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The Effect of Organizational Ostracism on Employees Fear of Missing
Out (FOMO) and Intrinsic Intention to Quit: A Research on
Occupational Health and Safety Employees!

Merve BAL? Mesut OZTIRAK?®

Abstract

This study aims to deeply examine the effects of organizational exclusion on employees. Concepts such as fear
of missing out (FOMO) and intention to quit are becoming increasingly significant in today's work
environment. Organizations must develop various strategies to ensure the healthy maintenance of employees'
social relationships. The research was conducted with 507 employees working in the field of occupational
health and safety. Structural regression analysis was employed to determine the effects of organizational
exclusion on job satisfaction, motivation, and intention to quit. The results indicate that the tendency for
organizational exclusion significantly affects employees' fear of missing out and their intention to leave the
job. Particularly considering age differences and related concerns, the study recommends the implementation
of age-specific mentorship programs and social activities. Such initiatives can help mitigate the negative
impacts of organizational exclusion while enhancing employee motivation and commitment. This study claims
to be the first research addressing the concepts of FOMO, intention to quit, and organizational exclusion within
the occupational health and safety sector. In conclusion, it is crucial for organizations to develop employee-
centered strategies for both individual and organizational success. This study provides important insights for
maintaining healthy relationships in the workplace and increasing employee engagement. Addressing
organizational exclusion will not only boost employee satisfaction but also positively influence overall
organizational efficiency.

Keywords: Organizational Exclusion, Fear of Missing Out, FOMO, Intrinsic Intention to Quit, Occupational
Health and Safety

Orgiitsel Dislanmamin, Calisanlarin Gelismeleri Kagirma
Korkusu(FOMO) ve I¢sel Isten Ayrilma Niyeti Uzerine Etkisi: Is Saghg: ve

Giivenligi Calisanlarina Yonelik Bir Arastirma
0z
Bu calisma, orgiitsel diglanmanin ¢alisanlar tizerindeki etkilerini derinlemesine incelemeyi amaglamaktadir.
Ozellikle gelismeleri kagirma korkusu (FOMO) ve igsel isten ayrilma niyeti gibi kavramlar, giinimiiz is
ortaminda giderek daha fazla énem kazanmaktadwr. Orgiitler, ¢alisanlarin sosyal iliskilerinin saghkl bir
sekilde siirdiiriilebilmesi igin cesitli stratejiler gelistirmek zorundadir. Arastirma, is saghgi ve giivenligi
alaminda gorev yapan 507 c¢alisanla gerceklestirilmistir. Yapisal regresyon analizi kullanmilarak, orgiitsel
dislanmanin, bireylerin is tatmini, motivasyonu ve isten ayrilma niyeti tizerindeki etkileri belirlenmistir.
Sonuglar, érgiitsel diglanma egiliminin, ¢alisanlarin gelismeleri kacirma korkusu ve i¢sel isten ayrilma niyeti

iizerinde belirgin bir etki yarattigin ortaya koymaktadir. Ozellikle yas farkliliklar: ve bunlara bagh kaygilar
dikkate alinarak, yasa ézel mentorluk programlar: ve sosyal etkinlikler diizenlenmesi énerilmektedir. Bu tiir

IAn ethics committee certificate was obtained for this study with the decision numbered 2024-05 dated
03.06.2024 of the Istanbul Esenyurt University Ethics Committee Commission.

2Student, Istanbul ~ Esenyurt University, Graduate School of Education, Istanbul/Turkiye,
mervemrv1991@gmail.com

SAssoc. Prof., Istanbul Medipol University, Faculty of Business and Management Sciences,
mesutoztirak@gmail.com

4 This study was produced from the master's thesis prepared under the supervision of the second author.
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uygulamalar, orgiitsel diglanmanin olumsuz etkilerini azaltabilir ve ¢alisanlarin motivasyonunu, baglhlhigini
artirabilir. Bu ¢alisma, iy saghgi ve giivenligi sektoriinde FOMO, isten ayrilma niyeti ve orgiitsel dislanma
kavramlarin ele alan ilk aragtirma olma iddiasindadir. Sonug olarak, orgiitlerin ¢alisan odakli stratejiler
gelistirmesi, hem bireysel hem de kurumsal basart igin kritik 6neme sahiptir. Bu ¢alisma, is ortaminda saghkl
iliskilerin siirdiiriilmesi ve ¢alisan baghligimin artirlmast adina onemli bulgular sunmaktadwr. Orgiitsel
diglanma ile miicadele etmek, yalnizca c¢alisan memnuniyetini artirmakla kalmayacak, ayni zamanda
organizasyonel verimliligi de olumlu yonde etkileyecektir.

Anahtar Kelimeler: Orgiitsel Dislanma, Gelismeleri Kagirma Korkusu, FOMO, I¢sel Isten Ayrilma Niyeti, Is
Saghgi ve Giivenligi

1. Introduction

In today’s workplace, employees' social and emotional experiences significantly
impact job productivity and commitment. The nature of social interactions and relationships
among colleagues can either strengthen or weaken employees' organizational loyalty. In this
context, the concept of organizational exclusion describes a situation in which employees
are intentionally or unintentionally excluded from social and professional processes. This
exclusion can lead to feelings of isolation, decreased motivation, and ultimately, an increased

intention to quit.

This article examines the effects of organizational exclusion on employees in the
workplace. The research focuses on the emotional and behavioral outcomes of employees,
specifically exploring the concepts of "Fear of Missing Out” (FOMO) and "Intention to
Leave." FOMO, especially in the digital age, has become a growing concern, describing the
anxiety individuals feel about missing out on social or professional opportunities. Intention
to leave refers to employees considering quitting their jobs due to job dissatisfaction and

lack of commitment, yet not acting on these thoughts.

The core research question of this study is how organizational exclusion affects
employees in the field of occupational health and safety. The aim is to reveal the relationship
between organizational exclusion, FOMO, and intention to leave. Understanding this
relationship can provide employers with insights into enhancing job satisfaction and
reducing turnover rates. Additionally, the study focuses on how FOMO has become more
prevalent in the digital workplace and how this situation affects employees’ professional

lives.

The article will present a theoretical framework for organizational exclusion,
detailing the concepts of FOMO and intention to leave, and supporting the relationships
among these three concepts with empirical data. The findings will analyze the direct and

indirect effects of organizational exclusion on employees' FOMO and intention to leave,
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discussing the implications of these effects on employee satisfaction and organizational

commitment.

In contemporary work environments, the quality of social relationships and
communication in the workplace is crucial for employees' emotional well-being and job
satisfaction. Social exclusion at work not only impacts individual performance but also has
serious consequences for overall organizational productivity. Organizational exclusion
entails individuals being deprived of social and professional interactions, either intentionally
or unintentionally by their colleagues. This process can lead to a loss of social capital, lack
of motivation, and ultimately trigger the intention to leave (Oztirak & Orak, 2022).

The main focus of this study is to examine the psychological and behavioral
consequences of organizational exclusion on employees. Targeting particularly those in the
field of occupational health and safety, the study aims to understand the effects of
organizational exclusion on FOMO and intention to leave. The concept of organizational
exclusion has gained significant attention in recent years within the literature of work
psychology. However, its relationship with FOMO has not been thoroughly explored.
FOMO describes the anxiety and apprehension employees feel about missing professional
or social opportunities. In the digital age, individuals constantly feel the need to stay current,

and those experiencing exclusion may feel even more distanced from this process.

The focus on the occupational health and safety sector is due to the critical
importance of social interactions and teamwork in this field. Employees in this sector often
work in high-risk environments, making factors like job satisfaction, social support, and
work motivation crucial for their success. Negative social processes such as organizational
exclusion can directly impact employees' job satisfaction and motivation. Moreover, in fields
that require high levels of attention, social isolation can increase the risk of errors in the
workplace, leading to serious safety implications.

This study aims to contribute to the development of strategies that enhance
employees' emotional well-being while raising awareness about the importance of social
interactions in the workplace. Understanding how contemporary concepts like FOMO and
intention to leave interact with organizational exclusion will help illuminate the impact of

social dynamics on employees.
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Research Purpose and Hypotheses

The primary aim of this study is to analyze the psychological and behavioral
consequences of organizational exclusion on employees. By examining the effects of
organizational exclusion on FOMO and intention to leave, the study will clarify the
relationships between these two variables. Specifically, it seeks to answer the following

questions:
1. How does organizational exclusion affect employees' experiences of FOMQO?
2. What role does FOMO play in employees' intentions to leave their jobs?

3. How does organizational exclusion shape employees' commitment at both

individual and organizational levels?

In addressing these questions, one of the core hypotheses is that organizational
exclusion not only creates short-term psychological effects but also increases long-term
intentions to leave. Additionally, it is anticipated that FOMO contributes to employees
making more frequent social comparisons in the digital age, resulting in a negative

relationship with job satisfaction.

2. Conceptual Framework
2.1. Organizational Exclusion

Organizational ostracism is the conscious or unconscious exclusion of employees
from social interactions, information sharing, or decision-making processes at work. This
process can cause employees to feel lonely at work and to be seen as unworthy in their jobs.
Organizational ostracism is often expressed through the behaviors of coworkers and
managers and causes serious damage to social capital, job satisfaction, motivation, and
individual commitment (Ferris, Brown, Berry, & Lian, 2008). Institutional ostracism means
that an individual is deprived not only of social interactions but also of active participation
in the work process. This process can manifest itself in many different ways, such as
employees not participating in important tasks, not being included in team projects, not being
invited to meetings, and being excluded from decision-making mechanisms. Excluded
employees often experience isolation at work, and the long-term effects of this isolation can
have negative consequences on the individual's mental health (Leung, Wu, Chen, 2007).
Organizational boycotts cause employees to feel unworthy, and over time, these feelings can

turn into deeper job dissatisfaction and intentions to leave their jobs. Additionally, the trust
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of ostracized individuals in other employees and managers in the workplace may be
damaged. This can lead to decreased workplace productivity, teamwork, and job
performance (Robinson, O'Reilly, & Wang, 2013). Focusing on the social and psychological
consequences of organizational ostracism allows us to better understand the impact of this
concept on individuals and organizations. Research shows that ostracism not only negatively
impacts individual performance but also affects overall motivation in the workplace (Jones,
2009). Individuals who lack social support in the workplace have difficulty establishing
healthy relationships with their coworkers and may show signs of alienation from their work
over time. In this context, organizational boycotts can also be seen as a sign of a toxic

workplace culture (Ike et al., 2024).

Ostracism is the process of systematically isolating an individual or group from a
community or social environment. Such exclusion negatively affects the individual’s social
and psychological position within a group. In an organizational context, ostracism refers to
the conscious or unconscious isolation of employees from social relationships and
professional processes at work. This isolation may manifest itself in situations such as
employees not actively participating in work processes, being excluded from strategic
decisions, or not being included in information sharing. Recent studies have shown that such
exclusion has serious negative effects on employees’ psychological well-being and
organizational commitment (Huang & Zhou, 2022; Oztirak, 2023; Ahmed et al., 2024).
Organizational ostracism often takes shape within the framework of power balances and
social relationships at work; employees with strong social networks tend to receive more

support and resources than those with weaker connections.

On the other hand, employees who are removed from social networks will also be
isolated from corporate decision-making processes and business relationships. This situation
causes employees to question their roles and values at work and can create a lack of self-
confidence in the individual in the long term. Such exclusions not only negatively affect the
employee's psychological state, but also affect job performance. Employees with low job
satisfaction and commitment may tend to minimize their contributions to the business
process (Alabri, 2022).

2.2. Fear of Missing Out (FOMO)

Fear of Missing Out is a concept that has become increasingly common in the modern

digital age. The rapid growth of social media platforms and the need for constant connection
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between individuals have led to the spread of this fear. First defined as "FOMQO™" (Fear of
Missing Out), this phenomenon refers to individuals' fear of missing out on social or
professional opportunities that other people experience and their anxiety about not being
able to seize these opportunities (Przybylski, Murayama, DeHaan, & Gladwell, 2013).
FOMO is evident not only in an individual's personal life but also in their experiences at
work. Especially in an organizational context, employees may feel like they are falling
behind while their colleagues are following developments. This can negatively affect both
employees' job satisfaction and motivation (Elhai, Levine, Dvorak, & Hall, 2016). In the
business world, FOMO can manifest itself as the fear of not being informed about
innovations, missing out on development opportunities, and falling behind in social

interactions (Brailovskaia, & Margraf, 2024).

The effects of FOMO on employees are further deepened by factors such as digital
addiction, social media use, and the need to be constantly online. The rapid increase in
changes in workplaces today and the rapid adoption of new technologies can increase this
fear among employees, causing stress and anxiety. In addition, the effects of FOMO on
individual job performance should not be ignored. Individuals may tend to work more due
to the fear of missing out on the successes of others or opportunities at work, which can lead
to burnout syndrome in the long term (Baker, Krieger, & LeRoy, 2016; Oztirak, 2023; Abu-
Shanab et al., 2024).

As a result, FOMO is a phenomenon that can have serious consequences both
individually and organizationally. Understanding the effects of this fear on employees is
important in terms of managing social dynamics and individual performance in the
workplace. FOMO can also be effective in workplaces, especially in the digital age, as a
phenomenon related to the fear of missing out on social and professional opportunities (Yang
et al., 2024). The widespread use of social media platforms in particular increases the need
for individuals to be constantly connected to each other and follow developments. Wu and
Zhou (2019) emphasize that FOMO, combined with the anxiety of falling behind in social
interactions, can increase job stress and have negative consequences on individual
performance. This situation can cause anxiety among employees and negatively affect job
satisfaction (Elhai et al., 2016).
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2.3. Intention to Leave Employment

Intrinsic turnover intention refers to the situation where employees develop a desire
to voluntarily leave their jobs as a result of internal processes they experience at work. This
concept occurs as a result of employees' emotional attachment to their jobs decreasing and
their satisfaction levels at work decreasing. Job dissatisfaction, loss of motivation and
weakening of organizational commitment are the main factors underlying intrinsic turnover
intention. This type of turnover intention is related to the individual's own internal emotional
and psychological states rather than external reasons. Intrinsic turnover intention begins with
the individual losing interest and commitment to their jobs. Employees may develop such a
tendency when they generally cannot find meaning in their jobs and think that their jobs do
not provide them with sufficient personal or professional satisfaction. Intrinsic turnover
intention refers to a process in which employees begin to accept the decision to leave their
jobs mentally and emotionally, but have not yet actually left their jobs (Ferris, D., Brown,
M., & Berry, J. 2023). During this process, the individual weakens their attachment to the
workplace and gradually reduces their emotional investment in their jobs. At this point, it
can be observed that the employee mentally leaves the workplace, but physically continues

to work.

