesses (Burger King, McDonald's,
Starbucks, Coca Cola, Netflix) in the Turkish market are analyzed. The aim of the study is to better
understand global businesses, to analyze the strategies of these businesses and to investigate their
effects. It is aimed to expand the literature review by supporting these effects with the literature.
Within the scope of this study, case study analysis was utilized. Case study analysis is a qualitative
research method that provides an in-depth examination of a particular event, situation or
phenomenon. The application of this method allows the researcher to understand the dynamics,
interactions and outcomes of the event in a specific context. Case study analysis is often preferred
to examine complex social, economic or cultural situations (Polat and Kose, 2021). In this context,
five companies that are highly active in the Turkish market were identified, and then the strategies
of the companies were determined and in-depth analysis was conducted on these strategies and
their practices.

When the strategies of the five global enterprises identified within the scope of the study were
examined, it was seen that the polycentric strategy was widely applied. The reason for the
widespread use of this strategy is the effort of these businesses to be closer to the local market. It

is thought that the fact that global businesses offer products and services by taking into account the
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cultural characteristics of the local market makes them more successful, more recognized and
preferred businesses. The effectiveness of local market dynamics was observed in the five
examples discussed in the study and enabled these businesses to gain competitive advantage in the
global market. In conclusion, local practices of global businesses in Turkey are shaped by strategies
such as cultural adaptation, responding to consumer expectations and developing social
responsibility projects. These strategies enable firms to establish a strong position in the local
market and create a deeper connection with Turkish consumers.

Giris

Diinya ekonomisinde 1960’11 yillarin basinda dogan 1980’lerin ortasindan itibaren gelisme
gosteren biiylik bir doniisiim yasanmstir. Yerel ekonomilerin kendi kendilerine yettigi ve uzaklik,
zaman, dil, devlet miidahaleleri, kiiltiir ve is sistemleri gibi sinir 6tesi yatirim ve ticareti engelleyen
diger unsurlar tarafindan birbirlerinden ayrildiklar1 bir diinyadan uzaklasilmaktadir. Sinir tesi
ticaret ve yatinm engelleri kalkmakta, algilanan uzaklik, ulagim ve iletisim teknolojilerindeki
ilerlemeler sayesinde azalmakta, maddi kiltlir diilnyanin her yerinde ayniymig gibi géziikkmeye
baslamakta ve yerel ekonomiler, ekonomik unsurlarin karsilikli olarak birbirlerine bagimli oldugu
biitiinlesik bir kiiresel ekonomik sistem altinda birlesmektedir (Steger, 2013).

Kiiresellesme, farkli kiiltiirlerin etkilesimi ve bu etkilesimlerin sonucunda ortaya ¢ikan cok
kiiltiirliilik ile ilgilidir. Kiiresellesme, yerel kiiltiirleri etkilemekte ve bu siirecte kiiresel kiiltiiriin
yayilmasini saglamaktadir (Saddiga vd., 2019). Kiiresellesme, yerel kiiltiirlerin kiiresel kiiltiirle
etkilesime girmesine olanak tanirken, baz1 durumlarda da bu etkilesim yerel kiiltiirlerin erozyonuna
yol acabilmektedir. (Nizynska, 2014). Kiiresel isletmeler ise uluslararasi pazarlarda faaliyet
gosteren ve farkli tilkelerdeki ekonomik, kiiltiirel ve politik faktdrlere uyum saglayarak is yapan
isletmeleri ifade etmektedir. Bu kavram, isletmelerin sadece yerel degil, ayn1 zamanda uluslararasi
diizeyde de rekabet edebilme yeteneklerini gelistirmelerini gerekli kilmaktadir. Kiiresel isletmeler,
farkli pazarlarin dinamiklerine yanit verebilmek igin ¢esitli stratejiler ve yetenekler
gelistirmektedirler. (Evers vd., 2012). Kiiresel isletmeler, yerel pazarlarin ozelliklerine ve
ithtiyaglarina gore stratejilerini uyarlamak zorundadir. Bu uyarlama, kiiresel isletmelerin yerel

pazarlarda basarili olabilmeleri i¢in bir zorunluluktur (Bartkus ve Davis, 2008).
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Bu c¢alisma kapsaminda kiiresel isletme stratejilerinin kiiltiirel etkilesimi incelenmektedir. Bu
baglamda kiiresel isletmeler kapsaminda bulunan firmalarin uyguladiklar1 stratejiler ve bu
stratejilerin 6rnekleri degerlendirilmektedir. Burger King, Mc Donald’s, Starbucks, Coca Cola,
Netflix olmak {izere bes kiiresel isletmenin Tiirkiye pazarindaki stratejileri incelenmektedir.
Calismanin amact; kiiresel isletmeleri daha 1yi anlamak, bu isletmelerin stratejilerini ¢oziimleyerek
etkilerini arastirmaktir. Bu etkilerin literatiir ile desteklenerek yazin incelemesi genisletilmek
istenmistir.

1. Kavramsal Cerceve

1.1 Kiiresellesme ve Kiiresel Isletmeler
Gilintimiizde diinyanin neredeyse her iilkesinde faaliyet gosteren isletmelerde ciddi artiglar
goriilmektedir. Kiiresellesme, bilesenlerin birbirleriyle daha fazla biitlinlestigi ve karsilikli
bagimliliklarinin arttig1 bir diinya ekonomisine yonelimdir (Kog, 2018). En kisa anlatimiyla
kiiresellesme; “ulusal boyutta yapilanlarin tiim diinya kiiresine tasinabilmesidir. Bir baska ifade ile
iilkelerin kendilerine 6zgii maddi ve manevi degerlerinin, bu degerler etrafinda olusmus
birikimlerinin milli smirlar1 asarak diinya ¢apinda genislemesidir (Can Mutlu, 2008).
Kiiresellesme; mal ve hizmetlerin yaninda insan bilgi fikir ve teknolojilerin tiim diinya iilkelerinde
sinir ve engel tanimadan serbestge dolagmasi olgusu ve diinya iilkeleri resmi makamlarinin da bu
olguyu destekleme yoniindeki egilimleridir. Kiiresellesmeyi ekonomik faaliyetler yaninda bilgi,
teknoloji ve fikirlerin tiim diinya iilkelerinde engelsiz yayilmast ve bu yayilmay: destekleyen

politik yasal ekonomik sosyo-kiiltiirel diizenlemeler olarak da tanimlanabilmektedir (Steger, 2013).

Kiiresel isletmecilik; faaliyetlerini diinya ¢apinda siirdiiren, yliksek teknoloji kullanan kiiresel {iriin,
fiyat vb. politikalar yiiriiten diinya vatandasi yoneticiler tarafindan yonetilen isletmelerdir (Can
Mutlu, 2008). Diinya vatandasi yoneticiler tarafindan yonetilen, tiim faaliyetlerini ve stratejilerini
kiiresel dinamiklere gore belirleyip uygulayan ve ileri teknoloji kullanan isletmelerdir (Cetin,
2015). Kiiresel isletmeler, kiiltiirel etkilesimlerin ve yerel pazar dinamiklerinin dikkate alinmasi
gerektigi karmasik bir yapiya sahiptir. Bu nedenle kiiresel isletmeler kiiresel pazarda rekabet
avantaj1 saglayabilmek igin strateji belirlerken kiiltiirel farkliliklar1 anlamali ve bu farkliliklara
uygun stratejiler gelistirmelidir. Kiiresellesme, isletmelerin farkli kiiltiirel ortamlarda etkili bir
sekilde yonetilmesi ve rekabet {istiinliigli saglayabilmesi i¢in gereklidir. Kiiltiirel etkilesim,

orgiitsel kiiltiirlerin paylasilmas1 ve gelistirilmesi agisindan 6nemli bir rol oynamaktadir.
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Uluslararas1 gorevler sirasinda orgiit kiiltiiriinlin paylasiminin ve gelistirilmesinin 6nemini
vurgulamakta ve bu siireclerin, yoneticilerin yeni yetkinlikler gelistirmesini gerektirdigini
belirtmektedir (Boyle vd., 2012). Bu baglamda, kiiltiirel etkilesimlerin yonetimi, sadece kiiltiirel
farkindaligin 6tesine gegmeyi degil, ayn1 zamanda yeni analitik kavramlarin gelistirilmesini de

icermektedir.
1.2. Kiiresel Isletme Stratejileri

Kiiresellesme; 6zenli yonetim ve stratejik planlama gerektiren hem firsatlar1 hem de zorluklari
beraberinde getiren bir siiregtir. Kiiresel piyasalarin birbirine bagli olmasi, diinyanin herhangi bir
yerindeki ekonomik dalgalanmalarin baska yerlerde genis kapsamli etkilere yol agabilecegi
anlamma gelmektedir. Bu birbirine baglilik ayn1 zamanda rekabeti de tesvik ederek sirketleri
yenilik yapmaya ve degisen piyasa kosullarina hizla uyum saglamaya zorlamaktadir. Yonetim
acisindan, kiiresel is ortamu kiiltiirel ¢esitlilik ve kiiltiirlerarasi iletisim konusunda derin bir anlayis
gerektirmektedir. Yoneticiler, farkli kiiltiirel normlarin, degerlerin ve is uygulamalarinin
karmasikligini agabilecek donanima sahip olmalidir (Mitreska, 2024).

Her toplumda farkli bir degerler sistemi, geleneksel davranis bicimleri bulunmaktadir. Cesitlilik
gosteren toplumsal yapilar bazen uluslararasi iletisim ve etkilesimlerin neden oldugu degisimlere
acik olabilmekle birlikte bazi toplumlarda ise degisime direng olabilmektedir. Kiiresel pazarlarda
faaliyet gosteren igletmeler her ne kadar kiiresel begeni ve ihtiyaglar1 karsilayan {iriin ve/veya
hizmetle yabanci pazarlarda yer alsa da s6z konusu yabanci pazarlarda degisik ve farkli bir dil, din,
etnik yap1 ve kiiltiir karar verme, ticari ve toplumsal davranis bicimi etik yaklasimlar gibi unsurlari
g6z oniine almak ve bu farkliliklar: reaktif veya proaktif davranislarla ydnetmek zorundadir (Ulgen
ve Mirze, 2010).

Kiiresel isletmelerde yoOnetim stratejileri biiyiik farkliliklar gostermektedir. Bu stratejileri
uygulamak i¢in siirecler, uygulamalar, sistemler ve gelistirilen yapilar da farklilik gosterecektir.
Kiiresel stratejiler gelistirmek, ¢ok uluslu isletmelerin faaliyet gosterebilecegi catismali veya
celigkili ortamlar g6z 6niine alindiginda zor olabilir. Gereksinimler genellikle kiiresel isletmelerin
ev sahibi iilkelerdeki ihtiyaclara cevap verme kapasitesini en iist diizeye ¢ikarma cabalar (yerel
tepki), kiiresel bir entegrasyon kurmak i¢in isletme yapilarini diinya ¢apinda korumaya veya

kontrol altinda tutmaya ¢alismalar1 nedeniyle ortaya ¢ikmaktadir. Cogu durumda, subeler bagimsiz
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hareket ederek daha fazla 6zerklige sahip olabilir ve yerel gereksinimlere yanit vermek icin
uluslararast bir kurulus olarak daha az entegre kalabilir (Tung ve Punnett, 1993). Kiiresel
isletmeler, yabanci iilkelerde faaliyette bulunurken mevcut iiriin ve/veya hizmetlerinde yabanci
pazarlara 6zgii bir degisiklik yapip yapmayacagi hususunu belirlemek zorundadir. Yani yabanci
iilkeleri sosyo-kiiltiirel acidan degerlendirme yapmak ve bu kapsamda strateji gelistirmek
durumundadir (Ulgen ve Mirze, 2010). Bu baglamda yer alan stratejiler;

e Etnosentrik (Ethnocentric) Stratejisi: Yerel pazarlarda kabul gormiis tirtinlerin, yabanci
ilkelerde de kabul gorecegi beklentisi ile mevceut iiriin ve/veya hizmetlerde bir degisiklik
yapilmadan yabanci iilke pazarlarinda yer almasidir. Bu stratejide isletmeler, kendi yerel
tilke kiiltiir davranislart agisindan yabanci iilke kiiltiir yapisint degerlendirmesi ve bu
diisiince kapsaminda davrams belirlemesidir (Ulgen ve Mirze, 2010). Genel olarak,
etnosentrik strateji, sirketlerin kendi entegrasyonlarina sahip olmak ve maliyetleri en aza
indirmeyi bagarmak i¢in subeler iizerindeki kontrolii en iist diizeye ¢ikarmasi gerektigini
one siirmektedir. Bu tlir uygulamalar, yonetim merkez-6rgiit tarafindan yiiritiildiigiinde
daha yaygindir (Tiwari, 2013). Bu etnosentrik yaklasim, bir girisimin baslangicinda ve
yerel isgiiclinde bulunabilecek 6zel teknik kapasitelerin gerekli oldugu durumlarda daha
olagandir. Etnosentrik isletmeler, ana iilke i¢inde se¢im yapmay1 tercih ettikleri icin
polisentrik ve jeosentrik stratejileri uygulayan isletmelere kiyasla diinya capinda se¢im
standartlarini daha az koruyacaklardir (Sahitaj, vd., 2015).

e Cok Merkezli (Polycentric) Strateji: Mevcut {iriin ve/veya hizmetlerde yabanci iilke
begenilerine ve ihtiyaglarina uygun degisiklikler yapilarak farkli bir {iriin ile yabanci pazara
¢ikilmas1 durumudur. Bu stratejide isletmeler, yabanci iilke kiiltiir yapisin1 anlayan, kabul
eden ve ona uyumlu bir sekilde davranis belirleyen bir anlayistir (Ulgen ve Mirze, 2010).

e Cografik Merkezli (Geocentric) Strateji: Ulke temelli olmayan, her toplumda
uygulanabilen sinir 6tesi kiiresel begeni saglayacak iiriin ve/veya hizmetler gelistirerek
yerel ve yabanci pazarlara sunulmasidir. Jeosentrik stratejilerde, durumu sirketin kiiresel
anlamda entegrasyonu, sirketlerin kiiltiirel bir birlesim yagamasi, ancak bunun mutlaka ana
sirket tarafindan dikte edilmemesi olarak seklindedir. Cografi merkezli strateji olan bu
anlayista tim subelerinin kapsamli bir sekilde biitiinlesmesi ve diinya ¢apindaki kiiltiirlerin

birlesmesi amaglanmaktadir (Sahitaj, vd., 2015).
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Tablo 1°de kiiresel isletme stratejilerinin avantajlart ve dezavantajlar1 6zetlenmektedir (Tiwari,

2013).
Tablo 1 Kiiresel isletme Stratejilerinin Avantajlar1 ve Dezavantajlari
Stratejiler Stratejinin Avantajlari Dezavantajlar:
Kapsam
Ev sahibi tilkedeki
nitelikli yonetici
eksikliginin
iistesinden gelir. Ev sahibi iilkede
Ethnocentric Birlestirilmis kizgmlik yaratir.
o Uluslararasi e pon
Stratejisi kiiltiir e . 9
Kiiltiirel miyopluga
neden olabilir.
Temel
yetkinliklerin
aktarilmasina
yardimci olur.
Kariyer
Kiiltiirel hareketliligini

miyoplugu azaltir. smirlandirir.

Polycentric Strateji Yerellestirme

Uygulamasi Genel merkezi

maliyetli degildir. yabanci
istiraklerden ayirir.

Insan kaynaklarmi
verimli kullanir.

Ulusal go¢
Kiiresel Giiglii bir kiiltiir ve 3011311; ?1112:11
Geocentric Strateji Standardizasyon gayri resmi s1}r]1g1rlan dlr}ellbﬂir
ve Ulusotesi yOnetim '
g?};;fif;;a Maliyetlidir.

yardimci olur.

Sonug olarak, etnosentrik yonetim, isletmelerin kendi iilkesindeki uygulamalarini evrensel olarak
uygulamaya odaklanmakta ve bu da genellikle yerel kiiltiirlere uyum saglamada zorluklara yol
acabilmektedir. Ote yandan, polisentrik stratejiler, her pazarin kendine 6zgii kiiltiirel ve is
ortamlarina uyacak sekilde uyarlayarak yerel duyarliligi vurgulamaktadir. Jeosentrik strateji ise
uyumlu ve uyarlanabilir bir strateji olugturmak icin diinyanin dort bir yanindan en iyi uygulamalari

bir araya getirerek kiiresel bir bakis agisini entegre etmeye ¢alismaktadir (Mitreska, 2024).
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2. Yontem ve Degerlendirme

Bu c¢alisma kapsaminda 6rnek olay analizinden yararlanilmistir. Ornek olay analizi, belirli bir
olaym, durumun veya fenomenin derinlemesine incelenmesini saglayan nitel bir arastirma
yontemidir. Bu yontemin uygulanmasi, arastirmacinin belirli bir baglamda olayin dinamiklerini,
etkilesimlerini ve sonuglarini anlamasina olanak tanimaktadir. Ornek olay analizi, genellikle
karmasik sosyal, ekonomik veya kiiltiirel durumlar incelemek i¢in tercih edilmektedir (Polat ve
Kose, 2021). Bu baglamda Tiirkiye pazarinda oldukga etkin olan bes firma belirlenmis, daha sonra
firma stratejileri belirlenerek bu stratejiler ve uygulamalar1 hakkinda derinlemesine inceleme

yapilmistir.

Kiiresel isletme stratejileri, kiiltiirel etkilesimlerin dinamikleriyle sekillenen karmasik bir yapiya
sahiptir. Kiiresellesme, isletmelerin stratejik kararlarini etkileyen onemli bir faktordiir. Kiiresel
pazarlarda basari saglamak icin, isletmelerin kiiltiirel zenginlikleri ve c¢esitliligi yOnetme
yetenekleri de biiyiik 6nem tasimaktadir. Cesitlilik yonetiminin, siirdiiriilebilir is uygulamalari i¢in
kritik bir strateji oldugu bilinmektedir (Moropane, 2023). Bu baglamda kiiresel isletme
statiisiindeki bes firmanin yerel pazara 6zgii stratejileri degerlendirilmektedir. Bu 6rnek olarak
belirlenen bes kiiresel isletme Burger King, Mc Donald’s, Starbucks, Coca Cola, Netflix
seklindedir.

Tiirkiye'deki kiiresel markalarin yerel uygulamalari, "kiiresel diislin, yerel hareket et" (glokal
yaklasim) felsefesi etrafinda sekillenmektedir (Sahin ve Kalyoncuoglu, 2014). Bu baglamda,
markalarin yerel pazarlara uyum saglamasi, rekabet avantaji elde etmesi agisindan kritik bir 6neme
sahiptir. Kiiresel isletmeler, Tiirkiye pazarinda yerel uygulamalarini gelistirmek igin c¢esitli
stratejiler benimsemektedir. Bu stratejiler hem Tiirk kiiltiiriine uyum saglamak hem de yerel
tiikketici beklentilerini karsilamak amaciyla tasarlanmistir. Ornegin, McDonald's ve Burger King
gibi fast food zincirlerinin, meniilerine yerel lezzetler ekleyerek Tiirk tiiketicisinin damak tadina
hitap edebilme ¢abasidir (Onurlu ve Zulfugarova, 2016). Bu tiir uygulamalar, markalarin yerel

pazarlarda daha fazla kabul gérmesini saglarken, ayni zamanda tiiketici sadakatini de artirmaktadir.

e Burger King Ornegi,
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Burger King'in Tiirkiye'deki stratejileri, ayn1 zamanda yerel kiiltiirel degerleri ve gelenekleri de
g6z oniinde bulundurmaktadir. Tiirk kiiltiiriinde misafirperverlik ve paylagim énemli bir yer tutar.
Bu baglamda, Burger King, aile ve arkadaslarla birlikte yemek yeme deneyimini tesvik eden
kampanyalar diizenlemektedir (Aylan, 2017). Ornegin, biiyiik boy menii segenekleri ve paylasim
odakl1 promosyonlar, Tiirk tiiketicilerin sosyal yapisina uygun bir yaklasim sergilemektedir. Bu
strateji, markanin yerel pazarda daha fazla kabul gérmesini saglamaktadir. Bunun yani sira
fiyatlandirma da duyarli bir toplum oldugunu bildigi i¢in indirimli menii segenekleri ve

kampanyalar, markanin tiiketici tabanin1 genisletmesine yardime1 olmaktadir.