Intrinsic turnover intention is usually directly related to job dissatisfaction and
workplace dissatisfaction. When an individual feels unvalued or unmotivated at work, their
interest in their job may decrease, which can accelerate the intrinsic turnover process. In
addition, lack of organizational support, problems with coworkers, insufficient career
development opportunities, or excessive stress at work are among the factors that trigger
intrinsic turnover intention (Brison, N., & Caesens, G. 2023). Therefore, intrinsic turnover
intention is not only related to the individual's personal satisfaction level, but also closely
related to the social and organizational dynamics at work.

When an employee develops intrinsic turnover intention, their productivity at work
decreases and their commitment to their job weakens. Attitudes towards work become
negative, performance decreases, and in the long run, employees begin to seriously consider
leaving their job as an option. However, intrinsic turnover may not always result in actual
turnover. Individuals may remain at work due to factors such as economic reasons, job
security, or concerns about finding another job. In this case, although the employee is present

at work, his/her emotional commitment to his/her job is significantly reduced and the
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individual may tend to exhibit minimal performance (Gradisar, M., Woods, H. C., & Scott,
2019).

Intrinsic turnover intention can also have important psychological consequences for
individuals. When employees do not feel valued at work or are not satisfied with their jobs,
this can negatively affect their overall life satisfaction. Especially in modern working
conditions where work life and personal life are intertwined, dissatisfaction and loss of
motivation experienced at work can also threaten the psychological health of individuals.
For example, job dissatisfaction and stress can lead to psychological problems such as
depression, anxiety, and burnout in individuals (Budnick, Rogers, & Barber, 2020). As a
result, intrinsic turnover intention is directly related to internal processes such as
dissatisfaction, stress, and loss of motivation experienced by employees at work. This
process weakens individuals' commitment to their jobs and may result in actual turnover in
the long term. For employers, recognizing this situation in advance and developing strategies
to increase employees' job satisfaction can prevent intrinsic turnover intention. Providing
emotional and professional support to employees, increasing career development
opportunities, and strengthening positive social relationships in the workplace play an
important role in preventing intrinsic turnover intentions (Meyer, Stanley, Herscovitch, &
Topolnytsky, 2002).

3. Method
3.1. Purpose of the Research

The aim of the study is to reveal the relationship between organizational exclusion
and FOMO and spiritual turnover intention. Understanding this relationship can guide
employers to increase employee job satisfaction and reduce turnover rates. In addition, how
FOMO has become more prevalent in the digitalized business world and how this situation

affects employees' work lives is one of the main focuses of this study.
3.2. Universe and Sample

The research universe consists of a total of 222,241 people working in the field of
occupational health and safety according to the 2024 data of the General Directorate of
Occupational Health and Safety of the Ministry of Labor and Social Security of Turkey,
OHS KATIP. These people are categorized as Class A Occupational Safety Specialists
(23,752 people), Class B Occupational Safety Specialists (28,275 people), Class C
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Occupational Safety Specialists (94,294 people), Workplace Physicians (51,849 people) and
Other Health Personnel (24,071 people).

A total of 507 occupational health and safety personnel were reached through Google
form within the scope of the research. This sample aims to reflect the opinions and
experiences of professionals working in the field of occupational health and safety.

3.3. Ethics Committee Permission

An ethics committee certificate was obtained for this study with the decision
numbered 2024-05 dated 03.06.2024 of the Istanbul Esenyurt University Ethics Committee

Commission.
3.4. Research Model and Hypotheses

The independent variables of the research are fear of missing out and intrinsic
intention to leave the job, and the dependent variable is organizational ostracism. The
model for this information is shown below.

Figure 1.

Research Model

e Fear of Missing Out

Organizational Out

. e Anxiety of Friends
Exclusion

Intrinsic Intention to Leave

The hypotheses of the study are as follows:

H1: Organizational exclusion is effective on fear of missing out.
H1a: Organizational exclusion is effective on anxiety of missing out.
H2a: Organizational exclusion is effective on anxiety about friends.

H2: Organizational exclusion is effective on internal turnover intention.
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3.5. Scales Used in the Study

A survey method is used in the study. The first part of the survey includes a personal
information form. The personal information form includes questions about employees'
gender, marital status, age, education level, status, experience at work, and working with the

current manager.

The second part of the survey includes the "Organizational Exclusion Scale". The
scale consists of 10 statements in total. This single-factor scale is a 5-point Likert scale type
with options 1=Never, 5=Always. The scale was taken from Caligkan and Pekkan's 2020
article. In the article, analyzes were made for two sample groups: the defense industry and
the health sector. The Cronbach alpha coefficient for the defense industry sample group
reliability analysis was determined as 0.942, and the Cronbach alpha coefficient for the
health sector sample group reliability analysis was determined as 0.937. These rates show
that the scale has high reliability. The variance rate explained in the factor analysis for the
defense industry sample group was 65.76%, and the variance rate explained for the health
sector sample group was 63.79%. It shows that the internal consistency of the scale is at an

acceptable level.

The third part of the survey includes the “Fear of Missing Out” scale. This scale
consists of a total of 10 statements. The scale was taken from the article published by Alat
and Filizoz in 2021. In the article, 3 factors were first obtained, but since the 3rd factor
consisted of 1 statement, it was not included in the analysis. The first factor of the scale is
the anxiety of missing out and the second factor is the anxiety of friends. The scale is a 5-
point Likert scale type with the options 1 = Strongly disagree 5 = Strongly agree. According
to the results of the reliability analysis conducted in the article, the Cronbach alpha
coefficient for the fear of missing out is 0.774. This result shows that the scale is quite
reliable. The scale used in the last part of the survey is the “Internal Intention to Leave”
scale. The scale consists of a total of 5 statements. The scale is a single-factor and has a 5-
point Likert scale type with the options 1 = Strongly disagree 5 = Strongly agree. This scale
was also taken from the article published by Alat and Filiz6z in 2021. The Cronbach alpha
coefficient obtained as a result of the reliability analysis of the scale was determined as
0.707. This result shows that the scale is quite reliable.
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3.6. Analyses Used in the Study

Frequency and percentage distributions of demographic variables are obtained in the
study. Independent group t test, one-way analysis of variance (ANOVA), Kruskal Wallis H
and Mann Whitney U tests are used to test the mean score differences of scale variables
(organizational exclusion, fear of missing out, anxiety about missing out and friends and
internal turnover intention) according to demographic variables. Levene Homogeneity test
is also used to determine homogeneity. Reliability analysis Cronbach alpha coefficient is
used to determine the reliability of the scales used in the study. Mean and standard deviation
are used to obtain descriptive statistics of the scales, and kurtosis and skewness descriptive
statistics are used to test their closeness to normality. Confirmatory factor analysis from
structural equation modeling is used to verify the internal consistency of the scales, and
structural regression analysis is used to test the effect of organizational exclusion on fear of
missing out and internal turnover intention. Linear regression analysis was conducted to
determine the effect of organizational exclusion tendency on anxiety of missing out and
anxiety about friends. SPSS 21 statistical package program and SPSS AMOS 21 graphic
modeling program are used to perform the analyses used in the research and reach the results.

4. Findings

4.1. Findings Regarding Demographic Variables

The frequency and percentage distributions of demographic questions regarding
employees' gender, marital status, age, education level, status, seniority at work and length

of service with the current manager are examined and the results are interpreted.
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Table 1.

Frequency and Percentage Distributions of Demographic Questions

N %

Female 309 60,9%

Gender Male 198 39,1%
Total 507 100,0%

Married 282 55,6%

Marital Status Single 225 44.4%
Total 507 100,0%

18-23 years 42 8,3%

24-29 years 96 18,9%

30-35 years 180 35,5%

Age

36-41 years 111 21,9%

42 years and above 78 15,4%
Total 507 100,0%

Primary Education 3 0,6%

Secondary Education 21 4,1%

Education Level Associate Degree 54 10,7%
Undergraduate 306 60,4%

Postgraduate 123 24,3%
Total 507 100,0%

Manager/Supervisor 132 26,0%

Civil Servant 357 70,4%

Status Senior Manager 18 3,6%
Total 507 100,0%

1-5 years 255 50,3%

6-10 years 135 26,6%

Seniority in the Workplace 11-15 years 51 10,1%
16 years and above 66 13,0%
Total 507 100,0%

1-5 years 411 81,1%

Term of Working with Current  6-10 years 60 11,8%

Manager 11 years and above 36 7,1%
Total 507 100,0%

Of the studies, 60.9% (n=309) were female, 39.1% (n=198) were male, 55.6%
(n=282) were married, 44.4% (n=225) were single, 35.5% (n=180) were between the ages
of 30-35, 21.9% (n=111) were between the ages of 36-41, 18.9% (n=96) were between the
ages of 24-29, 15.4% (n=78) were 42 years old and above, 8.3% (n=42) were between the
ages of 18-23, 60.4% (n=306) were undergraduate, 24.3% (n=123) were graduate, 10.7%
(n=54) had an associate degree, and 4.1% (n=21) were secondary school graduates. 0.6%
(n=3) are primary school graduates, 70.4% (n=357) are civil servants, 26.0% (n=132) are
managers/supervisors and 3.6% (n=18) work as senior managers. 50.3% (n=255) of the

participants have been working for 1-5 years, 26.6% (n=135) for 6-10 years, 13.0% (n=66)
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for 16 years and above, 10.1% (n=51) for 11-15 years of experience in the workplace, 81.1%
(n=411) for 1-5 years, 11.8% (n=60) for 6-10 years, and 7.1% (n=36) for 11 years and above.

4.2. Findings Regarding Reliability Analysis

In this section, Cronbach alpha coefficient is evaluated to determine the reliability of all
scale variables (organizational exclusion, fear of missing out, anxiety about missing out,
anxiety about friends, internal intention to leave the job). The results regarding the reliability

analysis are interpreted depending on the alpha coefficient (Kalayci, 2008):
If 0.00<a 0.40, the scale is not reliable,

If 0.40<a 0.60, the scale has low reliability,

If 0.60<a 0.80, the scale is quite reliable, and

If 0.80<a 1.00, the scale is a highly reliable scale.

Table 2.

Cronbach Alpha Coefficients Regarding Reliability Analysis

Cronbach's Alfa n
Organizational Exclusion Scale 0,787 7
Fear of Missing Out Scale 0,773 8
Anxiety of Missing Out Factor 0,776 5
Friend Anxiety Factor 0,669 3
Intrinsic Intention to Leave Scale 0,681 5

The Cronbach alpha coefficient of the organizational exclusion scale was calculated as
0.787, the Cronbach alpha coefficient of the fear of missing out scale was 0.773, the
Cronbach alpha coefficient of the anxiety of missing out factor was 0.776, the Cronbach
alpha coefficient of the anxiety of friends factor was 0.669, and the Cronbach alpha
coefficient of the internal intention to leave scale was 0.681. These results show that the

scales and factor expressions are quite reliable (Kalayci, 2008).
4.3. Findings Regarding Descriptive Statistics of Scale Variables

Descriptive statistics values including organizational exclusion, fear of missing out, anxiety
of missing out, friendship anxiety and internal intention to leave mean scores, standard

deviation values, skewness and kurtosis statistics are examined in this section.
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Table 3.

Findings Regarding Descriptive Statistics

Mean Skewness Kurtosis
Mean D e\? It :fi on Statistics ES;’trocI).r Statistics Esrtlfjo. r
Organizational Ostracism Scale 3,444 0,934 -0,428 0,108 -0,442 0,217
Fear of Missing Out Scale 2,509 0,669 0,097 0,108 0,021 0,217
Anxiety of Missing Out Factor 1,948 0,720 0,634 0,108 0,227 0,217
Friendship Anxiety Factor 3,444 0,934 -0,428 0,108 -0,442 0,217
Intrinsic Intention to Leave Scale 2,969 0,827 -0,336 0,108 -0,040 0,217

When the organizational exclusion scale average is examined, there is an
the existence of organizational exclusion behavior towards employees ( =3.444+0.934).
When the fear of missing out scale average is evaluated, it is seen that employees are
indecisive about the existence of the fear of missing out behavior in the workplace (
=2.509+0.669). When the anxiety factor average score is evaluated, it is concluded that
employees do not have anxiety about missing out ( =1.948+0.720), and it is also seen that
they are indecisive about the existence of anxiety about friends =3.444+0.934). When the
intrinsic turnover intention scale average score is examined, employees' intrinsic turnover
intention is also at the indecisive level ( =2.969+0.827). Kurtosis and skewness values are
used to determine the closeness of all variables to the normal distribution. All scale variables
are between *1. This result shows that all variables are close to the normal distribution and

parametric tests should be used to test the hypotheses.

Figure 2.

Organizational Exclusion Scale Single Factor Confirmatory Factor Analysis Model

indecision about
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The model created in the confirmatory factor analysis process of the organizational ostracism
scale (OD) is determined as a single-factor model. This scale has 7 observable variables
(OD1, OD3, OD4, OD5, OD7, OD8, OD10).

Table 4.

Model Fit Indices of Organizational Exclusion Scale

Fit Indexes Fit Indexes Calculated Fit Indexes
x2/sd <3 1,220
0,95<NFI 0,987
0,90<GFI1 0,993
RMSEA<0,05 0,021
RMR<0,05 0,004

The overall fit of the model is included in the good fit indices. Comparable fit indices (NFI,
RMSEA) are included in the good fit values, absolute fit index (GFI) is included in the good
fit index. Residual based fit index (RMR) is among the good fit indices.

Figure 2.

Second-Level Multifactorial Model of the Fear of Missing Out Scale

905D

PTY
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The model resulting from the confirmatory factor analysis of the fear of missing out scale is
a second-level multifactorial model consisting of two factors. The first factor is the anxiety
of missing out and consists of 5 observable variables (GKK1, GKK2, GKK3, GKK4,
GKKS5). The second factor is the friendship anxiety factor and consists of 3 observable
variables (AK1, AK2, AK3).