Burger King'in Tiirkiye pazarinda "Borgir" olarak adini degistirmesi, markanin yerel kiiltiire uyum
saglama ve tiiketici algisin1 giiclendirme stratejisi olarak degerlendirilebilir. Bu degisiklik,
Tiirkiye'deki fast food pazarinda rekabet avantaji elde etmek amaciyla gergeklestirilen bir dizi
pazarlama stratejisinin parcasidir. Kiiresel markalarin yerel pazarlarda basarili olabilmesi igin
kiiltirel farkliliklari dikkate almasi gerektigi bilinmektedir (Onurlu ve Zulfugarova, 2016).
"Borgir" ismi, Tirk tiiketicisinin diline ve kiiltlirel yapisina daha yakin bir ¢agrisim yaparak,
markanin yerel kimligini gliglendirmektedir. Marka isminin degistirilmesi, ayn1 zamanda tiiketici
sadakatini artirma amaci tagimaktadir. Arastirmalar, marka imajinin ve algisinin, tiiketicilerin
sadakatini etkileyen onemli faktorler arasinda yer aldigini gostermektedir (Cevik vd., 2022).
"Borgur" adi, Tiirk kiiltiirline 6zgii bir dokunus sunarak, tiiketicilerin markaya olan bagliliklarini
artirabilir. Bu tiir bir strateji, yerel tiiketicilerin markayr daha tanidik ve samimi bulmalarina
yardimci olabilir, bu da marka ile tiiketici arasinda daha giiclii bir bag kurulmasina olanak tanir.
Ayrica, "Borgir" isminin benimsenmesi, sosyal medya ve dijital pazarlama stratejileri ile de
desteklenmektedir. Tiirkiye'de sosyal medya kullanicilarinin artig1, markalarin dijital platformlarda

daha etkili bir sekilde iletisim kurmalarini saglamaktadir (Vural ve Okmeydan, 2016).
e Mc Donald’s Ornegi

McDonald's, Tiirkiye pazarinda yerel stratejilerini  gelistirmek icin ¢esitli yontemler
kullanmaktadir. Bu stratejiler, Tirk tiiketicisinin damak tadina, kiiltiirel normlarina ve saglik
bilincine hitap etmeyi amaglamaktadir. McDonald's, global bir marka olmasina ragmen, yerel
pazarlara uyum saglamak i¢in meniisiinde 6nemli degisiklikler yapmaktadir. Tiirkiye'de sunulan

tirtinler arasinda doner kebap, kofte, ayran ve yerel tathilar gibi Tiirk mutfaginin unsurlarim
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barindiran se¢enekler bulunmaktadir Borse (2024). Bu tiir bir yerellestirme, McDonald's'in Tiirk

tiikketicileriyle daha gii¢lii bir bag kurmasina yardimci olmaktadir.

Ramazan ayi, Tiirkiye'de toplumsal ve kiiltiirel agidan 6nemli bir donemdir. McDonald's, bu
donemde 6zel bir Ramazan meniisii sunarak, yerel tiliketicilerin ihtiyaglarina yanit vermeyi
hedeflemistir. Ramazan meniisii, iftar saatlerinde tiiketicilere hitap eden, doyurucu ve lezzetli
segenekler icermektedir. Bu tiir bir strateji, markanin Ramazan ayindaki toplumsal duyarliligini
gosterirken, ayni zamanda tiiketicilerin geleneksel iftar deneyimlerini modern bir sekilde
yagsamalarina olanak tanimaktadir (Duran, 2021). McDonald's, bu menii ile hem yerel kiiltiirti

yiiceltmekte hem de markanin sosyal sorumluluk bilincini artirmaktadir.

e Starbucks Ornegi

Starbucks, Tirk kahvesini meniisiine dahil ederek, Tiirk kiiltiiriinlin 6nemli bir pargasini temsil
etmektedir. Tiirk kahvesi, Tiirkiye'de geleneksel bir icecek olup, sosyal etkilesimlerin dnemli bir
unsuru olarak kabul edilmektedir Nakilcioglu-Tas vd. (2019). Starbucks, bu gelenegi modern bir
sekilde sunarak, hem yerel tiiketicilerin damak tadina hitap etmekte hem de geleneksel Tiirk
kahvesi deneyimini modern bir ortamda yasatmaktadir. Tiirk kahvesinin yani sira, kahve hazirlama
yontemleri ve sunum sekilleri de yerel kiiltiire uygun bir sekilde tasarlanmistir (Yaman vd., 2022).
Bu durum, Starbucks'in yerel pazardaki kabuliinii artirmakta ve Tiirk tiiketicileriyle olan iligkisini
giiclendirmektedir. Starbucks'in ¢ay stratejisi de Tiirkiye'deki yerel uygulamalarinin énemli bir
parcasidir. Tirkiye, cay tiiketiminde diinya genelinde onemli bir yere sahiptir ve ¢ay, Tiirk
kiiltiirlinde sosyal etkilesimlerin 6nemli bir unsuru olarak kabul edilmektedir (Yildirim ve
Cobanoglu, 2022). Starbucks, meniisiinde ¢esitli ¢ay secenekleri sunarak, Tiirk tiiketicilerin bu
gelenegine hitap etmektedir. Ozellikle, Tiirk ¢ay1 ve farkli ¢ay karisimlari, Starbucks'in meniisiinde
yer almakta ve bu sayede markanin yerel kiiltiire olan baghlig1 gosterilmektedir. Ayrica, cay
sunumunda kullanilan geleneksel Tiirk caydanliklari, tiiketicilere nostaljik bir deneyim

sunmaktadir (Okay ve Ilkkaracan, 2018).

Starbucks, Ramazan ayinda 6zel kampanyalar ve meniiler sunarak, bu dénemin kiiltiirel ve dini
Oonemini vurgulamaktadir. Ramazan ay1 boyunca, iftar saatlerinde tiiketicilere yonelik 6zel
icecekler ve atigtirmaliklar sunulmakta, bu iiriinler genellikle yerel tatlarla zenginlestirilmektedir

Bagir (2018). Ornegin, Tiirk kahvesi ve geleneksel tatlilar gibi iiriinler, Ramazan meniisiinde yer
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alarak, tiiketicilerin geleneksel lezzetlere ulagmalarini saglamaktadir. Bu tiir bir yaklagim,
Starbucks'in yerel kiiltiire olan bagliligin1 gosterirken, ayn1 zamanda Tiirk tiiketicilerinin damak
tadina hitap etmektedir (Kasapoglu, 2024). Kurban Bayrami gibi diger bayramlarda da Starbucks,
0zel iiriinler ve kampanyalar diizenlemektedir. Bayram donemlerinde, markanin magazalarinda
bayram temal1 igecekler ve hediyelik {iriinler sunulmakta, bu da tiiketicilerin bayram coskusunu
artirmaktadir (Talha, 2022). Starbucks, bu donemde sosyal medya iizerinden de etkin bir iletisim
stratejisi izleyerek, bayram mesajlar1 ve kampanyalar ile tiiketicilere ulagmaktadir. Bu tiir bir
strateji, markanin toplumsal duyarliligmi artirmakta ve tiiketicilerle olan etkilesimini

giiclendirmektedir.

e Coca Cola Ornegi,

Coca-Cola'nin Tirkiye'deki en belirgin yerel uygulamalarindan biri, Ramazan ddneminde
gerceklestirdigi 6zel reklam kampanyalaridir. Coca-Cola, Ramazan ay1 boyunca kiiltiirel ve dini
temalar1 igeren reklamlar yayinlayarak, Tiirk tiiketicisinin duygusal bag kurmasini saglamaktadir.
2010-2017 yillar1 arasinda yapilan bir ¢calismada, Coca-Cola'nin Ramazan reklamlarinda yerel
kiiltiirel 6gelerin yogun bir sekilde kullanildig: tespit edilmistir (Erdogdu ve Tasdelen, 2019). Bu
reklamlar, iftar sofralarinin coskusunu ve paylasim kiiltiiriinii vurgulayarak, markanin yerel

pazardaki algisimi gliclendirmektedir.
e Netflix Ornegi,

Kiiresel markalarin yerel pazarlarda uyguladigi stratejiler arasinda, sosyal medya ve dijital
pazarlama kanallarinin etkin kullanimi1 da bulunmaktadir. Dizi, film ve belgesel gibi igeriklerle
diinyanin en popiiler video akis hizmet saglayicis1 olan Netflix (Yilmaz, E. S., ve Erdem, 2022)
sagladig1 gelir agisindan da diinyanin en biiyiik 10. internet sirketi olarak gosterilmekte ve en uygun
ticretlendirme politikasin1 Tiirkiye pazarinda uygulamaktadir (Yilmaz, E. S., ve Ecemis, 2022).
Tirkiye'de sosyal medya kullanicilarinin artigi, markalarin dijital platformlarda daha etkili bir
sekilde iletisim kurmalarini saglamaktadir (Hiziroglu ve Akkaya, 2019). Ornegin, Netflix,
Tiirkiye'ye 6zgii reklam filmleri ile yerel kiiltiire hitap eden igerikler sunarak, Tiirk izleyicilerle
daha giiclii bir bag kurmay1 hedeflemektedir (Giilmez, 2019). Bu tiir stratejiler, markalarin yerel

kiltiirle etkilesim kurmasini ve tiiketici algisint olumlu yonde etkilemesini saglamaktadir.
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Sonug olarak, kiiresel isletmelerin Tiirkiye'deki yerel uygulamalan, kiiltiirel uyum saglama,
tiikketici beklentilerine yanit verme ve sosyal sorumluluk projeleri gelistirme gibi stratejilerle
sekillenmektedir. Bu stratejiler, firmalarin yerel pazarda giiglii bir konum elde etmelerini saglarken,

Tiirk tiiketicileri ile daha derin bir bag kurmalarina olanak tanimaktadir.

Sonuc¢ ve Tartisma

Ekonomik, sosyal, kiiltiirel ve politik faaliyetlerin ulusal sinirlar1 agsan bir entegrasyon, baglant1 ve
karsilikli bagimlilik siireci olarak kiiresellesme bugiin mal, sermaye, hizmet ve enerjinin kiiresel
degisiminin artan hacminde kendini gdstermektedir. Benzeri goriilmemis diizeydeki baglanti
sayesinde, kiiresel pazar genislemesi ve devlet tekellerini sinirlayan ulusiistii gruplarin giiclenmesi
yoniinde artan bir egilim vardir. Bu, ekonomik biiyiime sorununu, kiiresel ekonomideki paylari
dinamik olarak artan ¢ok uluslu ve ulusétesi sirketlerin giiciinii ve etkisini odak noktasina getirir,
yeni yatirim firsatlari, yeni teknolojilere erisim ve yeni isgiicii, sermaye ve hammadde pazarlarina
erisim igin kosullar yaratir ve ayrica daha fazla iiretkenlik ve orgiitsel basari saglar (Minova ve
Blazeski, 2024). Degisen is kosullar1 kaginilmaz olarak hem makro hem de mikro ortami
etkilemekte ve kuruluslara ve yonetimlerine ¢ok sayida firsat ve tehdit sunmaktadir. Kiiresel olarak
birbirine bagli faaliyetlerin oldugu bir diinyada, {riin rekabet giicii, inovasyon ve miisteri
hizmetleriyle ilgili kiiresel standartlar, kiiresel hedefleri olmayan kuruluslar icin bile gecerlidir.
Dolayisiyla pazarda ayakta kalmayi ve basarili olmayr hedefleyen kuruluslar i¢in kiiresel

diisinmek artik bir segenek degil, stratejik bir zorunluluktur (Becirovié, Z., 2020).

Kiiresel pazarin dinamik yapisi, temel yonetim islevlerine de saglam bir yaklagim gerektirmektedir.
Planlama sadece hedefleri belirlemeyi degil, ayn1 zamanda kiiresel egilimleri ve potansiyel
aksakliklar1 5Sngdrmeyi de igerir. Orgiitlenme, farkli iilkeler ve bolgelerdeki operasyonlari verimli
bir sekilde yonetebilecek yapilar olusturmayr gerektirir. Kiiresel baglamda liderlik etmek,
kapsayici ve igbirligine dayali bir kiiltiirii tesvik ederken ¢esitli isgiicline ilham vermek ve rehberlik
etmek anlamina gelir. Insan kaynaklarin1 yonetmek, cesitli kiiltiirel gegmislere sahip ¢alisanlarin
farkli yeteneklerini ve bakis agilarini anlamay1 ve bunlardan yararlanmayi igerir. Son olarak,
kontrol, kiiresel operasyonlar hakkinda zamaninda ve ilgili i¢goriiler saglayabilecek Olciitler ve

izleme sistemleri olugturmayi gerektirir (Mitreska, 2024).
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Calisma kapsaminda belirlenen bes kiiresel isletmenin stratejileri incelendiginde ¢ok merkezli
stratejinin yaygin olarak uygulandigi goriilmiistiir. Bu stratejin yayigin kullannom nedeni bu
isletmelerin yerel pazara daha yakin olma ¢abasindandir. Kiiresel igsletmelerin yerel pazarin kiiltiirel
ozelliklerini dikkate alarak {iriin ve hizmet sunmalar1 onlar1 daha basarili, daha ¢ok taninan ve
tercih edilen isletme statiisiine ulastirdigi diisiiniilmektedir. Calisma da ele alinan bes 6rnekte yerel
pazar dinamiklerinin etkinligi goriilmiis ve bu isletmelerin kiiresel pazarda rekabet avantaji

saglamasina olanak tanimistir.

Sonug olarak kiiresel isletmelerin lilkemizdeki stratejileri incelenmis ve bu stratejilerin literatiire
dayandirilarak neden uygulandigi agiklanmaya ¢alisilmistir. Gelecek ¢alismalarda arastirmacilara
bu konuyu nicel verilerle desteklemesi, daha genis kiiresel isletme yelpazesi ile de sekillendirmesi

onerilmektedir.
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BIFURCATION BIAS IN FAMILY BUSINESSES: A CASE STUDY
AILE ISLETMELERINDE CATALLANMA ONYARGISI: BIR VAKA CALISMASI

Ozan Emre Ufacik!
Oz
Bu ¢alisma, aile isletmelerinde catallanma dnyargisinin etkilerini incelemeyi ve bu dnyarginin isletme siirdiiriilebilirligi tizerindeki
sonuglarini degerlendirmeyi amaglamaktadir. Catallanma 6nyargisi, aileye ait varliklar ile aile dis1 varliklar arasinda farklilastirilmig
davraniglarin sergilenmesi olarak tanimlanir ve genellikle aile {iyelerine yonelik kayirmacilik seklinde ortaya ¢ikar. Bu durum, insan
kaynaklari uygulamalarinda esitsizliklere, liderlik siireglerinde meritokratik ilkelerin ihmal edilmesine ve organizasyonel
performansin diismesine yol agmaktadir. Caligma, nitel bir aragtirma yontemi olan vaka analizi yaklagimiyla gerceklestirilmis ve
Tiirkiye merkezli bir aile isletmesi olan Kartallar Tekstil ornegi iizerinden yiiriitiilmiistiir. Veriler, liderlik ve yonetisim
uygulamalari, insan kaynaklar1 politikalari, organizasyonel iletisim ve performans sonuglari ¢er¢evesinde toplanmig ve analiz
edilmigtir. Bulgular, catallanma Onyargisinin aile disi c¢alisanlarda motivasyon kaybi, yenilik¢ilik kapasitesinde azalma ve
organizasyonel bagliligin zayiflamasi gibi olumsuz sonuglara neden oldugunu gostermektedir. Arastirma, ¢atallanma 6nyargisinin
azaltilmasi i¢in profesyonellesme adimlarinin atilmasi, seffaf ve liyakat esasl yonetim siireglerinin uygulanmasi ve sosyo-duygusal
zenginlik ile finansal hedefler arasinda dengenin saglanmasi gibi stratejiler onermektedir. Bu stratejilerin uygulanmasi, aile
isletmelerinin siirdiiriilebilirligini artirarak daha adil ve verimli bir yonetim modeli olusturulmasina katkida bulunabilir.

Anahtar Kelimeler: Catallanma onyargisi, Aile isletmeleri, Sosyo-duygusal zenginlik

JEL Simflandirilmasi: M10, M14, M19

Abstract

This study examines the effects of bifurcation bias in family businesses and evaluates its implications for organizational
sustainability. Bifurcation bias is defined as the differential treatment of family versus non-family assets and is often manifested as
favoritism towards family members. This phenomenon results in inequalities in human resource practices, the neglect of meritocratic
principles in leadership processes, and a decline in organizational performance. The study employs a qualitative research design,
utilizing a case study approach, with a focus on Kartallar Tekstil, a family business based in Turkey. Data were collected and
analyzed within the framework of leadership and governance practices, human resource policies, organizational communication,
and performance outcomes. The findings reveal that bifurcation bias has detrimental effects on non-family employees, including
reduced motivation, diminished capacity for innovation, and weakened organizational commitment. The research proposes several
strategies to mitigate bifurcation bias, including advancing professionalization, adopting transparent and merit-based management
practices, and achieving a balance between socio-emotional wealth and financial objectives. These strategies are crucial for fostering
a fairer and more sustainable management model in family businesses. Implementation of these strategies can contribute to a more
equitable and efficient management model by increasing the sustainability of family businesses.

Keywords: Bifurcation bias, Family businesses, Socio-emotional wealth
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Extended Summary

Purpose: This study examines the concept of bifurcation bias in family businesses and evaluates its
implications for organizational sustainability. Bifurcation bias refers to the differential treatment
of family versus non-family assets, resources, and individuals, often favoring family members at
the expense of others. While family firms benefit from unique strengths, such as strong socio-
emotional bonds and long-term orientation, bifurcation bias can undermine their potential by
creating inefficiencies and inequities in key organizational domains. The research seeks to analyze
how bifurcation bias influences leadership practices, human resource policies, and overall

organizational performance, as well as to propose strategies to mitigate its negative effects.

Methodology: A qualitative case study approach was adopted to explore bifurcation bias in a real-
world setting. The focus was placed on Kartallar Tekstil, a medium-sized family business operating
in Turkey. Data collection encompassed multiple dimensions of organizational behavior, including
leadership and governance, human resource management, organizational communication, and
performance outcomes. Analytical frameworks from the literature on bifurcation bias and socio-
emotional wealth (SEW) were employed to interpret the data and contextualize the findings.

Findings: The study revealed that bifurcation bias significantly influenced organizational processes
at Kartallar Tekstil. Leadership roles were predominantly assigned to family members, often
without consideration of merit or experience. This practice resulted in the neglect of more qualified
non-family employees, leading to dissatisfaction and demotivation among them. Additionally,
human resource policies displayed clear disparities, with family members receiving preferential

treatment in terms of promotions, compensation, and career development opportunities.

The adverse effects extended to organizational performance. Non-family employees reported a
reduced sense of belonging, leading to lower productivity and higher turnover rates. Furthermore,
the prioritization of family interests over operational efficiency hindered the company’s ability to
innovate and adapt to competitive pressures. These findings illustrate how bifurcation bias can

weaken both employee morale and the long-term sustainability of family businesses.
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Recommendations: To mitigate the negative impacts of bifurcation bias, the study suggests several

actionable strategies:

1. Professionalization: Establishing independent advisory boards and integrating external
expertise into management can reduce family-centric biases.

2. Merit-Based Practices: Transparent hiring, promotion, and compensation policies should
be implemented to ensure fairness across all employees.

3. Balancing Socio-Emotional Wealth and Financial Goals: Family firms must strive to
preserve socio-emotional wealth while aligning decisions with long-term financial

sustainability.

Giris

Aile isletmeleri, ekonomik biiylime, istthdam yaratma ve toplumsal istikrar saglama a¢isindan
kiiresel 6lgekte onemli bir role sahiptir. Bu isletmelerin temel 6zelliklerinden biri, sahiplik ve
yonetimde aile tiyelerinin dogrudan etkili olmasidir. Aile baglarinin is siireglerine entegre oldugu
bu yapi, isletmelere uzun vadeli vizyon, duygusal baglilik ve yiiksek giiven gibi avantajlar
saglarken, ayn1 zamanda ¢esitli yonetimsel zorluklar ve dnyargilar da ortaya ¢ikarabilmektedir.
Bu dogrultuda dikkat ¢eken onemli bir olgu, aile isletmelerinde sik¢a rastlanan catallanma
onyargisidir (bifurcation bias). Catallanma Onyargisi, aileye ait varliklar ve aile dis1 varliklar
arasinda farkli davranislarda bulunulmasi olarak tanimlanir (Schepers ve digerleri, 2021). Ornegin,
aile liyelerinin performanslarina bakilmaksizin gérevde tutulmasi ya da aile dis1 ¢alisanlara kiyasla
daha esnek calisma kosullarina sahip olmasi gibi uygulamalar, catallanma Onyargisinin tipik
yansimalaridir (Verbeke ve Kano, 2012). Bu oOnyargi, kaynaklarin etkin kullanilmasim
engelleyerek isletmelerin uzun vadeli biiyiime hedeflerini ve finansal siirdiiriilebilirligini tehlikeye
atabilir.