Table 5.

Model Fit Indices of the Fear of Missing Out Scale

Fit Indexes Fit Indexes Calculated Fit Indexes
x2/sd <3 2,726
0,95<NFI 0,966
0,90<GFI 0,979
0,06<RMSEA<0,08 0,058
RMR<0,05 0,034

The overall fit of the model is included in the goodness of fit indices. Comparable fit indices
(NFI) and absolute fit index (GFI) are included in the goodness of fit index. Other
comparable fit index (RMSEA) is included in the acceptable fit indices. Residual based fit
index (RMR) is also among the goodness of fit indices.

Figure 3.

Single Factor Confirmatory Factor Analysis Model of the Intrinsic Intention to Leave Scale

p—y

iiL1 e18

L2 46
L3 @

The model resulting from the confirmatory factor analysis of the intrinsic intention to leave
scale is a single factor model. There are 5 observable variables in the model (fiL1, TiL2,

fiL3, iiL4, iL5).
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Table 6.

Model Fit Indices of the Intrinsic Intention to Leave Scale

Fit Indexes Fit Indexes Calculated Fit Indexes
x2/sd <3 0,774
0,95<NFI 0,995
0,90<GFI 0,998
RMSEA<0,05 0,000
RMR<0,05 0,019

The overall fit of the model is included in the goodness of fit indices. Comparable fit
indices (NFI, RMSEA) and absolute fit index (GFI) are included in the goodness of fit
index. Residual based fit index (RMR) is also among the goodness of fit indices.
Figure 4.

Structural Regression Model of the Effect of Organizational Exclusion on Fear of Missing Out and Intrinsic
Turnover Intention

The model showing the effect of organizational exclusion on fear of missing out and intrinsic
turnover intention as a result of structural regression analysis from structural equation

modeling is shown above.
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Table 7.

Model Fit Indexes of the Effect of Organizational Exclusion on Fear of Missing Out and Intrinsic Turnover

Intention
Fit Indexes Fit Indexes Calculated Fit Indexes
x2/sd <3 2,162
0,90<NFI<0,94 0,902
0,90<GFI 0,941
RMSEA<0,05 0,048
RMR<0,05 0,044

The overall fit of the structural effect model is within the good fit indexes. While the
comparable fit indexes (NFI) are within the acceptable fit values, the absolute fit index (GFI)
is included in the good fit index. The other acceptable fit indexes (RMSEA) and the residual
based fit index (RMR) are among the good fit indexes.

Table 8.

Regression Coefficients and Significance of the Effect of Organizational Exclusion on Fear of Missing Out and

Internal Turnover Intention

Standardized Beta Unstandardized Beta Stép;jsrrd
GKFear <- OD 0,549 0,982 0,132 0,000
[IAN <- OD 0,421 0,621 0,118 0,000

Organizational ostracism has an effect on fear of missing out (p=0.000<0.01) and intrinsic
turnover intention (p=0.000<0.01). Organizational ostracism has an effect of 55% on fear of

missing out and 42% on intrinsic turnover intention.
4.4. Findings Regarding Difference Tests

Parametric and nonparametric tests are used to determine whether there is a statistically
significant difference between the mean scores of organizational ostracism, fear and anxiety
of missing out, friendship anxiety and intrinsic turnover intention according to demographic

variables.
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Table 9.

Independent Group T-Test Results for Differences in Scale Variables According to Gender

Std.
Gender n Mean Deviation P
Organizational Female 309 3,482 0,889
Exclusion Male 198 3.384 1,001 1,157 0,248
Fear of Missing Female 309 2,568 0,670
Out Male 198 2417 0659 7 0013
Anxiety of Missing Female 309 2,019 0,734
Out Male 198 1836 0685 281 0,005
Friendship Female 309 3,482 0,889
Anxiety Male 198 3,384 1,001 L1357 0,248
Intrinsic Intention Female 309 3,002 0,775
to Leave Male 198 2,918 0,901 1,077 0,282

There is no statistically significant difference between the mean scores of organizational
exclusion (p=0.248>0.05), friendship anxiety (p=0.248>0.05) and internal turnover intention
(p=0.282>0.05) according to gender. There is a statistically significant difference between
the fear of missing out (p=0.013<0.05) and fear of missing out (p=0.005<0.01) according to
gender variable. When we look at which gender group there is a difference according to their

mean scores, women have more fear of missing out and anxiety.

Table 10.

Independent Group T-Test Results Regarding the Differences in Scale Variables According to Marital Status

. Std.
Marital status n Mean Deviation p
Organizational Married 282 3,454 0,967
i 0,275 0,783
Exclusion Single 225 3,431 0,894 : :
Fear of Missing Married 282 2,545 0,704
Out Single 225 2,463 0,621 L370oln
Anxiety of Missing Married 282 2,000 0,727
1,827 0,068
Out Single 225 1,883 0,708 . .
Friendship Anxiety Married 282 3,454 0,967
0,275 0,783
Single 225 3,431 0,894 27 7
Intrinsic Intention Married 282 3,017 0,847
1,4 14
to Leave Single 225 2,909 0,799 A58 0,145

There is no statistically significant difference between the mean scores of organizational
exclusion, fear of missing out, anxiety about missing out, friendship anxiety and intrinsic

intention to leave according to marital status (p>0.05).
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Table 11.

ANOVA Test Results for Differences in Scale Variables According to Age Variable

Std. Levene Homogeneity Test ~ANOVA

Age n Mean Multiple Comparison

Deviation F P F
18-23 years old (1) 42 3,667 0,826
Organizational 54 59 oo o1d (2) 96 3,167 1,016
Exclusion —————
Fear of 30-35 years old (3) 180 3,467 0,948
. U UEE—— 1,820 0,124 3,577 0,007 Scheffe (2-4)
Missing Out 3641 years old (4) 111 3,595 0,874
Organizational —————————
Exclusion 42 years and older (5) 78 3,397 0,873
Total 507 3,444 0,934
18-23 years old 42 2,732 0,691
24-29 years old 96 2414 0,777
Fear of _
t6si 30-35 years old 180 2,498 0,691
Missing Out =~ 72y oc 4,709 0001 1,694 0,150 - -
Organizational  36.4) years old 111 2,527 0,628
Exclusion @——
42 years and older 78 2,505 0,480
Total 507 2,509 0,669
18-23 years old 42 2,171 0,976
24-29 years old 96 1,963 0,786
30-35 years old 180 1917 0,695
Fearof — T2ynoc 10,568 0,000 1329 0258 - -
Missing Out  36-41 years old 111 1,886 0,709
42 years and older 78 1,969 0,511
Total 507 1,948 0,720
18-23 years old (1) 42 3,667 0,826
Friendship 24-29 years old (2) 96 3,167 1,016
Anxiety 3035 years old (3) 180 3,467 0,948
Friendship ———— 1,820 0,124 3,577 0,007 Scheffe (2-4)
Anxiety 36-41 years old (4) 111 3,595 0,874
42 years and older (5) 78 3,397 0,873
Total 507 3,444 0,934
18-23 years old (1) 42 2,871 0,615
24-29 years old (2) 96 2,881 1,019
: i 30-35 1d (3) 180 3,077 0,798
Friendship 72 yean o0ty 6,151 0,000 2,781 0,026 Tamhane .
Anxiety 36-41 years old (4) 111 2,811 0,878
42 years and older (5) 78 3,108 0,578
Total 507 2,969 0,827

No statistically significant difference was found between the mean scores of fear of missing
out and anxiety about missing out according to the age variable (p>0.05). There is a
statistically significant difference between the mean scores of organizational exclusion
(p=0.007<0.01), friendship anxiety (p=0.007<0.01), and intrinsic turnover intention
(p=0.026<0.05) according to age. In order to test the age group in which the scale variables
that show significant differences according to the age variable differ, the Scheffe model is
examined for those with a value greater than 0.05, and the Tamhane model results are
examined for those with a value less than 0.05. When the age group in which the mean scores

of organizational exclusion differ are examined, it is seen that employees between the ages
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of 36-41 are exposed to organizational exclusion more than employees between the ages of
24-29. When we look at the age groups in which the average friendship anxiety scores differ,
it was determined that employees between the ages of 36-41 experienced more friendship
anxiety at work than employees between the ages of 24-29. It was determined that the
intrinsic intention to leave did not differ by age group.

Table 12.

Kruskal Wallis H Test Results Regarding the Differences in Scale Variables According to Education Level

Kruskall Wallis H Test Mann Whitney U

Education Level n Mean S.t d p Test for
Deviation X2 p Intergroup
Differences
Primary Education 3 1,143 0,000
Secondary Education 21 1,408 0,479
izati Associate Degree
Orgamzaylonal g 54 1,159 0,214 7.937 4,623
Exclusion Undergraduate 306 1,259 0,301
Postgraduate 123 1,258 0,331
Total 507 1,254 0,311
Primary Education (1) 3 1,500 0,000
Secondary Education (2) 21 2,464 0,762 8%;
Fear of Associate Degree (3) 54 2486 0,765 17.003 0.002 (1-4)
Missing Out  Undergraduate (4) 306 2,472 0,660 ’ , 82;
Postgraduate (5) 123 2,643 0,608 (4-5)
Total 507 2,509 0,669
. Primary Education (1) 3 1,000 0,000
Anxiety of _ ’ ’
Missing Out Secondary Education (2) 21 2,029 0,926 (1-3)
. . ; 1-4)
Associate Degree (3 (
Fnenqshlp gree (3) 54 1,900 0,744 19.721 0,001 (1-5)
An?uety Undergraduate (4) 306 1,892 0,708 (3-5)
D‘,[‘."’f'ety(;’ f . Postoraduate (5) 123 2,117 0,676 (4-5)
ssin;
ssmg Ut Total 507 1948 0,720
Primary Education 3 2333 0,000
Friendship  Secondary Education 21 3,190 0,928
Anxiety :
] Associate Degree 54 3,463 1,010
Anxiety of Und d tg ’ ’ 7,401 0,116
Missing Qu¢  Undergraduate 306 3,438 0,924
Postgraduate 123 3,520 0,923
Total 507 3,444 0,934
Primary Education 3 3,600 0,000
Secondary Education 21 3,171 0,541
i i Associate Degree
Frlem.ishlp gr 54 2,944 0,775 0,094 0,328
Anxiety Undergraduate 306 3,006 0,781
Postgraduate 123 2,839 0,982
Total 507 2,969 0,827

No statistically significant difference was found between the mean scores of organizational
exclusion, anxiety about friends and internal turnover intention according to the level of
education (p>0.05). A statistically significant difference was found between the mean scores
of fear of missing out (p=0.002<0.01) and anxiety about missing out (p=0.001<0.01)
according to the level of education. Mann Whitney U test was conducted to determine which
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level of education experienced fear and anxiety about missing out. The purpose of this test
is that the n value is less than 30 among the education level groups. As a result of this test,
employees with secondary school, associate's degree, undergraduate and postgraduate
degrees have more fear of missing out than employees with primary school degrees, and
employees with postgraduate degrees have more fear of missing out than employees with
secondary school and undergraduate degrees. Associate's degree, undergraduate and
postgraduate degrees have more anxiety about missing out than employees with primary
school degrees, and employees with postgraduate degrees have more anxiety about missing
out than employees with associate's degree and undergraduate degrees.

Table 13.

Kruskal Wallis H Test Results for Differences in Scale Variables According to Status

Kruskall Wallis H Testi Mann Whitney U

Status n Mean De\sfit:t.ion 2 Test for Intergroup
p Differences
Manager/Supervisor (1) 132 1,211 0,236
izati Clerk (2 357 1,276 0,337
Orkglilcl:fl:it::lnal Senior(l\zlanager ?3) 18 1,119 0,178 5106 0,078 i
Total 507 1,254 0,311
Manager/Supervisor (1) 132 2,409 0,639
Clerk (2 357 2,559 0,666
MiS:i?::gO(f)ut Senior(l\zlanager ?3) 18 2,250 0,824 20,675 0,000 2-3)
Total 507 2,509 0,669
Anxiety About Manager/Supervisor (1) 132 1,873 0,655
Missing Out  Clerk (2) 357 2,005 0,723 6.286 0.043 (1-3)
on Senior Manager (3) 18 1,367 0,844 ’ ’ (2-3)
Developments  Total 507 1,948 0,720
Manager/Supervisor (1) 132 3,303 0,870
Friendship  Clerk (2) 357 3,482 0,945
Anxietyp Senior Manager (3) 18 3,722 1,092 26,319 0,000 -2
Total 507 3,444 0,934
Manager/Supervisor (1) 132 2,964 0,863
Inltf;tnrtiir:)slicto Clerk (2 357 3,017 0,803 10230 0,006 Eig
Leave Senior Manager (3) 18 2,067 0,439 ’ ’ (2-3)
Total 507 2,969 0,827

There is no statistically significant difference between the average scores of organizational
exclusion according to the status of the employees (p>0.05). There is a statistically
significant difference between the average scores of fear of missing out (p=0.000<0.01),
anxiety about missing out (p=0.043<0.05), friendship anxiety (p=0.000<0.01), and intrinsic
turnover intention (p=0.006<0.01) according to the status. According to the results of the
differences between the Mann Whitney U status groups, employees who are civil servants
have higher fear of missing out than their senior managers, and employees who are

managers/supervisors and civil servants have higher anxiety about missing out than their
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senior managers. Civil servants have higher friendship anxiety than managers/supervisors.
Civil servants have higher intrinsic turnover intention than managers/supervisors and senior
managers, and managers/supervisors have higher intrinsic turnover intention than senior

managers.

Table 14.