Catallanma 6nyargisinin altinda yatan temel etmenlerden biri, aile isletmelerinin yalnizca finansal
hedeflere odaklanmamasi, ayn1 zamanda sosyo-duygusal zenginlik (SDZ) hedeflerini de 6n planda
tutma egilimidir (Laffranchini ve digerleri, 2022). SDZ; aile uyumu, itibar ve toplumsal etki gibi

finansal olmayan degerleri ifade eder ve bu degerlere verilen oncelik, isletmelerin karar alma
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stirecleri tizerinde etkili olabilir. Ancak bu durum, finansal performansin ve profesyonel yonetim
uygulamalarinin zarar gérmesine yol agabilir (Verbeke ve digerleri, 2020).

Catallanma Onyargisi, yalnizca aile iiyelerini degil, aile dist calisanlar1 ve isletmenin genel
performansini da etkileyen bir olgudur. Aile dis1 ¢alisanlar, terfi veya ddiillendirme siireglerinde
ayrimciliga ugrayabilir ve bu durum moral bozuklugu, aidiyet eksikligi ve yiiksek is giicii devrine
neden olabilir (Medina-Craven ve digerleri, 2021). Ote yandan, bazi aile isletmeleri ¢atallanma
Onyargisini azaltmak i¢in profesyonellesme adimlar1 atmakta ve karar alma siireglerini daha seffaf
hale getirmeyi tercih etmektedir (Samara ve digerleri, 2021).

Bu calisma, catallanma Onyargisinin aile isletmeleri lizerindeki etkilerini detayli bir sekilde
incelemeyi amaglamaktadir. Bu dogrultuda catallanma 6nyargisinin kaynaklari, dinamikleri ve bu
Onyarginin azaltilmasina yonelik stratejiler ele alinarak, aile isletmelerinin siirdiiriilebilirligi i¢in

Oneriler sunulacaktir.

1. Kavramsal Cerceve

Aile isletmeleri, ekonomik bilylime, istihdam yaratma ve toplumsal istikrarin saglanmasinda
onemli bir rol oynayan isletmelerdir. Ancak, bu isletmelerin tanim1 konusunda literatiirde tam bir
fikir birligi bulunmamaktadir. Aile isletmeleri, genellikle bir veya birden fazla ailenin sahiplik,
yonetim ve karar alma siireglerinde dogrudan etkili oldugu yapilar olarak tanimlanmaktadir (Ozdes
ve digerleri, 2021). Farkli tanimlara gore, aile igletmeleri;
e Kontroliin bir kisi ya da ailenin elinde oldugu (Barnes ve Hershon, 1976),
e Isletme hisselerinin cogunlugunun tek bir ailenin sahipliginde bulundugu (Gallo ve Sveen,
1991),
e Yonetimin bir veya daha fazla ¢ekirdek ailenin kontroliinde oldugu (Tagiuri ve Davis,
1996) yapilar olarak ifade edilmektedir.
Bu o6zellikler, aile isletmelerini hem avantajli hem de dezavantajli kilan benzersiz dinamikler
yaratir. Ozellikle ¢atallanma dnyargis1 gibi yonetimsel dnyargilarm ortaya ¢ikmasi, bu isletmelerin
stirdiiriilebilirligi tizerinde belirleyici bir etkiye sahiptir.
Catallanma Onyargisi, aile isletmelerinde aileye ait varliklar ile aile dis1 varliklarin farkli sekilde
degerlendirilmesi olarak tamimlanmaktadir (Schepers ve digerleri, 2021). Insan kaynaklari

uygulamalar, tiicretlendirme, terfi siiregleri gibi bir¢cok alanda aile tiyelerinin kayrilmasi bu
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Onyarginin tipik orneklerindendir (Daspit ve digerleri, 2018). Ayrica, ¢atallanma 6nyargisi sadece
aile dis1 ¢alisanlar igin degil, aile i¢indeki farkli bireyler icin de gegerli olabilir. Ornegin, kan bag
olan aile tiyeleri ile evlilik yoluyla aileye katilan iiyeler arasinda da farkli davranislar goriilebilir
(Kim ve Marler, 2022).

Aile isletmelerinin ¢atallanma Onyargisina yatkinligimnin temelinde, sosyo-duygusal zenginlik
(SDZ) kavrami yer almaktadir. SDZ, aile isletmelerinin finansal olmayan hedeflere, 6rnegin aile
uyumu, toplumsal etki ve itibar gibi degerlere oncelik vermesini ifade eder (Laffranchini ve
digerleri, 2022). Bu onceliklendirme, karar alma siire¢lerini etkileyerek finansal performansin ve
biliylimenin zarar gérmesine neden olabilir.

Schepers ve digerleri (2021), catallanma dnyargisinin aile isletmelerindeki etkilerini su basliklar
altinda incelemistir:

e Karar Alma: Aile isletmeleri, aile iiyelerini ise alma ya da aile liyelerine ait isletmelere
yatirim yapma gibi stratejik kararlarinda, rasyonel degerlendirmeler yerine aileye dncelik
tantyabilir. Bu durum uzun vadeli basarinin 6niinde bir engel teskil edebilir.

e Performans ve Biiylime: Aile iiyelerine yapilan asir1 yatirnmlar ya da diisiik performans
gosteren aile tiyelerinin igletmede tutulmasi, isletmenin finansal performansini olumsuz
etkileyebilir.

e Heterojenlik: Catallanma Onyargisiin diizeyi, aile isletmeleri arasinda farklilik
gosterebilir. Bazi isletmeler bu Onyargiyr daha yogun sergilerken, digerleri daha az
sergileyebilir. Bu durum isletmeler arasindaki performans farkliliklarina yol agabilir.

e Kurumsallagma: Aile isletmeleri, catallanma Onyargis1 nedeniyle profesyonellesme
siireclerini yeterince gergeklestiremeyebilir. Aile kontroliine verilen asir1 6nem, disaridan
profesyonel yonetici istihdamini ve nesiller arasi siirdiiriilebilirligi zorlastirabilir (Majocchi

ve digerleri, 2018).

Catallanma 6nyargisinin olumsuz etkilerinin azaltilmasi i¢in ¢esitli stratejiler gelistirilmistir:

Profesyonel Yonetim Uygulamalari: Karar alma siireclerinde seffaflik saglanmasi ve esitlikei
politikalarin uygulanmasi neticesinde ¢atallanma Onyargisi hafifletilebilir (Samara ve digerleri,
2021). Esitlik¢i politikalarin uygulanmasiyla birlikte aile tiyelerinin kayirilmasinin 6niine gegilerek

isletmenin adil ve dengeli bir sekilde yonetilmesi saglanabilir. Dolayisiyla bu durum calisan
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performansini pozitif yonde etkileyecek ve yetkin personelin terfi almasiyla birlikte de isletmenin

performansinin artmasini saglayacaktir.

SDZ ile Finansal Hedefler Arasinda Denge Kurulmasi: Aile igletmeleri, finansal hedefler ve SDZ
arasinda bir denge kurarak, hem aile degerleri korunabilir hem de isletme siirdiiriilebilirligi

saglanabilir (Verbeke ve Kano, 2012).

2. Yontem

Bu calisma, aile isletmelerinde ¢atallanma Onyargisinin etkilerini derinlemesine anlamay1 ve bu
Onyarginin azaltilmasina yonelik stratejileri incelemeyi amaclayan nitel bir arastirmadir. Arastirma
tasariminda, teorik cerceveyi pratik uygulamalarla iligskilendirmek icin vaka galigmasi yontemi
tercih edilmistir. Vaka ¢alismasi, giincel sosyal olgulari gercek yasam baglaminda ele alarak, tekil
bir olayin ayrintili analizini yapmay1 ve bu olayin farkli olgularla iliskilendirilerek incelenmesini
amaglayan bir aragtirma yontemidir (S1gr1, 2018).

2.1. Arastirma Tasarmmm
Vaka caligsmas1 yontemi, ¢atallanma dnyargisinin aile isletmeleri tizerindeki etkilerini analiz etmek
ve bu kavramin teorik baglamini genisletmek icin uygun bir yaklasim sunmaktadir. Bu yontem,
belirli bir baglamdaki derinlemesine incelemeler yoluyla, catallanma Onyargisinin nedenlerini,
belirtilerini ve sonuglarini agiklamay1 hedeflemistir.

2.2. Orneklem ve Veri Toplama
Arastirma, Tiirkiye merkezli, orta dlgekli bir aile isletmesinde yapilmustir. Isletmenin se¢imi amagh
orneklem yontemlerinden kolayda ornekleme yoluyla yapilmistir. Gorlismeler isletmede ¢alisan
aile iiyesi olan ve olmayan alt ve orta kademe yoneticiler ile yapilmgtir. isletme ismi agiklanmak
istenmediginden dolayi isletme ismi Kartallar Tekstil olarak adlandirilmistir. Isletme calisanlarinin
isimleri ise rastgele verilmistir. Isletme, aile isletmelerinde ¢atallanma dnyargisinin etkilerinin ve
dinamiklerinin analiz edilebilecegi uygun bir &rnek olarak secilmistir. Isletmenin tarihi,
organizasyonel yapisi, liderlik siiregleri ve calisan iligkileri detayl bir sekilde incelenmistir.
Veriler, agagidaki unsurlar {izerinden toplanmustir:

e Yonetim ve liderlik kararlari: Sirket yonetiminde aile iiyelerine ve aile dis1 calisanlara

yonelik uygulamalar.
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e Insan kaynaklar1 uygulamalari: ise alim, iicretlendirme, terfi siirecleri ve kariyer gelisim
firsatlar1.

e Organizasyonel siiregler: Aile tliyeleri ile aile dis1 ¢alisanlar arasindaki iletigim, isbirligi ve
rol dagilimlari.

e Performans sonuglari: Calisan motivasyonu, yenilik¢ilik kapasitesi ve organizasyonel
verimlilik {izerindeki etkiler.

2.3. Veri Analizi

Toplanan veriler, ¢atallanma Onyargisi ve sosyo-duygusal zenginlik (SDZ) teorileri 15181nda analiz

edilmistir. Bu analiz siirecinde:

e Liderlik ve yonetisim mekanizmalarindaki ayrimci uygulamalar,

e Insan kaynaklar politikalarindaki adaletsizlikler,

e lletisim ve isbirligi eksiklikleri,

e (Catallanma Onyargisinin performans tizerindeki dogrudan ve dolayl etkileri incelenmistir.
Arastirmada, literatiirdeki ¢atallanma Onyargisi tanimlar1 ve etkileri (Schepers ve digerleri, 2021;

Majocchi ve digerleri, 2018) temel alinarak Kartallar Tekstilden elde edilen bulgular teorik gerceve

ile karsilagtirilmistir.
2.4. Arastirma Simirhhiklar

Bu calisma, yalnizca bir aile isletmesi 6rnegi tizerinden gergeklestirilmistir. Bu durum, elde edilen
sonuclarin  genellenebilirligini sinirlayabilir. Ayrica, catallanma oOnyargisinin farkli aile

isletmelerindeki varyasyonlar: ve baglamsal etkileri bu aragtirmanin kapsami disinda kalmaktadir.

3. Arastirma Bulgular:

Bu c¢alismada, catallanma Onyargisinin aile isletmelerindeki etkileri Kartallar Tekstil {izerinden
incelenmistir. Bulgular, sirketin yOnetim ve insan kaynaklari uygulamalarindaki ayrimcilik,
performans ve organizasyonel sonuglar iizerindeki etkileri ¢ergevesinde dort ana baslik altinda
toplanmustir.

e Liderlik ve Yonetisim
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Arastirmada, Kartallar Tekstilde liderlik pozisyonlarinin aile tiyeleri lehine ayrimci bir sekilde
tahsis edildigi tespit edilmistir. Sirketin CEO’su Mert Kartal’in, herhangi bir yonetim tecriibesi
olmaksizin, sadece "aile gelenegi" gerekgesiyle liderlik pozisyonuna atanmasi buna drnek teskil
etmektedir.

Aile i¢i kayirmacilik, daha deneyimli ve nitelikli adaylarin goz ardi edilmesine yol agmustir.
Ornegin, sirketin finans departmani baskan1 Deniz Acar’a, liderlik i¢in daha uygun niteliklere sahip
olmasina ragmen gorev verilmemistir.

Bu durum, meritokratik ilkelerin zedelenmesine ve karar alma siireglerinde rasyonellikten
uzaklasilmasia neden olmustur.

e insan Kaynaklar1 Uygulamalar

Insan kaynaklar1 politikalarindaki esitsizlikler, sirketin organizasyonel yapisinda belirgin
catigsmalara yol agmustir.

Terfi ve Kariyer Gelisimi: Aile dis1 c¢alisanlar, kariyer firsatlarinda dezavantajli bir konuma
itilmistir. Ornegin, pazarlama ydneticisi Mustafa Er, uzun yillar boyunca sirketin bagarisina énemli
katkilar saglamasina ragmen, Mert Kartal'in kuzeni Ebru Kartal’a kisa siirede terfi verilmistir. Ebru
Kartal, gerekli niteliklere ve deneyime sahip olmamasina ragmen “isi 6grenmesi” gerekgesiyle terfi
almistir.

Tazminat ve Ek Haklar: Aile iiyeleri, esdeger rollerde calisan aile dis1 meslektaslarina kiyasla daha
yiiksek maaslar ve genis kapsamli yan haklardan yararlanmigtir. Ornegin, aile iiyelerine arag tahsisi
ve birinci sinif saglik hizmetleri gibi 6zel ayricaliklar saglanmuigtir.

e iletisim ve Isbirligi Eksiklikleri

Catallanma Onyargisinin organizasyonel iletisim ve isbirligi ilizerinde olumsuz etkiler yarattig
gbzlemlenmistir.

Stratejik Kararlara Katilim: Kritik is kararlarinin genellikle aile toplantilarinda alindigy, aile dis1
calisanlarin bu siireclere dahil edilmedigi tespit edilmistir. Bu durum, aile dis1 ¢alisanlarin uzun
vadeli hedefler hakkinda bilgi eksikligi yasamasina ve organizasyonel yabancilagmaya neden
olmustur.

Gorev Tanimlar1 ve Yetki Kargasasi: Bazi aile iiyelerine sembolik liderlik pozisyonlar: verilmis,

ancak bu rollerin sorumluluklart belirsiz kalmistir. Ornegin, Ebru Kartal’in “Pazarlama Projeleri
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Bagkan1” unvanina sahip olmasina ragmen, fiili gérevlerini Raci Pasa’nin yiiriittiigli gortilmustiir.
Bu durum, hem verimsizlige hem de is giicii i¢inde yaygin bir memnuniyetsizlige yol agmistir.

e Performans ve Organizasyonel Sonuglar

Catallanma Onyargisinin, sirketin genel performansi ve siirdiiriilebilirligi tizerinde olumsuz etkiler
yarattig1 tespit edilmistir.

Calisan Morali ve Elde Tutma: Esit olmayan muamele (terfilerde aile liyelerinin kayirilmasi, sosyal
haklarda farkliliklarin yasanmasi vb. gibi), 6zellikle yiiksek performans gosteren aile disi caliganlar
arasinda motivasyon kaybina yol agmistir. Nitelikli c¢alisanlarin sirketten ayrilma oranlari
yiikselmistir. Ornegin, pazarlama departmanindaki kritik bir calisan olan Raci Pasa, ayrilmay ciddi
olarak diistinmektedir.

Azalan Yenilikg¢ilik: Aile dis1 calisanlar, fikirlerinin dikkate alinmayacagina dair bir algi nedeniyle
stratejik katkida bulunmaktan kag¢inmaktadir. Bu durum, sirketin yenilikgilik kapasitesini
zayiflatmis ve Kartallar Tekstil’in rakipleri karsisinda rekabet giiciinii kaybetmesine neden
olmustur.

Kusaklararas1 Gegis Riskleri: Mert Kartal’in deneyimsiz liderligi ve aile dis1 ¢alisanlarla olan zayif
iliskiler, sirketin gelecekteki nesil gecislerinde istikrarini koruyamayacagina dair kaygilari
artirmigtir.

Bu bulgular, ¢atallanma onyargisinin yalnizca kisa vadeli organizasyonel siireclerde degil, aym
zamanda aile isletmelerinin uzun vadeli siirdiiriilebilirligi ve biiyiime hedeflerinde de O6nemli
zorluklar yarattigin1 gostermektedir. Bulgular 1s181nda, bu 6nyarginin etkilerini azaltmaya yonelik

stratejilere odaklanmak kritik neme sahiptir.

Sonug¢ ve Oneriler

Bu calisma, aile isletmelerinde catallanma Onyargisinin etkilerini ve bu dnyarginin isletmelerin
stirdiirtilebilirligi tizerindeki sonuglarini incelemistir. Bulgular, catallanma onyargisinin aile
isletmelerinde yonetimsel adaletsizliklere, ¢alisan memnuniyetinde azalmaya, yenilik¢ilik
kapasitesinde diislise ve uzun vadeli biiyiime hedeflerinin tehlikeye girmesine yol acabilecegini

gostermektedir.
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Kartallar Tekstil 6rnegi lizerinden, liderlik pozisyonlarinda aile iiyelerine ayricalik taninmasinin,
meritokratik ilkelerin ithmal edilmesine ve finansal hedeflere zarar veren kararlarin alinmasina
neden oldugu goriilmiistiir. insan kaynaklar1 politikalarinda esit olmayan muamele, aile dist
calisanlar arasinda moral bozuklugu ve yiiksek is giicli devrine yol agmistir. Ayrica, stratejik karar
alma stireglerinde seffafligin eksikligi ve gorev dagilimindaki belirsizlikler, organizasyonel

iletisimde zayifliklara ve verimliligin azalmasina sebep olmustur.

Bu sonuglar, aile isletmelerinin ¢atallanma Onyargisini azaltarak, hem aile liyeleri hem de aile dis1
calisanlar icin daha adil ve siirdiiriilebilir bir yonetim modeli olusturmasi gerektigini ortaya

koymaktadir.
Catallanma Onyargisinin azaltilmasi i¢in asagida basliklar halinde verilen 6neriler sunulmaktadir.

1. Profesyonellesme ve Seffaflik

Aile isletmelerinde catallanma Onyargisinin etkilerini azaltmanin temel yollarindan biri,
profesyonellesme adimlarinin atilmasidir. Karar alma siireglerinin daha seffaf hale getirilmesi, tiim
calisanlar i¢in esitlik¢i bir yonetim ortami yaratilmasina katkida bulunabilir (Samara ve digerleri,
2021). Aile dis1 uzmanlardan olusan bagimsiz yonetim kurullari olusturulmali ve kritik kararlar bu
kurullarin rehberliginde alinmalidir. Insan kaynaklari politikalarinda liyakat esas aliarak ise alim,

terfi ve ticretlendirme siirecleri seffaf bir sekilde yonetilmelidir.
2. SDZ ile Finansal Hedefler Arasinda Denge

Aile isletmeleri, sosyo-duygusal zenginlik (SDZ) hedefleri ile finansal hedefler arasinda bir denge
kurmalidir. SDZ’nin korunmasi, aile isletmelerinin 6zgilin avantajlarini stirdiirmesini saglar. Ancak
bu hedeflerin finansal siirdiiriilebilirlikle uyumlu hale getirilmesi, uzun vadeli basar1 i¢in kritik
Ooneme sahiptir (Verbeke ve Kano, 2012). Karar alma siireglerinde, hem finansal verimliligi hem
de aile degerlerini goz oniinde bulunduran bir degerlendirme mekanizmasi gelistirilmelidir. Aile

tiyelerinin rolleri, uzmanliklarina ve organizasyonel ihtiyaclara uygun olarak belirlenmelidir.
3. Egitim ve Liderlik Gelisimi

Aile iiyelerinin liderlik pozisyonlarima atanmasi durumunda, bu bireylerin profesyonel

gelisimlerini desteklemek igin gerekli egitimler saglanmalidir (Majocchi ve digerleri, 2018).
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Liderlik pozisyonlarina aday gosterilen aile iyeleri i¢in dis kaynakli liderlik programlari
diizenlenmelidir. Aile tiyeleri ile aile dis1 ¢alisanlar arasinda ortak ¢alisma kiiltiiriinii tesvik eden

projeler olusturulmalidir.
4. Adalet Algisini1 Gelistirme

Aile dis1 galisanlar arasinda adalet algisin1 giiclendirmek icin esitlik¢i politikalar uygulanmalidir
(Medina-Craven ve digerleri, 2021). Aile iiyeleri ve aile dist ¢alisanlar arasindaki iicretlendirme
farkliliklari, agik kriterlere dayanmalidir. Tiim calisanlarin katkilarinin esit sekilde taninmasini

saglayacak odiillendirme sistemleri gelistirilmelidir.
5. Kiiltiirel ve Sosyal Dinamiklere Uyum

Aile isletmeleri, faaliyet gosterdikleri yerel kiiltiirel baglami1 g6z 6niinde bulundurarak ¢atallanma
onyargisini azaltmaya yonelik stratejiler gelistirmelidir. Ornegin, kolektivist toplumlarda, sadakat

ve aile baglarini koruyarak daha kapsayici bir yonetim modeli olusturulabilir (Verbeke ve digerleri,

2020).