ANOVA Test Results for Differences in Scale Variables According to Seniority in the Workplace

Levene .
Seniority at Work n Mean Std. Homogeneity Test ANOVA Multiple
Deviation Comparison Test
F P F p

1-5 years (1) 255 1,247 0,279
6-10 years (2) 135 1,187 0,222

g:cgﬁl':;ﬁ""“a' 11-15 years (3) 51 1,403 0446 16,129 0,000 6,689 0,000 Tamhane (2-3)
16 years and above (4) 66 1,299 0,409
Total 507 1,254 0,311
1-5 years (1) 255 2,493 0,603

6-10 years (2) 135 2,686 0,784 (1-4)

1‘3[‘:;‘:]% ‘(’)fu ¢ 11-15 years (3) 51 2,537 0,582 3,932 0,009 8,694 0,000 Tamhane (2-4)

16 years and above (4) 66 2,188 0,601 (3-4)
Total 507 2,509 0,669
1-5 years (1) 255 1,925 0,677
Anxiety About  6-10 years (2) 135 2,142 0821

lelssmg Out 11-15 years (3) 51 1,929 0,592 2,154 0,093 7,289 0,000 Scheffe 8:‘2‘;
Developments 16 years and above (4) 66 1,655 0,646
Total 507 1,948 0,720
1-5 years (1) 255 3,439 0,865
6-10 years (2) 135 3,593 0,995

i::;netzshlp 11-15 years (3) 51 3,549 0,931 1,492 0,216 4,881 0,002  Scheffe 8:2
Y 16 years and above (4) 66 3,076 0,987
Total 507 3,444 0,934
1-5 years (1) 255 2,929 0,855
Intrinsic 6-10 years (2) 135 3,138 0,773

Intention to 11-15 years (3) 51 2,741 0,870 1,040 0,375 3,414 0,017  Scheffe  (2-3)
Leave 16 years and above (4) g6 2,955 0,739
Total 507 2,969 0,827

There is a statistically significant difference between the mean scores of organizational
exclusion (p=0.000<0.01), fear of missing out (p=0.000<0.01), anxiety about missing out
(p=0.000<0.01), friendship anxiety (p=0.002<0.01) and internal intention to leave the
workplace (p=0.017<0.05) according to seniority in the workplace. When the p values of the
Levene homogeneity test are examined, since the mean distribution of the results greater
than 0.05 is homogeneous, the Tamhane model is used as a multiple comparison model for
the mean scores of organizational exclusion and fear of missing out according to seniority
groups in the workplace. The Scheffe model is used for other significant results. According

to the mean scores of organizational exclusion, those who have worked in the workplace for
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11-15 years are more excluded from their organizations than those who have worked for 6-
10 years. Those who have worked for 1-5 years, 6-10 years and 11-15 years have a higher
fear of missing out than those who have worked for 16 years and above. Those who have
worked for 6-10 years have a higher fear of missing out than those who have worked for 1-
5 years and those who have worked for 6-10 years have a higher fear of missing out than
those who have worked for 16 years and above. Those who have worked for 1-5 years and
those who have worked for 6-10 years have a higher friendship anxiety than those who have
worked for 16 years and above. Those who have worked for 6-10 years have a higher
intrinsic turnover intention than those who have worked for 11-15 years.

Table 15.

ANOVA Test Results Regarding the Differences in Scale Variables According to the Working Time with the

Current Manager

Levene
Working Time with Current 0 Mean Std Homogeneity ANOVA Multiple
Manager Dev. Test Comparison Test
F p F p
1-5 years (1) 411 1,250 0,300
Organizational 6-10years (2) 60 1,143 0,209 (1-2)
Fxclusion 11 years and 36 1476 0452 14,977 0,000 13,666 0,000 Tamhane (1-3)
above (3) (2-3)
Total 507 1,254 0,311
1-5 years 411 2,501 0,661
. 6-10 years 60 2,525 0,731
Fear 0(‘;[':1“55'”9 Lyeasand 50 oo g 0494 0610 0211 0810 - -
above
Total 507 2,509 0,669
1-5 years 411 1,950 0,707
Fear of Missing 6-10 years 60 1930 03812
Oout 11 years and 36 1950 0.727 0,226 0,798 0,021 0,979 - -
above
Total 507 1,948 0,720
1-5 years 411 3,418 0,935
Friendship 6-10 years 60 3,517 0,873
Anxiety 11 years and 36 3611 1.022 1,267 0,283 0,910 0,403 - -
above
Total 507 3,444 0,934
1-5 years 411 2,980 0,818
Intrinsic 6-10 years 60 2910 0,380
lnt;r;tal;): to zi;o)\//eears and 36 2.950 0,853 0,562 0,570 0,195 0,823 - -
Total 507 2,969 0,827

There is no statistically significant difference between the mean scores of fear of missing
out and anxiety, friendship anxiety and internal turnover intention according to the length of
service with the current manager (p>0.05). A statistically significant difference was

determined between the mean scores of organizational exclusion according to the length of
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service with the current manager (p=0.000<0.01). When the Levene test result was
examined, since the distribution was not homogeneous, the Tamhane model was used for
multiple comparisons. When the result of this model was examined, it was determined that
those who worked with the current manager for 1-5 years had a higher mean score difference
than those who worked for 6-10 years, and those who worked for 11 years and above had a

higher organizational exclusion than those who worked for 1-5 years and 6-10 years.
4.5. Linear Regression Analysis

Regression analysis is performed to determine the effect of the independent variable on the
dependent variable. In this section, the effect of organizational exclusion tendency on the

anxiety of missing out and friendship anxiety is examined.

Table 16.

Effect of Organizational Exclusion Tendency on the Anxiety of Missing Out

Unstandardized Standardized
Model coefficients Coefficients ¢ P
B Std. Beta
Mistake
Anxiety of (Still) 0,829 0,123 6,759 0,000
Missing Out on Organizational
Developments Exclusion 0.893 0,095 0,386 9,406 0,000

*Corrected R2= 0,147 F=88,467 p=0,000

The model regarding the effect of organizational exclusion tendency on development
missing anxiety is significant (p=0.000<0.01). Organizational exclusion tendency has an
effect on development missing anxiety (p=0.000<0.01). A one-unit change in organizational
exclusion tendency provides a 15% change in the effect on development missing anxiety.

39% of organizational exclusion tendency affects development missing anxiety.

Table 17.

Effect of Organizational Exclusion Tendency on Friendship Anxiety

Unstandardized Standardized
Model coefficients Coefficients T p
Std.
B Mistake Beta
ill 2 171 1
Friendship (still) ,960 0,17 7,306 0,000
Anxiety  Organizational —, ;¢ 0,132 0,129 2,915 0,004

Exclusion
*Corrected R2=0,015 F=8,499 p=0,004

25



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 7 Say/Is.: 1 Yil/Year:, 2025 Sayfa/Pages: 1-33

The model regarding the effect of organizational exclusion tendency on friendship anxiety
is significant (p=0.004<0.01). Organizational exclusion tendency has an effect on friendship
anxiety (p=0.004<0.01). A one-unit change in organizational exclusion tendency provides a
2% change in the effect on friendship anxiety. 13% of organizational exclusion tendency
affects friendship anxiety.

5. Conclusion and Discussion

An organization is an institution where human relations, competition, solidarity, cooperation
and conflict occur within a social structure and a structure established to achieve a common
goal. Within this structure, the need for organizations to create the necessary regulations and
innovations to adapt to the rapid developments and changes in today's business management
field arises. These requirements have recently led to an increase in interest in employee-
focused practices. The experience of organizational exclusion in employees, internal
tendencies towards leaving the job, and the fear of missing out on progress in both social
and business life are among the concepts that organizations should pay attention to. In this
direction, the purpose of the research is to determine whether organizational exclusion has
an effect on employees' fear of missing out on developments and internal intention to leave.
As a result of the structural regression analysis from the structural equation modeling
conducted to determine the effects of the variables in the research on each other;
organizational exclusion tendency has an effect on fear of missing out on developments and
internal intention to leave the job. Hypothesis H2 is accepted. Organizational exclusion
tendency has an effect on fear of missing out on developments. Therefore, hypothesis H1 is
accepted. It has also been determined that organizational exclusion tendency has an effect
on employees' anxiety of missing out on developments and friendship anxiety. Thus,

hypotheses H1a and H1b are also accepted.

Women have high fear of missing out and anxiety. People who have worked for 11-15 years
have a higher tendency to be excluded from their organizations compared to those who have
worked for 6-10 years. Those who have worked for 1-5 years, 6-10 years and 11-15 years
have a higher fear of missing out than those who have worked for 16 years and above. Those
who have worked for 6-10 years have a higher fear of missing out than those who have
worked for 1-5 years, and those who have worked for 6-10 years have a higher fear of
missing out than those who have worked for 16 years and above. Those who have worked

for 1-5 years and 6-10 years have a higher friendship anxiety than those who have worked
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for 16 years and above. Those who have worked for 6-10 years have a higher intrinsic
turnover intention than those who have worked for 11-15 years. It has been determined that
those who have worked with the current manager for 1-5 years have a higher mean score
difference than those who have worked for 6-10 years, and those who have worked for 11
years and above have a higher organizational exclusion. Civil servant employees have a
higher fear of missing out than their senior managers, and managers/supervisors and civil
servant employees have a higher concern about missing out than their senior managers. Civil
servant employees have more friendship anxiety than managers/supervisors. Civil servant
employees have a higher intrinsic turnover intention than managers/supervisors and senior
managers, and managers/supervisors have a higher concern about missing out. Employees
with secondary education, associate's degree, bachelor's degree and postgraduate degrees
have a higher fear of missing out than employees with primary school degrees, and
employees with postgraduate degrees have a higher concern about missing out than
employees with secondary education and bachelor's degree. Associate's degree, bachelor's
degree and postgraduate degrees have a higher concern about missing out than employees
with primary school degrees, and employees with postgraduate degrees have a higher
concern about missing out than employees with associate's degree and bachelor's degree. It
is observed that employees between the ages of 36-41 are exposed to organizational
exclusion compared to employees between the ages of 24-29. When we look at the age
groups in which the average friendship anxiety scores differ, it has been determined that
employees between the ages of 36-41 experience more friendship anxiety at work than
employees between the ages of 24-29. It has been determined that the intrinsic intention to

leave the job does not differ by age group.

Pang & Quan (2024) This study delves into the psychological ramifications of FOMO,
emphasizing its detrimental influence on psychological well-being. The authors highlight
the moderating roles of self-presentation, upward contrast, and social media stalking,
suggesting that individuals' self-presentation styles and their social media behaviors can
amplify or mitigate the negative effects of FOMO. This adds a nuanced layer to
understanding FOMO, indicating that personal and social factors significantly affect its
psychological impact. Gao & Shao (2024) This systematic literature review addresses the
broader implications of problematic social media use on employee outcomes, linking it to
FOMO. By synthesizing existing research, the authors illustrate how FOMO contributes to

negative employee experiences, such as decreased productivity and job satisfaction. This
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article provides a macro perspective on the issue, highlighting the systemic impact of social
media dynamics on workplace performance and employee mental health. Budnick, Rogers,
& Barber (2020) This research specifically investigates FOMO within the workplace,
weighing its costs and benefits on employee health and motivation. The authors argue that
while FOMO can spur motivation and engagement, it also risks leading to burnout and stress.
Their findings bridge the individual and organizational perspectives, underscoring the

complexity of FOMO as both a motivator and a potential source of employee distress.

Willey (2021) Willey's exploratory case study examines the relationship between social
media use and ostracism, framing FOMO within the context of social exclusion. This
qualitative approach provides rich insights into how FOMO manifests in social interactions,
particularly in environments where social media exacerbates feelings of exclusion. The
findings suggest that FOMO not only affects individual mental health but can also disrupt
team dynamics and cohesion in workplaces. Ng (2021)Ng’s doctoral dissertation explores
FOMO from a consumer perspective, examining its antecedents and consequences. While
the focus is not exclusively on the workplace, the insights gleaned regarding consumer
behavior and emotional responses can be extrapolated to understand FOMO in professional
settings. Ng’s work indicates that FOMO drives consumers to engage in behaviors that can

mirror workplace dynamics, such as competition and comparison among peers.

Alutaybi (2020) This dissertation proposes engineering social media as a strategy to mitigate
FOMO, offering practical solutions for its impact. By focusing on intervention strategies,
Alutaybi contributes a forward-thinking approach that contrasts with the predominantly
analytical nature of the other articles. This work emphasizes the potential for organizations

to actively counteract FOMO’s negative effects through strategic social media management.

Together, these articles present a comprehensive view of FOMO’s multifaceted nature,
highlighting its implications for psychological well-being, workplace dynamics, and social
interactions. While Pang & Quan focus on individual psychological impacts moderated by
social behaviors, Gao & Shao provide a broader context of how these dynamics play out in
organizational settings. Budnick et al. introduce the dual nature of FOMO as a motivator and
a stressor, reinforcing the need for a balanced understanding of its effects. Willey’s focus on
ostracism adds depth to the discussion, illustrating how social media can intensify feelings

of exclusion, which may be particularly detrimental in team environments. Ng’s consumer-
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oriented perspective complements this by revealing the competitive nature of FOMO, while

Alutaybi’s engineering solutions propose actionable strategies to combat its adverse effects.

In conclusion, these studies collectively underscore the complexity of FOMO as a
phenomenon that intertwines individual psychology with broader social and organizational
contexts. Future research could further explore integrative frameworks that address both the
causes and consequences of FOMO in various environments, aiming to develop holistic

strategies for mitigating its negative impacts.
5.1. Suggestions

Organizational exclusion has become an issue that organizations need to address carefully
due to the negative effects on employees’ fear of missing out and their intrinsic intention to
quit. In this context, considering the exclusion tendencies of female employees and
individuals with 11-15 years of experience, it is important for managers to develop strategies
specific to these groups. Programs and support mechanisms that will strengthen employees’
social relationships should be created; in addition, a culture that encourages knowledge
sharing should be created by building bridges between employees with different levels of
experience. The differences in anxiety about missing out and friendship anxiety observed
according to education level necessitate the provision of supportive environments for
employees with higher levels of education. Age-specific mentoring programs and social
events should be organized, taking into account age differences and concerns related to age
groups among employees. In this way, the effects of organizational exclusion can be

minimized, while employee motivation and commitment can be increased.
5.2. Recommendations to Institutions

The successful enhancement of occupational health and safety (OHS) within an organization
hinges on several critical initiatives. First, the implementation of regular training programs
is essential to ensure that employees remain aware of potential risks and cultivate safe
working habits. These trainings must be continuously updated to reflect the latest best
practices and methodologies, thereby reinforcing the importance of safety in the workplace.
Additionally, systematic risk assessment plays a pivotal role; institutions should conduct
regular evaluations to identify, analyze, and prioritize hazards, ultimately determining
effective control measures to mitigate these risks. Establishing open communication

channels is equally vital, as these platforms allow employees to voice their safety concerns
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and suggestions, fostering a culture of safety that encourages proactive thinking about
workplace hazards. Collaborating with occupational health experts and safety engineers
further strengthens this culture, as regular health assessments and expert insights are
invaluable in shaping effective health and safety policies tailored to the unique needs of the
workforce. Finally, the preparation of comprehensive emergency plans is crucial; institutions
must develop and routinely update these plans, ensuring that employees are well-informed
and prepared for potential emergencies. Conducting regular emergency drills is also
essential, as they provide practical experience and reinforce the organization’s commitment

to maintaining a safe and responsive work environment.
5.3. Recommendations for Managers

Creating a safe working environment is significantly influenced by managerial actions,
particularly through setting a strong example by adhering to occupational health and safety
practices. When managers demonstrate commitment to safety protocols, it motivates
employees to follow suit, fostering a culture of compliance. Additionally, developing
supportive and inclusive policies in this area is essential; managers must ensure that the
necessary resources are available for effective implementation. Establishing feedback
mechanisms allows for regular communication between employees and management,
encouraging a participatory approach to safety improvements. Organizing projects and
events that promote teamwork further enhances cooperation among staff, solidifying a
culture of safety. Lastly, incorporating occupational health and safety criteria into annual
performance evaluations underscores its importance, ensuring that employees are held

accountable and incentivized to prioritize safety in their daily activities.
5.4. Recommendations to Employees

To create a safer workplace, it is essential for employees to actively participate in
occupational health and safety training programs. These programs not only equip workers
with the knowledge needed to recognize potential hazards but also help them develop safe
working habits that can prevent accidents. Continuous awareness is vital; employees should
cultivate an ongoing vigilance towards their environment, ensuring they are informed about
the risks that may arise in their specific roles. This proactive approach significantly enhances
individual and collective safety.

Moreover, encouraging open communication about safety concerns is crucial. Employees

should feel empowered to provide feedback regarding any issues or suggestions related to
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safety. By conveying these insights to management, they play an active role in shaping a
strong safety culture within the organization. This collaborative effort not only addresses
existing problems but also fosters a sense of ownership among staff, making them more

invested in workplace safety.

Teamwork is another important aspect of maintaining a safe work environment. Employees
should support one another by sharing information and resources related to occupational
health and safety. Collaborating with colleagues helps to create a safety network where

individuals look out for each other, promoting a collective responsibility for safety.

Lastly, ensuring their own safety is paramount. Employees must use safety equipment
correctly and consistently. Immediate reporting of any dangerous situations or potential
hazards is crucial for mitigating risks before they escalate into serious incidents. By taking
these proactive steps, employees not only protect themselves but also contribute to the
overall safety of the workplace, fostering a culture where safety is a shared priority.
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Aydinlhik Uclii Kavrami Uzerine Yapilan Calismalarin Vosviewer ile
Bibliyometrik Analizi

Serife KARAGOZ?!

0z

Bu ¢alismada, “light triad” (aydinlik ii¢lii) kavraminin literatiirdeki kullanimint incelemek, bu kavrama iligkin
calisma egilimlerini ve literatiirdeki bosluklar: tespit etmek amaglanmistiv. Bu dogrultuda, Web of Science
(WoS) veri tabaninda “light triad” anahtar kelimesi kullanilarak ve tiim alanlar (all fields) se¢ilerek 2019-
2024 yillart arasinda yayinlanmig farkly tiirdeki eserler taranmuis, bu eserlerin bibliyometrik verileri analiz
edilmistir. Analizler, VOSviewer programi kullanilarak ger¢eklestirilmistir. Yapilan analiz sonucunda, “light
triad” ile ilgili 38 eserin farkll disiplinlere gore dagilimi incelendiginde ¢alismalarin ¢ogunlukla dergi
makaleleri olup, 33 dergi makalesi, 2 erken goriiniim ¢alisma, 1 toplanti ozeti ve 2 bildiri i¢ermektedir.
Yayinlarin en ¢ok yer aldig: disiplinler multidisipliner psikoloji (12 ¢calisma) ve sosyal psikoloji (11 ¢alisma)
ve olup, diger alanlar arasinda iletisim, bilgisayar bilimleri, ¢cevre bilimleri ve isletme gibi cesitli disiplinler
de bulunmaktadwr. Atif analizinde, en fazla atif alan yazarlar Hyde, Elizabeth; Kaufman, Scott Barry olarak
one ¢ikarken, en fazla bibliyografik eslesme olan yazarlar Bonfo-Araujo Bruno, Gerymski Rafal ve Hyde
Elizabeth olmustur. En stk kullanilan anahtar kelimeler arasinda “light triad”, “dark triad”, “personality” ve
“faith in humanity” yer almistir. Ulkeler agisindan en fazla atif alan tilkeler ABD (199 atif), Polonya (35 atif)
ve Iran (27 atif) olarak siralanmigtir. Kurumlar arasi atiflarda ise University of Hawai'i West Oahu, University
of Pennsylvania éne ¢iktigi tespit edilmigtir.

Anahtar Kelimeler: Kisilik, Aydinlik Uclii, Vosviewer.

A Bibliometric Analysis Using Vosviewer of Publications on Light Triad

Abstract

This study aims to examine the usage of the “light triad” concept in the literature, identify research trends
related to this concept, and detect gaps in the literature. Accordingly, different types of publications from 2019
to 2024 were scanned in the Web of Science (WoS) database using the keyword “light triad” and selecting all
fields. The bibliometric data of these publications were analyzed using the VOSviewer program. The analysis
revealed that, out of 38 publications related to the “light triad” concept, the majority are journal articles, with
33 journal articles, 2 early view studies, 1 meeting abstract, and 2 conference papers. The disciplines with the
most publications are multidisciplinary psychology (12 studies) and social psychology (11 studies), while other
disciplines include communication, computer science, environmental sciences, and business, among others. In
the citation analysis, Hyde, Elizabeth, and Kaufman, Scott Barry emerged as the most frequently cited authors,
while Bonfo-Araujo, Bruno, Gerymski, Rafal, and Hyde, Elizabeth were identified as the authors with the
highest bibliographic coupling. The most frequently used keywords included “light triad,” “dark triad,”
“personality,” and “‘faith in humanity.” In terms of countries, the United States (199 citations), Poland (35
citations), and Iran (27 citations) ranked as the top countries with the most citations. Among institutions, the
University of Hawai’i West Oahu and the University of Pennsylvania were found to be the most prominent in
institutional citations.

Keywords: Personality, Light Triad, Vosviewer.
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1. Giris

Pozitif psikoloji, insan davraniglarini ve psikolojik siire¢leri olumlu yonleriyle ele
alarak, geleneksel psikolojinin patoloji odakli yaklasimina alternatif bir bakis agisi
sunmaktadir (Seligman ve Csikszentmihalyi, 2014). Bu disiplin, bireylerin mutluluk, yasam
doyumu ve refah diizeylerini artirmayr amaglamaktadir. Olumlu psikolojik deneyimlere
odaklanarak, bireylerin potansiyellerini en iist diizeye ¢ikarmalarina ve saghkl iliskiler
kurmalarina yardimei olan bilimsel temelli uygulamalar gelistirmektedir (Seligman, 2002).
Bu baglamda, kisilik 6zelliklerinin bireylerin davraniglarini nasil sekillendirdigini anlamak
biliylik bir onem tasimaktadir. Kisilik 6zellikleri, bireylerin sergiledikleri davranislara
dogrudan yansimakta ve bu durum kisiligin “aydinlik” ve “karanlik” yonleri arasinda
belirgin farkliliklar ortaya koymaktadir. Aydinlik iiclii kisilik 6zellikleri, toplumsal normlara
uygun davranislarin temsilcisi olarak degerlendirilirken, karanlik tiglii kisilik 6zellikleri ise
normlara aykir1 davraniglarin birer gostergesi olarak kabul edilmektedir. Aydinlik kisilik,
diger insanlara karsi olumlu duygular beslemeyi ve yardimlasmay: icerirken; karanlik
kisilik, yasam doyumuyla olumsuz bir iligki gostermekte ve toplumsal agidan istenmeyen

davraniglarla baglanti kurmaktadir (Set, 2020; Kavak ve Naldoken, 2024).

Aydmlik tcli kisilik, baskalarina karsi sevgi dolu ve yardimsever bir tutum
sergileyen bir kisilik yapisidir. Bu kisilik 6zelligi, bireylerin yalnizca varliklariyla degil, ayni
zamanda kosulsuz sevgilerini samimi ve saf bir sekilde ifade etmeleriyle de 6ne ¢gikmaktadir.
Bu baglamda, bireylerin sunduklar1 katkilardan ¢ok, baskalarina duyduklari sevgiyi 6n
planda tutmalar1 beklenmektedir (Farah Bijari vd., 2022). Kaufman ve arkadaslarina (2019)
gore aydinlik {i¢lii, daha olumlu ve iyimser tutumlarla birlikte daha yiiksek diizeyde kisisel
gelisim, yasam Kkalitesi ve psikolojik 1yilik haliyle iligkilidir. Arastirmalar, pozitif
ozelliklerin gelisimini destekleyen psikolojik iyilik halinin, bireylerin sosyal ve duygusal
gelisimine katki sagladigini, ayrica bagkalarini ve sosyal ¢evrelerini daha iyi anlamalarina
yardimci oldugunu ortaya koymaktadir. Bu durum, ozellikle hangi degerlerin 6nemli
oldugunu ve hangi hedeflerin belirlenmesi gerektigini kavramay: kolaylastirmaktadir
(Schmid ve Muldoon, 2015). Bu nedenle aydinlik tglii kisilik kavrami, bireylerin etik ve
sosyal degerlere, 6zellikle sefkat ve sorumluluk gibi niteliklere nasil yaklastiklarina dair

derinlemesine bir i¢gorii sunmaktadir (Gerymski ve Krok, 2019).

35



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 7 Say/Is.: 1 Yil/Year:, 2025 Sayfa/Pages: 34-52

Bu baglamda aydinlik {i¢lii kisilik 6zellikleri, bireylerin olumlu duygular besleyerek,
sevgi ve yardimlagsma egiliminde olduklarim1 géstermektedir. Bu kisilik yapisi, bireylerin
hem kisisel gelisimini hem de sosyal ve duygusal iligkilerini olumlu y6nde etkileyerek,
yasam kalitesini artirmaktadir. Pozitif psikoloji baglaminda degerlendirildiginde, bu kisilik
ozelligi etik ve sosyal sorumluluklari anlamada derin bir farkindalik gelistirmekte ve

bireylerin hem bireysel refahini hem de toplumsal uyumunu desteklemektedir.

Aydinlik ticlii kavraminin VOSviewer programi kullanilarak incelenmesi, pozitif
psikoloji yazininda 6nemli bir boslugu dolduracagi 6ngdriilmektedir. Nispeten yeni bir
kavram olan aydinlik {i¢lii, mevcut akademik calismalarda yeterince derinlemesine ele
alimmamistir. Bu aragtirma, VOSviewer araciligiyla aydinlik icliiniin yillara, dergilere,
iilkelere, anahtar kelimelere, belge tiirlerine ve diger ilgili arastirma alanlarina gore
sistematik dagilimini incelemeyi amaglamaktadir. Bu siirecin, aydinlik iicliiniin yazinda
nasil bir gelisim gosterdigini, hangi alanlarda daha fazla arastirma ihtiyaci bulundugunu ve
hangi konularin daha fazla dikkat ¢ektigini belirlemeye yardimei olacagi 6ngoriilmektedir.
Ayrica, kavramin pozitif psikoloji i¢indeki yerini, hem o6rgiitsel hem de bireysel diizeydeki
etkilerini daha iyi anlayabilmek i¢in analitik veriler sunmayz, bilgi eksikliklerini gidermeyi
ve gelecekteki arastirmalara yon vermeyi hedeflemektedir. Bu baglamda ¢alisma, aydinlik
ticlii kavraminin kapsaminin genisletilmesi ve daha derinlemesine analiz gerektiren bir alan

oldugunu vurgulamaktadir.
2. Kavramsal Cerceve
2.1. Aydinlik Uclii Kavrami

Insan yasami, benzerlikler ve farkliliklar temelinde sekillenmekte ve zitliklarin
olusturdugu karmasik bir ortamda gelismektedir. Sosyallesme siirecinde bireylerin yasadigi
degisimler, zamanla diislince ve davraniglarindaki sapmalar ve diizensizlikten diizen kurma
cabasi, genellikle kisilik dzellikleriyle agiklanmaktadir (Polater ve Ulkii, 2023, s. 231).
Gilintimiizde pozitif psikolojinin temel hedeflerinden biri, bireyin kisiliginin aydinlik ve
karanlik yonleri arasinda bir denge saglamaktir. Bu dengenin, kisinin kendine yonelik daha
kesin ve tarafsiz bir degerlendirme yapmasina yardimci olacagi ve dolayisiyla daha dengeli
bir bakis acis1 gelistirmesine katki saglayacagi diistiniilmektedir (Sacavém ve de Bem
Machado, 2023, s. 62). Bireyleri yalnizca karanlik ya da yalmizca aydmlik kisilik
ozelliklerine sahip olarak iki gruba ayirmak dogru bir yaklasim olmayabilir. Her bireyde,

her iki tiir 6zelligin belirli diizeylerde bir arada bulundugu sdylenebilir. Burada asil énemli
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olan, hangi 6zelligin digerine kiyasla daha baskin oldugudur (Polatc1 ve Yeloglu, 2020, s.
78).