Bu Oneriler, aile isletmelerinde catallanma Onyargisinin olumsuz etkilerini en aza indirmeye ve
isletmelerin hem finansal hem de sosyal hedeflere ulagmasin1 saglamaya yonelik bir rehber
niteligindedir. Uygulanacak politikalar, organizasyonel adaletin saglanmasina ve uzun vadeli

stirdiirtilebilirligin artirilmasina katki saglayacaktir.
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EXPORTS AND ECONOMIC GROWTH: A CASE OF TURKIYE
IHRACAT VE EKONOMIK BUYUME: TURKIYE ORNEGI

Deniz Dilara Derelil

Namika Elif Kiiciik?
0z
Ekonomik bilyiime, iilkelerin temel makroekonomik hedefidir. Ihracat ise acik ekonomiler i¢in ekonomik biiyiimeyi artirmada
Oonemli bir aragtir. hracat ile genisleyen pazar sonucunda iiretim artacak, kaynaklar daha etkin kullanilacak ve verimlilik
artacaktir. Tiirkiye'de 1980 sonras1 donemde ithal ikameci sanayilesme stratejisi yerine ihracata yonelik sanayilesme stratejisi
benimsenmigtir. Serbestlesme ile biiyiime hedefinin ihracata dayandirildigi yeni bir makroekonomik politika yaklagimi
gelistirilmistir. Bu ¢aligmada, 1980-2023 donemi igin Tiirkiye'de ihracat ve ekonomik biiyiime arasindaki iligki Johansen

Esbiitiinlesme testi ve Vektor Hata Diizeltme (VEC) Granger Nedensellik testi yapilarak analiz edilmistir. Caligma sonuglarina
bagli olarak politika 6nerileri sunulmustur.

Anahtar Kelimeler: Ihracat, ekonomik biiyiime, nedensellik
Jel Simiflandirmasi: F43, F14, C32, 040
Abstract

Economic growth is the main macroeconomic target of countries and is an important tool for open economies to increase
economic growth. As a result of the expanding market with exports, production will increase, resources will be used more
effectively and productivity will be achieved. In the post-1980 period in Tiirkiye, an export-oriented industrialization strategy
was adopted instead of an import-substitution industrialization strategy. With liberalization, a new macroeconomic policy
approach was developed in which the growth target was based on exports. In this study, the relationship between exports and
economic growth in Tiirkiye for 1980-2023 period was analized by conducting Johansen Cointegration test and Vector Error
Correction (VEC) Granger Causality test. Policy recommendations have been proposed due to study results.
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Introduction

The relationship between exports and economic growth has been frequently discussed after the
Second World War. In the 60s and 70s, the discussions of neo-classical economists on whether
free trade acts as an engine affecting growth or as an auxiliary function intensified. In the new
growth theories that emerged in the 80s, it was put forward that free trade is the main factor in
spreading knowledge and technology (Giles ve Williams, 1999: 2, Thenuwara, 1994: 2,
Yaprakli, 2007:98).

The import substitution approaches adopted after the Cold War were put aside at the end of the
70s and emphasis was given to export-oriented growth strategies. In this context, the positive
effects of exports on growth were frequently identified in the studies conducted. In particular,
increasing foreign exchange inflows along with increasing exports play an important role in
balancing the balance of payments, while an increase in production is possible by increasing
imports of intermediate goods, investment goods, final goods and technology. By benefiting
from economies of scale, growing companies achieve lower costs and efficient production

(Palley, 2011:3, Fryges, 2006:1, Aytag, 2017: 215).

Increased competition by entering international markets improve resource allocation, spread of
technical knowledge, spread of new technologies, efficiency increase in the economy, and
contribute to the acquisition of new skills that provide high quality and the formation of an
effective price mechanism. Exports provide various new opportunities both at home country
and abroad such as reducing labor costs, increasing foreign demand for domestic goods,
stimulating new investments, thus making more investments in these sectors, specialization and

benefiting from comparative advantages (Aktas, 2009: 35-36).

Four different types of causality relationship can occur between exports and economic growth.
The existance of a causality relationship from export to growth is called “Export-Led Growth”,
the existance of a causality relationship from growth to export is called “Growth Driven
Exports”. Also there may exist mutual causality relationship and finally, there may not be a

causality link between exports and economic growth (Korkmaz & Aydin, 2015: 50).

According to "Export-Led Growth" the driving force of growth is exports. With the increase in
exports, total factor productivity will increase and resources will be shifted from unproductive

areas to the export sector (Alancioglu & Bayraktutan, 2023, p. 402). The hypothesis argues that
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country aims to increase production capacity by opening up to international markets. This is
based on three arguments; countries with different labor-capital ratios can benefit from trade,
opening up is beneficial for rent-seeking, entering international markets is beneficial for
growth. In this way, trade will stimulate growth through productivity increase, achived by
information dissemination and technology. (Alimi & Muse, 2012: 3). Growth-Led Exports
hypothesis is based on the view that economic growth encourages exports. According to
Bhagwati, an increase in GDP leads to trade expansion unless the supply and demand pattern
triggered by growth creates an anti-trade bias (Henriques & Sadorsky, 1996: 542). According
to Vernon when the new produced goods are subject to international trade, the international
competitiveness of the country will increase and exports will be encouraged. (Korkmaz &
Aydin, 2015, p. 52). The mutual relationship between economic growth and exports shows the
existance of interaction between variables. The productivity of economies increases exports.
Especially when costs decrease due to the effect of economies of scale, mutual relationship

appears (Dawson & Sanjuan-Lopez, 2013: 48).

Academicians and policymakers generally accept exports as a factor that promotes economic
growth in developing countries. There are various arguments supporting this hypothesis. It is
not possible to achive economic growth only with domestic market performance which is
restricted by market limitations. Since exports provide access to foreign markets, growth can
be stimulated by expanding aggregate demand. Therefore, by encouraging export-led growth
in developing countries, not only an increase in the volume of exports is achieved but also a

positive impact on output appears through productivity (Dreger & Herzer, 2013: 42).

Tiirkiye implied import substitution industrialization policy until 1980, with the expectation of
acceleration of industrialization. When the oil crisis emerged in 1970, Tiirkiye experienced an
exchange bottleneck. When problems appeared in foreign deficit and inflation, policies started
to be questioned (Ozcan & Ozgelebi, 2013: 2). Tiirkiye switched to export-oriented
industrialization policy. In 1986, customs tariffs were gradually abolished due to General
Agreement on Trade and Tariffs (GATT) agreement. By 1989, the value of the domestic
currency increased, which weakened the competitiveness of export sectors and decreased the

volume of exports (Aytekin, 2015: 73-74).

At 5 April 1994, a stabilization program was announced, but the external deficit couldn’t be

solved and expanded in time (Karatas & Duman, 2022: 11). In 1994 and 2001, crises emerged,
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ollowing a series of structural changes in free market economy. In these periods imports
increased while exports degreased (Danisoglu, 2013: 6-8). After the crisis period, there was an
increase in exports until the 2008 Global Financial Crisis. However, due to the impact of the

2008 crisis, exports lost momentum again (Bahtiyar & Giidenoglu, 2023: 463).
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Figure 1: Tiirkiye’s Exports-2013-2023 (Hundred US dolar)

The COVID-19 pandemic has caused significant deteriorations in Tiirkiye's foreign trade, in
parallel with world trade. Tiirkiye's exports contracted in April and May 2020 and recovered in
June. However, exports decreased again as the severity of the pandemic increased. While

Tirkiye's total exports decreased by 5.1% in 2020, it increased by 33% in 2021.

During this period, a new position emerged where Tiirkiye benefited from the disruption in the
global supply chain. The East dependency of developing countries resulted problems in supply
security and Tiirkiye emerged as a nearby supply region. The high inflationary environment and
the Russia-Ukraine War that began in February 2022 had serious global effects. The contraction
in global trade that began towards the end of 2022 became even more markable in 2023. In
addition to this general effect, due to the effects of the earthquake and the elections in Tiirkiye.
exports grew by approximately % 0.6 (TIM, 2022:53-60). Table 1 shows the composition of
top 20 chapter in Tiirkiye’s exports in 2023. This distribution shows the added value and export
revenue obtained due to the structure of the products are low. Also the external dependent

structure of production reduces competitiveness of products in international markets.
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Table 1: Tirkiye’s Exports According to General Trade System by Top 20 Chapters, 2023 (Thousand US $)

Total 23 547 645
Vehicles other than railway or tramway rolling-stock, parts thereof 2868 130
Boilers, machineries and mechanical appliances, parts thereof 2 318 509
Mineral fuels, minerals oils and product of their distillation 1264 937
Electrical machinery and equipment, parts thereof 1402 561
Avrticles of iron and steel 951 238
Precious stones, precious metals, pearls and articles thereof 1126 328
Plastic and articles thereof 1008 970
Iron and steel 816 090
Knitted and crocheted goods and articles thereof 1001778
Non knitted and crocheted goods and articles thereof 891 468
Edible fruits and nuts, peel of melons or citrus fruits 423 640
Furniture 482 790
Aluminium and articles thereof 533418
Rubber and articles thereof 367 582
Preparations of vegetables, fruits or other parts of plants 284 589
Animal, vegetable or mikrobial fats and oils and their cleavage products; prepared edible fats;

animal or vegetable waxes 386 956
Inorganic chemicals, organic or inorganic compounds 295 504
Carpets, mats matting and tapestries 268 581
Salt, sulphur, earths and stones, plastering materials, lime and cement 287 433
Preparations of cereals, flour or starch or milk 245 950
Other Chapters 6321191

Tuik, 10.12.2024
1.Literature

Studies examining the relationship between exports and growth have achieved different results
due to selected country/country group and different periods. Some of the national and

international studies in the literature are given in Table 2.

Table 2: Selected Emprical Studies

Autors Period Method Results

Time Domain and

Bozatli, Bal and 1998Q1-2021Q4 Ergr?]i?gcy Study supported export-led growth for
Albayrak (2023) related period in Tirkiye.