Aydinlik kisilik 6zellikleri, ilk olarak 2018 yilinda Johnson’in tezinde tanitilmis ve
ardindan 2019 yilinda Kaufman ve arkadaslar tarafindan daha kapsamli bir sekilde ele
alinarak literatiirde kendine yer bulmustur. Aydinlik ii¢lii, karanlik ii¢lii ile zit bir kavramsal
gergeve sunmakta, ancak bu iki yapi birbirinin tam zitt1 olarak degerlendirilmemelidir
(Kaufman vd., 2019). Aydinlik kisilik 6zelliklerinin varligi, karanlik kisilik 6zelliklerinin
yoklugunu gerektirmemektedir. Bu durum, bireylerin hem olumlu hem de olumsuz
Ozelliklere sahip olabilecegini gostermektedir (Gerymski ve Krok, 2019). Dolayistyla,
aydinlik ve karanlik kisilik unsurlar1 arasinda bir denge s6z konusudur Aydmlik tigli,
bireylerin diger bireylere karsi sergiledikleri yardimseverlik, minnettarlik, umut, cesaret,
sevgi ve giiven gibi duygular lizerine sekillenmistir (Stavraki vd., 2022). Kavram, {i¢ ana
boyut altinda su sekilde kavramsallastirilmistir: Kantgilik, hiimanizm ve insanliga inang

(Kaufman vd., 2019, s. 1).
Kantcihik

Kantcilik, her bireyin bireysel bir amaca sahip oldugu ve insanlarin, bu amaca
ulagmak i¢in birer arag¢ olarak degil, kendi baslarina birer amag olarak degerlendirilmesi
gerektigi inanci olarak tanimlanmaktadir (Sacavém ve de Bem Machado, 2023, s. 61).
Kantg1 bir perspektife sahip olan bireyler, insanlar1 bir arag olarak gérmekten ziyade, onlari

bagimsiz ve esit bireyler olarak degerlendirmeye daha yatkindirlar (Cooke, 2020, s. 10)
Insanliga Inang

Insanliga inang veya insanlarin &ziinde iyi olduguna dair bir gériise sahip bireyler,
diger insanlara olumlu bir bakis acisiyla yaklasmakta, bagkalarinin diiriist olacagina ve
kendilerine adil davranacagina giiven duymaktadirlar. Ayrica, kendilerini inciten bireyleri

hizli affetme egilimindedirler (Sacavém ve de Bem Machado, 2023, s. 61).
Hiimanizm

Hiimanizm, her bireyin degerine ve insan onuruna saygi gosterilmesi gerektigi inanci
olarak tanimlanmaktadir. Yiiksek diizeyde hiimanizme sahip bireyler, baskalarina hayranlik
duyma, diger insanlarin basarilarindan mutluluk duyma, insanlara degerli bir sekilde
yaklagma ve hayatin her kesiminden bireyleri aktif bir sekilde dinleme egilimindedirler
(Sacavém ve de Bem Machado, 2023, s. 61).
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Kant¢ilik, hiimanizm ve insanliga inan¢ boyutlari, bireylerin potansiyel giiclii
yonlerini temsil etmekte ve insan dogasina olumsuz bir yaklasimdan olumlu bir yaklagima
gecme egilimini yansitarak yapici ve etik etkilesimi vurgulamaktadir. Bu boyutlar ayrica,
bireylerin bencil, degisken ve diismanca davraniglara yonelten diisiince ve arzulara karsi
direnme yeteneklerini de ortaya koymaktadir (Constantin ve Florin, 2023, s. 21). Aydinlik
tcli kisilik 6zelligi yiiksek olan bireylerin, empati becerileri giiclii, sefkatli, isbirlikei,
vicdanli, giivenli, deneyime acik, bagislayici ve baskalariyla kaliteli iligkiler siirdiirme
egiliminde olduklar1 gézlemlenmektedir (Sevi ve Dogruyol, 2020). Bu bireyler, olumsuz is
deneyimlerini ve duygusal tepkilerini meslektaglarma gore daha etkili bir sekilde
yonetebilmekte ve istismarct denetime karst duygusal tepkilerini daha iyi
diizenleyebilmektedirler. Ayrica, is arkadaslarina yonelik kasitli zarar verme amaci tasiyan
karsilik verme davranmisinda bulunma olasiliklart da daha diistiktiir (Malik vd., 2020;
Kaufman vd., 2019). Bu bireyler, tiretkenlik karsiti davranis sergileme agisindan daha az risk
tasimaktadir (Constantin ve Florin, 2023, s. 26). Kaufman ve arkadaslar1 (2019) tarafindan
gerceklestirilen kapsamli bir arastirma, aydinlik kisilik 6zelligine sahip bireylerin sosyal
iligkiler, kisisel yetkinlik ve oOzerklik alanlarinda daha yiiksek bir tatmin diizeyine
ulastiklarin1 ortaya koymaktadir. Bu durum, bu bireylerin giivenli baglanma stillerini
benimseme egilimlerini desteklemektedir. Aydinlik kisilik 6zellikleri; merak, genis bakis
acisi, estetik zevk, sevgi, nezaket, igbirligi, affetme ve minnettarlik gibi degerlerle iligkilidir
ve bu 6zellikler, bireylerin psikolojik saglamliklarini olumlu yonde etkiler. Aydinlik kisilik
ozelligi tasiyan bireyler, genellikle yiiksek benlik saygisi, 6zgilinliikk ve giiclii bir kimlik
duygusuyla 6ne ¢ikmaktadir (Kaufman vd., 2019).

Aydinlik iiclii kisilik 6zelliklerinin “Oz-Belirleme Teorisi” (Self-Determination
Theory) ile agiklanabilecegi diisiiniilmektedir. Teori, kisiligin olusumu ve gelisimi,
psikolojik ihtiyaclar, bireysel hedefler ve gelecege yonelik beklentiler, sinerji ve canlilik gibi
dinamikler, bilingdis1 siiregler, kiiltiirel etkilesimler ve sosyal ¢evrenin bireysel motivasyon,
duygu, davranis ve refah iizerindeki etkilerini kapsamli bir sekilde ele almaktadir (Deci ve
Ryan, 2008). Bireylerin kisilik gelisimlerini ve davranis diizenlemelerindeki igsel
kaynaklarindaki degisim ile gelisim siireclerini inceleyerek, kisisel ve toplumsal diizeydeki
etkilerini daha derinlemesine anlamay1 amaglamaktadir (Ryan ve Deci, 2000). Bu baglamda
Oz-Belirleme Teorisi, aydinlik iiclii kisilik 6zelliklerinin nasil gelisebilecegini ve bireylerin

bu ozellikleri hem kisisel hem de toplumsal diizeyde nasil ifade edebilecegini agikliga
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kavusturabilir. Bu teori, bireylerin i¢sel kaynaklarindaki degisim ve gelisim ile toplumda

daha etik ve erdemli davranislar sergileme olasiligini artirabilir.
3. Arastirma Yontemi

Bu boliimde, arastirmanin amaci ve gerceklestirilen analizler detayli bir sekilde
aciklanmistir.

3.1. Arastirmanin Amaci

Bu arastirmanin amaci, bibliyometrik analiz yontemleriyle “light triad” kavramina
iligkin literatiirii kapsaml1 bir sekilde incelemek ve bu alandaki bilgi birikimini derleyerek
sistematik olarak analiz etmektir. Arastirma, mevcut ¢aligmalar1 degerlendirerek, gelecekte
yapilacak arastirmalara rehberlik edebilecek dnemli bulgular sunmay1 hedeflemektedir.

3.2. Arastirma Sorulari

- Yayin yillarina gore dagilimi nasildir?

- Disiplinlere gore dagilim1 nasildir?

- Belge tiirlerine gore dagilimi nasildir?

- Yazarlarin atif sayisina gore dagilimi nasildir?

- Ulkelerin atif sayisina gore dagilimi nasildir?

- Kurumlarin atif sayisina gére dagilimi nasildir?

- Dergilerim atif sayisina gore dagilimi nasildir?

- Yayinlarda kullanilan anahtar kelimelere gore dagilim nasildir?

- Eserlerin Bibliyografik eslesmelerine gore dagilimi nasildir?

- Yazarlarin Bibliyografik eslesmelerine gore dagilimi nasildir?

- Yazarlarin ortak atiflarina gére dagilimi nasildir?

3.3. Veri ve Analiz

Mevcut arastirma, 13.09.2024 tarihinde “light triad” anahtar kelimesiyle Web of
Science (WOS) veri tabaninda indekslenen igerikler kullanilarak gergeklestirilmistir. “7tim
alanlar” (All Field) se¢enegi ile yapilan aramada toplam 40 arastirmaya ulasilmis, ancak iki
calisma geri ¢ekildigi igin analizler 38 ¢alisma {izerinden yapilmistir. WOS, bibliyometrik
analizler ve diger arastirmalar i¢in giivenilir bir kaynaktir. Gelismis arama segenekleri ve
giiclii kontrol sistemleri sayesinde, farkli akademik disiplinlerden bir¢ok kaliteli calismaya
erisim imkan1 sunmaktadir (Dirik vd., 2023). Yazinda farkli bibliyometrik analiz araglar
kullanilmaktadir. Bu ¢aligmada VOSviewer programinin 1.6.20 versiyonu tercih edilmistir.

VOSviewer bilimsel yayinlar, dergiler, arastirmacilar, tilkeler ve anahtar kelimeler arasinda
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aglar olusturarak, bu 6geleri ortak yazarlik, atif ve bibliyografik eslestirme gibi baglantilarla
iliskilendirmektedir. Aglarin olusturulmasinda, WOS ve Scopus gibi veritabanlar1 ile RIS ve
EndNote gibi referans yoneticileri kullanilmaktadir. Elde edilen haritalar, ag, katman ve
yogunluk gorsellestirmeleriyle analiz edilirken, yakinlagtirma ve kaydirma islevleri,
haritalarin detayli kesfine imkan tanimaktadir (Van Eck ve Waltman, 2023, s. 3).

4. Bulgular

Bu baglik altinda, “light triad” konusundaki yayinlanmis c¢aligmalar yillar, belge
tiirleri ve disiplinler agisindan detayli bir sekilde incelenecektir. Ayrica yazarlar, dergiler,
tilkeler, kurumlar ve eserler arasindaki iligkiler, ortak alintilar ve anahtar kelimeler gibi farkli
basliklar altinda incelenecektir.

4.1. Yaywn Yillarina Gore Dagilimlart

Aydinlik {Giglii kavrami iizerine yapilan akademik g¢aligmalarin yillar igerisindeki
gelisimi Grafik 1°de gosterilmektedir. ilk olarak 2019 yilinda bu alanda 2 c¢alisma
yayimlanmistir. Sonraki yillarda, aydinlik {iglii konusuna olan ilgi artarak devam etmistir.
2020 yilinda 6 ¢aligma, 2021 yilinda 4 ¢alisma, 2022 yilinda 9 ¢alisma, 2023 yilinda 9

calisma ve 2024 yilinda ise 6 ¢alisma yayimlanmaistir.
Grafik 1.

Yayin Yillarina Gére Dagilimlart
6
B
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4.2. Disiplinlere Gore Durumlart

Aydinlik ti¢lii konusuna iliskin ¢aligmalarin disiplinlere gére dagilimi Tablo 1°de

sunulmaktadir. Incelenen disiplinler arasinda multidisipliner psikoloji, sosyal psikoloji,
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davranig bilimleri, iletisim, bilgisayar bilimi ve bilgi sistemleri, ¢cevre bilimleri, yonetim,
sinirbilim, deneysel psikoloji ve isletme gibi ¢esitli alanlar yer almaktadir. Bu disiplinler
arasinda, multidisipliner psikoloji 12 ¢alisma ile en fazla temsil edilen alan olarak one
cikmaktadir. Sosyal psikoloji ise 11 ¢aligsma ile ikinci sirada yer almaktadir. Diger disiplinler

ise her biri iki ¢alisma ile temsil edilmektedir.

Tablo 1

Disiplinlere Gore Dagilimlart

Disiplinler Dokiimanlar %

Multidisipliner Psikoloji 12 %29
Sosyal Psikoloji 11 %26
Davranis Bilimleri 2 %4
Tletisim 2 %4
Bilgisayar Bilimi Bilgi Sistemleri 2 %4
Cevre Bilimleri 2 %4
Y 6netim 2 %4
Sinirbilim 2 %4
Deneysel Psikoloji 2 %4
Isletme 2 %4

4.3. Belge tiirleri

Aydmlik ti¢lii lizerine yapilan ¢alismalarin belge tiirlerine gére dagilimi1 Tablo 2°de
gosterilmektedir. Sonuglara gore, toplamda 33 dergi makalesi ile birlikte 2 erken goriiniim
calismasi, 1 toplant1 6zeti ve 2 bildiri bulunmaktadir.

Tablo 2

Belge Tiirlerine gore Dagilimi

Belge Tiirleri Dokiimanlar
Makale 33
Erken Goriiniim Caligma 2
Toplant1 Ozeti 1
Bildiri 2

4.4. Yazarlarin Anf Analizi

Yazar atif analizi, en az 1 yayin ve en az 1 atif kriterine dayali olarak olusturulan bir
ag haritasiyla, birbirleriyle baglantili 119 birimi géstermektedir. Bu ¢alismada toplamda 57
kiime ve 317 baglanti belirlenmis, toplam baglanti giicii ise 320 olarak saptanmigtir. En fazla
atif alan yazarlar ise Hyde, Elizabeth (145 atif), Kaufman, Scott Bary (145 atif), Yaden,
David Bryce (145 atif) ve Sevi, Baris (35 atif) olarak siralanmaktadir. Yazarlarin atif

analizine gore dagilimlar1 Tablo 3’te sunulmaktadir.
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Tablo 3

Yazarlarin Atif Analizi
Yazarlar Dokiimanlar Atiflar
Hyde, Elizabeth 2 145
Kaufman Scott Bary 2 145
Yaden, David Bryce 2 145
Sevi, Baris 2 126
Neumann, Craig 2 35
Malik, Omer Farooq 2 22
Sakman, Ezgi 2 20
Shahzad, Asif 2 20
Urganci, Betul 2 20
Waheed, Aamer 2 20

45. Ulkelerin atif analizi

Analiz, 20 gdzlem birimi lizerinden gerceklestirilmis ve yayinlarin mensei iilkelerine
gore aldiklar1 atiflara dair bir ag haritas1 olusturulmustur. Bu ¢alismada, en az 1 eserin
yayimlandigi ve en az 1 atif aldig: lilkeler arasindaki iliskiler incelenmistir. Sonug olarak, 5
kiime, 44 baglant1 ve toplamda 53 baglanti giicii tespit edilmistir. En fazla atif alan tlkeler
ABD (199 atif), Polonya (35 atif) ve Iran (27 atif) olmustur. Toplam baglant1 giicii agisindan
bu iilkeler ilk {i¢te yer almaktadir. Eser sayis1 olarak ise siralama ABD (11 yayin), Polonya
(4 yaym) ve Iran (4 yaym) seklindedir. Ulkelerin at:f analizine gore dagilimlar1 Tablo 4’te

sunulmaktadir.

Tablo 4

Ulkelerin Yayin Sayisi Ve Anflart

Ulkeler Dokiimanlar Atiflar
ABD 11 199
Polonya 4 35
Iran 4 27
Kanada 3 19
Brezilya 2 18
Tiirkiye 2 14
Pakistan 2 9
Ispanya 2 8
Portekiz 2 7
Yunanistan 2 6

4.6. Kurumlarin Auf Analizi

Kurumlar arasi atiflara dayali olarak bir ag haritasi olusturulmus ve bu haritada en az
1 eserin yayinlandigi ve en az 1 atif aldig1 kurumlar arasindaki iligkiler incelenmistir. Analiz,
41 gozlem birimi kullanilarak gerceklestirilmistir. Toplamda 11 kiime, 101 baglant1 ve

toplam baglant1 giicii 102 tespit edilmistir. Bu kurumlar arasinda University of Hawai’i West
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Oahu (2 eser), University of Pennsylvania (2 eser) ve University of Connecticut (2 eser) yer
almakta olup, atif sayilar1 ise sirasiyla University of Hawai'i West Oahu (145 atif),
University of Pennsylvania (145 atif) ve University of Connecticut (35 atif) seklindedir.
Kurumlarin atif analizine gore dagilimlar1 Tablo 5’te goriilmektedir.

Tablo 5

Kurumlarin Yayin Sayisi ve Atiflart

Kurumlar Dokiimanlar Atiflar
University Hawai West Oahu 2 145
University Penn 2 145
University Connectcut 2 35
Universty North Texas 2 22
Bilkent Universty 1 20
Comesats Universty Islamabad 1 20
Cornell Universty 1 20
Columbia Universty 1 19
Universty Denver 1 19
Universty Belgrade 1 19

4.6. Dergilerin Auf Analizi

Dergi atif ag1 analizinde, 10 birimli bir agda 5 kiime, 15 baglant1 ve toplam 21
baglant1 giicli tespit edilmistir. En sik atif alan dergiler ise sirasiyla Personality and
Individual Differences (131 atif), Frontiers in Psychology (70 atif), Acta Psychologica (20
atif) ve Current Psychology (15 atif) olarak belirlenmistir.

Tablo 6

Dergilerin Atif Analizi
Kaynaklar Dékiimanlar Atiflar
Personality and Individual Difference 7 131
Frontierss in Psychology 5 70
Acta Psychology 2 20
Current Psychology 2 15
Brain and Behavior 2 15
Leadership &Organization Development 2 10
Current Issues in Personality Psychology 1 8
Journal of Social and Personality Relationship 1 7
Urban Science 1 7
BMC Psychology 1 5

4.7. Anahtar Sozciik Analizi

Analizde toplam 26 kiime ve 427 baglanti tespit edilmis olup, bu baglantilarin toplam
baglant1 giicli ise 480 olarak belirlenmistir. Toplam 1288 gdzlem birimi {lizerinde yapilan
analiz sonucunda, en gii¢lii light triad, dark triad, personality oldugu belirlenmistir. Aydinlik

ticlii le ilgili yayinlarda en sik kullanilan anahtar kelimeler incelendiginde, 28 kez light triad
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(aydinlik tiglii), 17 kez dark triad (karanlik ti¢lii kisilik 6zelligi), 9 kez personality (kisilik),
5 kez dark tetrad (karanhik dortlii ) ve 5 kez faith in humanity (insanliga inang/giiven)
ifadelerinin one c¢iktig1 goriilmektedir. Anahtar sozciiklere iliskin yapilan analizine gore

dagilimlar Sekil 1°de goriilmektedir.
Sekil 1
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4.8. Eserlerin Bibliyografik Eslesme Analizi

En az bir atif almis olma kriterine dayanan ve aralarinda baglant1 bulunan 29 eser
tizerinde yapilan analiz sonucunda, bibliyografik eslesme kavramiyla ilgili olarak 4 kiime,
360 baglant1 ve toplam 931 baglant1 giicii elde edilmistir. En fazla bibliyografik eslesmeye
sahip yayinlar arasinda 126 alint1 ile Kaufman (2019), 20 alint1 ile Sevi (2020), 20 alint1 ile
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Malik (2020) ve 19 alint1 ile Neumann (2020) yer almaktadir. Toplam baglant1 giiciiniin en
yiiksek oldugu eserler de aymi sekilde siralanmis olup, bu bilgiler Sekil 2’de

gosterilmektedir.
Sekil 2

Eserlerin Bibliyografik Eslesme Baglar
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4.9. Yazarlarin Bibliyografik Eslesme Analizi

En az 1 eser yaymlamis ve 1 atif almis olmak kriteri ile se¢ilen ve aralarinda baglanti
bulunan 113 birim ile yapilan analize gore 7 kiime, 5646 baglant1 ve 37450 toplam baglanti
giicii elde edilmistir. En fazla bibliyografik eslesme olan yazarlar 145 alint1 ile Bonfo-Araujo
Bruno (1857 baglanti giicii), 145 alint1 ile Gerymski, Rafal (1742 baglant1 giicii), 460 alint1
ile Hyde Elizabeth (1524 baglanti giicli) olmustur. Sekil 3’te goriilmektedir.
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4.10. Yazarlarin Ortak Aaf Analizi

Yapilan analiz sonucunda, ortak atif (co-citation) incelemeleri kapsaminda 89
birimlik bir yapi tespit edilmistir. Bu birimler arasinda toplamda 4 farkl kiime olugmus olup,
bu kiimeler arasinda 1570 baglanti bulunmaktadir. Bu baglantilarin toplam giicii 6049 olarak
kaydedilmistir. Ortak atif analizine gore, en fazla atif yapilan yazarlar arasinda Jonason,
Peter K. (49 atif), Paulhus, Delroy L. (37 atif) ve Kaufmann, Scott Barry (36 atif) 6ne
cikmaktadir.
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5. Sonuc¢ ve Tartisma

Aydinlik tglii kavrami, bireylerin kisilik yapilarinda olumlu duygularin ve
ozelliklerin 6nemini vurgulayan yenilik¢i bir ¢erceve sunmaktadir. Bu kavram, bireylerin
kendileri ve bagkalariyla kurduklar iligkilerdeki olumlu tutumlarn ve davranislari
giiclendirmeyi amaclamaktadir. Aydinhik tg¢lii, sadece bireysel gelisimi tesvik etmekle
kalmayip, ayn1 zamanda sosyal baglarin derinlesmesine de katki saglamaktadir. Boylece
toplumsal diizeyde daha yapici ve olumlu etkilesimlerin gerceklesmesine olanak
tanimaktadir. Bu baglamda, aydinlik ti¢liiniin, pozitif psikoloji alanindaki literatiirde daha
fazla yer almasi gerektigi ve bireylerin psikolojik saglamliklarini artirmak i¢in uygulamalara

entegre edilmesi gerektigi diisliniilmektedir.
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Arastirma sonuglarina gore, aydinlik ti¢lii kavrami ilk olarak 2019 yilinda iki ¢alisma
ile yazina kazandirilmistir. Takip eden yillarda, 2020°de 6, 2021°de 4, 2022°de 9, 2023°te 9
ve 2024 yilinda 6 ¢alisma yayimlanmistir. Kavram, 2020 yilinda 6 calisma ile incelenmis,
ardindan 2022 ve 2023 yillarinda benzer sekilde yiiksek bir ilgi gorerek 9 calismaya konu
olmustur. Bu artis egilimi, aydinlik ii¢lii kavraminin akademik literatiirde giderek daha fazla
ilgi gordiigiint ve arastirmacilar tarafindan 6nemsendigini gostermektedir. Genel olarak,
aydinlik ti¢lii kavraminin yazina yeni bir katki sundugu ve kavramin kesfedilmeye devam

ettigi soylenebilir.

Belge tiirlerine gore yapilan incelemede 33 dergi makalesi olmak {izere, 2 erken
goriiniim ¢aligmasi, 1 toplanti 6zeti ve 2 bildiri tespit edilmistir. Calismalarin biiyiik kisminin
dergi makalesi olarak yayimlanmasi, konunun akademik gevrelerce genis ilgi gérdiigiinii ve
Oonemli bir arasgtirma alani oldugunu disiindiirebilir. Erken goriinim calismalari ve
bildirilerin varlig1 ise konunun heniiz gelisim asamasinda oldugu ve gelecekte daha kapsamli

arastirmalara zemin hazirladig1 s6ylenebilir.

Disiplinler a¢isindan degerlendirildiginde, multidisipliner psikoloji 12 ¢alismayla en
fazla temsil edilen alan olarak 6ne ¢ikmaktadir. Sosyal psikoloji ise 11 ¢alismayla ikinci
sirada yer almaktadir. Diger disiplinler, davranig bilimleri, iletisim, bilgisayar bilimi ve bilgi
sistemleri gibi alanlar ise her biri iki calismayla temsil edilmektedir. Bu dagilim, aydinlik
ticliiniin en ¢ok psikoloji alaninda calisildigini ve diger disiplinlerde daha az arastirma
yapildigini isaret etmektedir. Multisipliner psikoloji ve sosyal psikoloji alanlarinda 6ne
cikmasi, kavramin psikolojik temellerinin ve diger disiplinlerle olan iliskilerinin

arastirmacilar tarafindan 6zellikle 6nemli bulundugunun bir gostergesi olabilir.

Yazarlarin atif kriterlerine gore, en fazla atif alan yazarlar arasinda Hyde, Elizabeth;
Kaufman, Scott Barry ve Yaden, David Bryce (her biri 145 atif) ile Sevi, Baris (35 atif) 6ne
¢ikmistir. Bu durum, s6z konusu yazarlarin ¢alismalarinin alanin gelisimine 6nemli katkilar
sagladigini ve diger aragtirmacilar tarafindan siklikla referans alindigini diisiindiirmektedir.
Ozellikle, yazarlar arasindaki yogun atif iliskileri, belirli arastirma konularinda giiglii bir

etkilesim ag1 ve bilgi paylasiminin varligin1 ortaya koymaktadir.

Ulkelerin atif sayisina gore yapilan analizde, ABD’nin 199 atif alarak en yiiksek atif
sayisina ulastig1r goriilmektedir. Bu durum, ABD’nin aydmnlik ii¢lii konusundaki
caligmalarda en yiiksek etkiye sahip oldugunu ve bu alandaki arastirmalarin biiyiik kisminin

burada gerceklestirildigini gostermektedir. Polonya 35 atif ile ikinci sirada yer almakta olup,
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fran ise 27 atif ile iiiincii siradadir. Eser sayis1 agisindan ise ABD, 11 yayin ile ne gikarken,
Polonya ve Iran her biri 4 yayn ile esit siralamada bulunmaktadir. Bu, ABD’nin hem atif
say1s1 hem de yayin sayisi agisindan en fazla katkiy1 sagladigini ve Polonya ile iran’in eser

sayisinda benzer bir performans sergiledigini ortaya koymaktadir.

Dergilere gore ve atif analizlerinde en sik atif yapilan dergiler su sekildedir:
Personality and Individual Differences (131), Frontiers in Psychology (70), Acta Psychology
(20) ve Current Psychology (15) olarak belirlenmistir. Bu bulgular, psikoloji ve kisilik
aragtirmalariin yogun olarak atif aldig1 dergilerin merkezi bir rol oynadigini ve yazina yon

verdigini gostermektedir.

Kurumlar aras1 atiflara dayali olarak olusturulan ag haritasinda, University of
Hawai’i West Oahu, University of Pennsylvania ve University of Connecticut, her biri iki
eserle temsil edilmektedir. Atif sayilar1 incelendiginde, University of Hawai’i West Oahu ve
University of Pennsylvania, 145’er atifla en yiiksek etkiye sahipken, University of
Connecticut 35 atifla daha diisiik bir etki diizeyine sahiptir. Bu bulgular, University of
Hawai’i West Oahu ve University of Pennsylvania’nin bu alandaki ¢aligmalarda en yiiksek
etkiyi yarattigini gostermektedir. Buna karsin, University of Connecticut’in daha az atif
almasi, etkisinin gorece sinirli oldugunu ortaya koymaktadir. Bu durum séz konusu
liniversitelerin aragtirma iiretkenligi ve etki diizeyleri agisindan farkliliklar tagidigini isaret

etmektedir.

Anahtar kelimelere dayali olarak olusturulan ag haritasi incelendiginde, “light triad”
(aydinlik ti¢lii) ifadesinin 28 kez, “dark triad" (karanlik ti¢lii) ifadesinin 17 kez, “personality”
(kisilik) ifadesinin 9 kez, “dark tetrad” (karanlik dortlii) ifadesinin 5 kez ve “faith in
humanity” (insanliga inan¢/giiven) ifadesinin 5 kez 6ne ¢iktig1 goriilmektedir. Bu bulgular,
“light triad” ve “dark triad” kavramlarinin kisilik arastirmalari baglaminda 6nemli bir etkiye
sahip olabilecegini ve bu kavramlarin anahtar kelime aginda merkezi bir rol
oynayabilecegini diislindiirmektedir. Ayrica, “faith in humanity” gibi kavramlarin yazinda
belirli 6l¢iide yer aldig1 ancak daha az 6ne ¢iktig1 goriilmektedir. Bu durum, s6z konusu
kavramlarin gelecekte daha fazla ilgi gorebilecegini ve arastirma alaninda daha fazla yer

bulabilecegini 6ngérmektedir.

Yazarlarin ortak atif analizi gore, en fazla atif yapilan yazarlar arasinda Jonason,
Peter K. (49 atif), Paulhus, Delroy L. (37 atif) ve Kaufmann, Scott Barry (36 atif) one
cikmaktadir. Bu bulgular, light triad kavraminin literatiirdeki gelisimi agisindan bu
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yazarlarin 6nemli katkilar sagladigin1 gostermektedir. Jonason, Paulhus ve Kaufmann’in
caligmalari, aydinlik ii¢liiniin psikolojik ve sosyal yonlerini derinlemesine incelemeleri
sayesinde, bu alanin akademik tartismalarinda belirleyici bir rol oynamaktadir. Bu yazarlarin

yiiksek atif sayilari, arastirmalarinin kalitesini ve etkisini de yansitmaktadir.