Causality

Methods
Autors Period Method Results
Bajo-Rubio 1850-2020 Granger Causality  Study results showed that exports
(2023) Tests stimulated economic growth.
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Johansen
Cointegration
Test

Study showed a causality relationship
from exports to economic growth in

Kim, etc (2022) 1981-2015 Toda-Yamamoto ~ Myanmar.
Granger Causality
Test
Study conducted for the Gulf
Cooperation Council provided evidence
supporting causality relationship from
Johansen exports to growth in the short run for the
. Cointegration United Arap Emirates, while the
éﬁla'tg ar|1d_ 1975-2016 Test, opposite was valid for Bahrain. A
ZOZT erlain C lity Test bidirectional causality between exports
( ) ausality Tests, and growth for Kuwait was found. In the
Wald Test long run from exports to growth
causality was confirmed for Bahrain.
Results also showed that economic
growth caused exports in Kuwait and
Saudi Arabia.
Diks and The study found a unidirectional
Panchenko causality relationship from exports to
Baktemur (2021)  2003Q1-2020Q3 Causality Test growth in Tirkiye.
Johansen
Cointegratin Test A significant and unidirectional
. Granger Casualty  relationship  between exports and
Mishu, 1980-2017 Test growth was found in Bangladeshi.
Chowdhury and
Zayed (2020)
Panel Study conducted for 10 selected
. Cointegration ECOWAS members. The results
Kollie (2020) 2000-2017 Test showed that export-led growth
Granger Causality hypothesis is valid for these countries.
Tests
The study examined  causality
Cointearation relationship  between exports and
g ' economic growth in the Middle East,
Hassan (2020) 1990-2018 Granger Causality  North Africa, and South Asia countries
Tests during the relevant period. No causality
detected between economic growth and
exports for Middle Eastern and North
African countries. However for South
Asian countries, unidirectional causality
from economic growth to exports were
found.
Study examined the causality
. relationship between exports and
gg?rﬁm;?]:gd 1960-2018 g;zggﬁ; economic growth in Trkiye, resulted
(2020) Y. with a positive relationship from

economic growth to exports.
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Autors Period Method Results
The study based on monthly data on
. Ghana's exports and economic growth
g/llfn:?: (Z%(jzo) 2010-2019 Granger Causality showed a bidirectional long-run
y Cointegration relationship  between exports and
economic growth.
Cetin and Ackrill ~ 1997-2014 Toda Yamamoto Export-led growth determined in
(2018) Causality Test Slovakia for relevant period.
Dura, Beser and 1992-2014 Diks and Study analyzed the relationship between
Acaroglu (2017) Panchenko exports and economic growth in
Causality Test Tilrkiye and showed a causality from
exports to economic growth.
Aytac (2017) 2001-2016 Granger Causality A causality relationship was found from
Test economic growth to exports.
Causality found for Tirkiye, Indonesia
and Thailand, and from growth to
Topall1 (2017) 1984-2015 Boostrap Panel exports for South Korea. No causality
Granger Causality relationship ~ determined  between
Test growth and exports in China, India,
Philippines and Malaysia.
Uysal and Sat 1997-2004 Granger Causality A mutual causality relationship between
(2015) Test exports and growth.was found in
Russia.
Time Series Study analyzed the relationship between
Analysis exports and economic growth in the
Grander Causalit relevant period which was divided into
Yavuz (2012) 1949-2010 Test 9 Y two sub-periods (1949-1979 and 1980-
2010). According to the results of the
Cointegration Granger causality test, a unidirectional
Test causality relationship was obtained
from exports to economic growth in
both periods.
According to the study results of
homogeneous panel regression data
analysis for selected Asian countries,
Nasreen (2011) 1975-2008 Panel Regression  significant effects of economic growth
Data Analysis on exports. According to the non-
homogenous panel regression data
analysis results, mutual casualty was
achieved between economic growth and
exports.
Takim (2010) 1975-2008 Granger Causality It was concluded that the export
Test increase did not support Turkiye's
growth in the relevant period.
Granger Causality  The study conducted to test the export-
Naim and 1996-2009 Test led growth hypothesis in India during

Toda Yamamoto

the relevant period. As a result of the
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Ahmad (2010) Causality Test study, a causality relationship was
found from growth to exports.

Bilgin and Sahbaz 1987-2007 Toda Yamamoto A unidirectional causality was found

(2009) Causality Test from exports to industrial production
index in the relevant period in Turkiye.
Yaprakli (2007) 1970-2005 Granger Causality A unidirectional causality relationship
Test was found from exports to economic

growth in Trkiye.

Johansen Long run relationship was found. A
- Cointegration unidirectional causality relationship
Erdogan (2006) 1923-2004 Test was detected between growth to exports

at a 5% significance level and a

Granger Causality bidirectional causality relationship at a

Test 10% significance level.
Export-led growth hypothesis examied
Awokuse (2005) 1963-2001 VAR Analysis in Korea and a bidirectional causality

relationship  between exports and
economic growth was found.

2.Data And Metodology

In this study, the relationship between exports and economic growth was investigated for 1980-
2023 period in Turkiye. The variables expressed in logarithmic form and data provided from
Organisation for Economic Co-operation and Development (OECD). Analyses carried out by

Eviews 13.0 and exports and gross domestic product represented by EX and GDP respectively.

The stability of series investigated by Augmented Dickey-Fuller (ADF) unit root test,
developed by Dickey and Fuller (1979). Johansen cointegration test developed by Johansen
(1991) was used to investigate the cointegration relationship between variables. Johansen
Cointegration test is conducted by the help of equation (1). The matrix © rank shows the long
term relationships between variables and is equal to the number of independent cointegration
vectors. According to Johansen cointegration test if the rank of =« is equal to zero, there is no
cointegration, if it is equal to one there is one cointegration relationship, and if it is equal to two
two cointegration relationships exists.

k-1
Ayt = Z Ay + Y p + & €Y

i=1
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Granger causality test based on Vector Error Correction Model was used to determine the
direction of the relationship between the variables. VEC Granger Causality test used to
eliminate the imbalances due to information lost in long run by taking the differences of the
series for stationarity.The equations in the model developed by Engle-Granger (1987)

expressed with equations 2 and 3.

m n

MY, = ay+ ) BubXe i+ ) MV + Vi ECTe s +e (2
i=1 i=1
m n

A=y + ) BubXei+ ) AbVe i+, ECT y+e  (3)
i=1 i=1

3.Emprical Results

The stationary of series tested by ADF unit root tests. Series were not stationary at the level.
Since the calculated t-statistics values were greater than Mac Kinnon critical value at %5
significant level, the stationarity of series observed at first differences (Table 3). The
characteristic roots of the model are contained within the unit circle which also confirms the
stability of the VAR model (Figure 2). Appropriate lag length for VAR Model determined as 2
due to final predicting error (FPE), Akaike Information Criteria (AIC), Schwarz Information
Criteria (SC) and Hannan-Quinn Information Criteria (HQ).

Table 3: ADF Unit Root Test Results

ADF

Variable Level Test First Difference

Statistics Test Statistics —

-2.124.959 -6.656.576

GDP
(0.5177) (0.0000)
-2.216.150 -7.147.612
EX
(0.4689) (0.0000)
Mac Kinnon
Critical Value -3.51 -3.52
(%05)

*Values in parenthesis show probability values.
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Inverse Roots of AR Characteristic Polynomial

1.5
1.0
0.5
0.0
-0.5
-1.0

-1.5
-1 0 1

Figure 2: Characteristic Roots

Long-term relationship investigated by Johansen cointegration test. The HO hypothesis which
states no or less cointegrated relationship between the variables, while the alternative
hypothesis indicates that there are r cointegration relationships between variables. In Johansen
Cointegration test if the trace statistic and Max-Eigen statistic are bigger than critical value the
null hypothesis is rejected. The test results showed 2 cointegrated vectors at %5 significance

level and long term relationship accepted between exports and economic growth (Table 4).

Table 4: Johansen Cointegration Test Results

Unrestricted Cointegration Rank Test (Trace)

Hypothesized ) L . .
Eigenvalue Trace Statistic Critical Value Probability

No.of CE(s)
None 0.412254  38.57945 15.49471 0.0000
At most 1 0.336019  16.78959 3.841465 0.0000

Unrestricted Cointegration Rank Test (Maximum Eigenvalue)

Hypothesized ) ) . .
Eigenvalue Max-Eigen Critical Value Probability

No.of CE(s)
None 0.412254  21.78986 14.26460 0.0027
At most 1 0.336019  16.78959 3.841465 0.0000
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The causality relationship examined by VEC Granger Causality test. Since probablity values
were less than 0.05, null hypothesis was rejected at, 5% significance level for exports and
economic growth, it was accepted that mutual causality relationship exist between variable
(Table 5).

Table 5: VEC Granger Causality Test Result

Dependent Variable: DGDP

Independent Variable Chi-sq Probability

DEXP 0.588421 0.0083

Dependent Variable: DEXP

Independent Variable Chi-sq Probability

DGDP 7.086158 0.0289

4. Conclusion

The relationship between exports and economic growth in Tirkiye between 1980 and 2023 was
examined. Firstly it was examined whether the series contained a unit root and it was
determined that the variables were stationary in the first difference. Johansen cointegration test
was performed to investigate the long-term relationship and 2 cointegrated vectors achieved
showing long term relationship between variables. The way of causality investigated by VEC
Granger causality test and mutual relationship have been found. The results of the study are
consistent with the analysis results carried out by Kalaitz and Chamberlain (2021), Mensah and
Okyere (2020), Uysal and Sat (2015), Nasreen (2011), Erdogan (2006) and Awokuse (2005).

With the structural transformation that took place in Turkiye after 1980, a growth which based
on exports was targeted. The analysed period contains the new form adapted from 1980 until
today. Study results indicated both Export-Led Growth” and “Growth Driven Exports” were
valid for Tirkiye at related period. Due to the effect of exports on economic growth, the
acceleration to be achieved in economic growth will provide the opportunity for more
production and more exports, and as a result of this mutual relationship, the country's welfare

will increase.
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In particular, the issue of producing and exporting high value-added products should be
supported and incentives should be increased in this regard. The contribution of top 20 chapters
in export for 2023 seems to be low which shows the need of specialization in high value added
goods. Structural change in exports composition should be realized, product diversity should
be ensured and export structure should be transformed. Also increasing the number of free trade
agreements and preferential trade agreements with countries that Turkey has determined as

target markets can create more competitive condition for Tlrkiye.
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