Eserlerin bibliyografik eslesme analizine gore, en fazla bibliyografik eslesmeye sahip
yayinlar arasinda Kaufman (2019) 126 alint1 ile 6ne ¢ikmaktadir. Diger yliksek alinti
sayilarina sahip eserler ise Sevi (2020) ve Malik (2020), her biri 20 alint1 ile siralanmaktadir.
Toplam baglant1 giiciinlin en yliksek oldugu eserler de Kaufman (2019) (126 alint1), Sevi
(2020) (20 alint1) ve Malik (2020) (20 alint1) olarak belirlenmistir. Bu bulgular, Kaufman
(2019) eserinin en yliksek etkiye sahip oldugunu ve Sevi (2020) ile Malik (2020) eserlerinin
de dnemli bir etkiye sahip oldugunu gdstermektedir. Bu sonuglar, arastirma literatiiriinde
Kaufman (2019) tarafindan sunulan bulgularin daha genis bir etki alanina sahip oldugunu,

diger iki eserin ise belirli bir diizeyde 6nemli katki sagladigini gostermektedir.

Yazarlarin bibliyografik eslesme analizine gore en fazla bibliyografik eslesme olan
yazarlar 145 alint1 ile Bonfo-Araujo Bruno (1857 baglant1 giicii), 145 alint1 ile Gerymski,
Rafal (1742 baglant1 giicii), 460 alint1 ile Hyde Elizabeth (1524 baglant1 giicii) olmustur. Bu
bulgular, Hyde Elizabeth'in alandaki yazina en yiiksek katkiy1 sagladigini ve genis bir etki
yarattigin1 gosterirken, Bonfo-Araujo Bruno ve Gerymski, Rafal'in de 6nemli bibliyografik
eslesmelere sahip oldugunu ancak daha diisiik baglant1 giicleriyle temsil edildigini ortaya
koymaktadir. Bu durum, s6z konusu yazarlarin alandaki katkilarinin degerli oldugunu, ancak

Hyde Elizabeth kadar genis bir etki alanina sahip olmadiklarini diistindtirmektedir.

Bu ¢alismanin bazi kisitlar1 bulunmaktadir. Calisma, belirli bir zaman dilimi esas
alinarak yapilmistir ve bu durum kavramin yalnizca bu zaman dilimiyle simirli kalmasina
neden olmustur. Bu kisit, hizla gelisen alanlarin dinamiklerini takip etmeyi zorlastirabilir ve
yeni yayimlanan ¢aligmalarin géz ardi edilmesine yol agabilir. Calismada yalnizca Web of
Science (WoS) veritabaninda “/ight triad” anahtar kelimesiyle tarama yapilmasi, ¢aligmanin
kapsamini sinirlandiran  bir  kisit olarak degerlendirilebilir. Bu yaklagim, diger
veritabanlarinda (6rn.; Scopus, PubMed, Google Scholar gibi) yer alan ve ayn1 konuyla ilgili
olabilecek yaymlarin disarida birakilmasina neden olmustur. Ayrica, “light triad”
kavraminin es anlamlilar1 veya farkli terimlerle ifade edilen ¢alismalarin dahil edilmemesi,
konuyla ilgili daha genis bir perspektifin elde edilmesini engelleyebilir. Bu calismada

yalnizca VOSviewer bibliyometrik haritalama programina odaklanilmis ve analizler bu
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yazilim aracilifiyla gerceklestirilmistir. Diger bibliyometrik araglar (6rn.; Biblioshiny,

BibExcel, SciMat, Pajek, Citespace gibi) bu ¢alismanin kapsami disinda birakilmistir.

Arastirma sonuglart dogrultusunda, aydinlik fti¢lii kavramina iligkin yapilan
caligmalarin ¢ogunlukla multidisipliner psikoloji ve sosyal psikoloji alanlarinda yogunlastigi
gozlemlenmistir. Bu nedenle, diger disiplinlerde de daha fazla arastirma yapilmasinin
faydali olacagi disiiniilmektedir. Ayrica, “light triad” ve “dark triad” gibi anahtar
kelimelerin yaygin olarak kullanildigi, ancak “faith in humanity” ve benzeri kavramlarin
daha az yer aldig1 goriilmiistiir. Bu eksikligi gidermek i¢in, bu kavramlara yonelik daha fazla
odaklanilmali ve farkli kiiltiirlerde test edilmelidir. Tiirkiye’deki aragtirmalarin sinirli kaldig
ve yerel baglamda daha fazla ¢aligma yapilmasinin gerektigi de belirlenmistir. Gelecekte,
dergi makalelerinin yani sira kitap boliimleri ve meta-analizler gibi farkli yayin tiirleri de
kullanilmali, boylece kavramin akademik yayillimi artirilmalidir. Ayrica gelecek
arastirmalarda, bibliyometrik analizlerin yani sira meta-analiz gibi g¢esitli analiz
yontemlerinin entegre edildigi ¢alismalarin yapilmasi tavsiye edilebilir. Bu 6neriler, aydinlik
tcli kisilik o6zelliklerinin hem teorik hem de pratik anlamda daha iyi anlasilmasini

saglayabilir ve bu alanda yapilacak arastirmalarin yoniinii belirlemede rehberlik edebilir.
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Arastirma Makalesi/Research Article

Kisi Is Uyumu (Person-Job Fit) Ol¢cegi’nin Tiirkceye Uyarlanmas:’

Meral KIZRAK? Gamze GUNER KiBAROGLU?®

0z

Bu calisma, Saks ve Ashforth (1997) tarafindan gelistirilen Kisi-Is Uyumu Olgegi 'nin Tiirkce 've uyarlanmasin
ve bu baglamda ol¢egin psikometrik ozelliklerinin incelenmesini amaglamaktadir. Kisi-is uyumu, bireyin bilgi,
beceri ve yeteneklerinin igin gereksinimleriyle ne ol¢iide ortiistiigiinii degerlendiren; is performansi, ig tatmini,
orgiitsel baghlik ve ¢alisan refahi gibi olumlu is yasami ¢iktilariyla iliskilendirilen kritik bir kavramdir. Bu
kapsamda édlgegin Tiirkge 'ye uyarlanmasi, Tiirkiye baglaminda kavramin giivenilir ve gegerli bir sekilde
ol¢iilmesine katki saglayarak, akademik ¢calismalar icin onemli bir ara¢ sunmayr hedeflemektedir. Calismanin
uyarlama siirecinde, dil ve kiiltiirel farkliliklar dikkate alinarak ¢eviri-geri ¢eviri yontemi uygulanmus, Tiirk
kiiltiiriine uygunlugun saglanmasi igin uzman gértisleri alinarak kapsam gecerliligi degerlendirilmistir.
Psikometrik analizler sonucunda dlgegin Tiirkge versiyonunun hem gegerli hem de giivenilir bir dl¢tim aract
oldugu dogrulanmistir. Calisma kapsaminda ayrica, olgiit bagimlhiligi analizleri ile cinsiyet gruplart
arasindaki olgiim esdegerliligi analizleri gergeklestirilmistir. Uyarlama, Tiirkiye 'de kisi-is uyumu konusundaki
aragtirmalarin  yayginlasmasina ve bu kavramin daha derinlemesine anlasiimasina dnemli bir katki
sunmaktadir. Ayni zamanda, insan kaynaklart yonetimi, orgiitsel davranis ve psikoloji gibi alanlarda ¢alisan
arastirmacilar ve uygulayicilar igin giivenilir bir élgiim aract saglamaktadir.

Anahtar Kelimeler: Kisi-Is Uyumu Olgegi, Kisi-Cevre Uyumu Kurami, Olgek Uyarlama.

Adaptation of the Person-Job Fit Scale into Turkish

Abstract

This study aims to adapt the Person-Job Fit Scale, developed by Saks and Ashforth (1997), into Turkish and
examine its psychometric properties. Person-job fit is a key concept that evaluates how well an individual’s
knowledge, skills, and abilities align with job requirements. It is linked to positive work outcomes, including
job performance, satisfaction, organizational commitment, and employee well-being. Adapting the scale into
Turkish aims to offer a reliable and valid tool for assessing this concept in Turkey, contributing to research in
the field. The adaptation process followed a rigorous methodology, including translation and back-translation,
to address linguistic and cultural differences. Expert reviews were conducted to assess content validity and
ensure the scale’s suitability for the Turkish context. Psychometric analyses confirmed that the Turkish version
is both valid and reliable. The study also incorporated criterion-related validity analyses and measurement
invariance testing between male and female groups. This adaptation provides a significant contribution to the
study of person-job fit in Tirkiye, promoting a deeper understanding of the concept and encouraging further
research. Moreover, it offers a reliable measurement tool for researchers and practitioners in fields such as
human resource management, organizational behavior, and psychology.

Keywords: Person-Job Fit, Person-Environment Fit Theory, Scale Adaptation
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1. Giris

Ihtiyaclarn ve beklentilerin siirekli degismesi nedeniyle, ¢alisanlarin &rgiitsel
hedeflere katkilar1 ile Orgiitlerin ihtiyag duydugu is davranmislar1 arasinda iyi bir uyum
saglamanin karmagsik bir hale geldigi goriilmektedir (Brkich vd., 2002). Dolayisiyla,
calisanlarin bilgi, beceri ve yetkinlikleri ile isin gereklilikleri arasindaki uyumun dogru bir
sekilde degerlendirilmesi, giiniimiiziin dinamik is ortaminda hem ¢alisanlarin is tatmini ve
performansini artirmak hem de orgiitlerin stratejik hedeflerine ulagmasini desteklemek adina
insan kaynaklar1 yonetimi ve orgiitsel davranig alanlarinda kritik bir dncelik haline gelmistir
(Rajper vd., 2020; Warr ve Inceoglu, 2012). Ozellikle, calisanlarin yeteneklerinin isin
talepleriyle Ortlismesi ve isin sagladigi kaynaklarin ¢alisanlarin ihtiyaglarini karsilamasi hem

bireysel hem de orgiitsel diizeyde siirdiiriilebilir bir basar1 i¢in temel teskil etmektedir.

Bu baglamda, kisi-is uyumunun artirilmasi, sadece bireysel is performansini degil,
ayni zamanda Orgiitsel verimliligi ve ¢alisan bagliligin1 da dogrudan etkileyen stratejik bir
unsur olarak degerlendirilmektedir (Beier vd., 2020; Milliman vd., 2017). Bu ¢ercevede
calisanlarin yeteneklerinin isin talepleriyle uyumlu hale gelmesi, onlarin motivasyonlarini
artirarak, performanslarini ve genel ig tatminlerini dnemli 6l¢iide iyilestirmektedir. Kisi-ig
uyumu, ¢alisanlarin isyerindeki rollerine daha fazla anlam yiiklemelerini ve boylece orgiitsel
hedeflere ulagsmada daha istekli ve verimli olmalarini saglamaktadir (Kristof-Brown vd.,
2005). Bunun yani sira, isin sagladigr kaynaklarin ¢alisanlarin ihtiyaclarini karsilamasi,
calisanlarin orgiite olan bagliliklarini giiclendirir ve isten ayrilma oranlarin1 azaltmaktadir.
Gicli bir kigi-is uyumu, ¢alisanlarin sadece performansini degil, ayn1 zamanda is tatmini ve
orgiitsel bagliliklarini da olumlu yonde etkilemektedir. Bu durum da uzun vadede orgiit i¢in

rekabet avantaj1 yaratmaktadir.

Kisi-is uyumu, bireyin yetenekleri ile isin taleplerinin veya bireyin ihtiyaglari ile isin
sunduklarinin ortiigmesi olarak tanimlanmakta ve bu uyumun, ¢alisanlarin duygusal, bilissel
ve davranigsal ¢iktilar1 {izerinde dogrudan etkili oldugu belirtilmektedir (Carless, 2005;
Cable ve Edwards, 2004). Kisi-is uyumu, ¢alisanlarin islerine olan bagliliklarini artirarak, is
tatminlerini ve motivasyonlarim1 gii¢lendirir. Bu uyum, ayn1 zamanda calisanlarin
igyerindeki stresle basa c¢ikma becerilerini ve is performanslarini iyilestirir. Kisi-is
uyumunun, ¢alisanlarin orgiite olan duygusal bagliliklarini pekistirdigi, bilissel olarak daha
etkin kararlar almalarmi sagladigi ve davranigsal diizeyde daha yiiksek performans

sergilemelerine katkida bulundugu belirtilmisti (De Beer vd., 2016). Bu nedenle, kisi-is
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uyumunun saglanmasi, ¢alisanlarin is yerinde daha verimli ve mutlu olmalarini saglayarak,
orglitlerin genel basarisinm1 ve siirdiiriilebilirligini dogrudan etkileyen bir faktor haline

gelmektedir.

Bu dogrultuda, ulusal yazinda kisi-is uyumu kavramina olan ilgi son yillarda giderek
artmaktadir. Ancak, yabanci dilde gelistirilmis kisi-is uyumu 6l¢eklerinin ulusal yazindaki
kullanimi, ¢ogunlukla olgeklerin yalmizca dil gegerliligi ve temel diizeyde yapilan
giivenilirlik ve gecerlilik analizleriyle sinirli kalmaktadir. Bu durum, 6lg¢eklerin daha ileri
diizey psikometrik 6zelliklerinin yeterince ele alinmadigint gostermektedir. Dolayisiyla bu
smirhilik, kisi-is uyumu Ol¢im araglarinin ulusal baglamda bilimsel bir standart haline
gelmesini ve uluslararasi literatiirle uyumlu bir sekilde kullanilmasini engellemektedir.
Ayrica bu siirlilik, kisi-is uyumu arastirmalarinda 6nemli bir yazin boslugu yaratmakta ve
daha kapsamli, metodolojik agidan giiglii bir dlgek uyarlama yaklagimina olan ihtiyaci
giindeme getirmektedir. Diger bir deyisle, yabanci dilde gelistirilmis kisi-is uyumu
Olceklerinin ulusal yazindaki sinirliliklari, s6z konusu oOlceklerin daha ileri diizeyde
psikometrik 6zelliklerinin, 6rnegin dogrulayici faktor yapilarinin daha ayrintili test edilmesi,
Ol¢iim esdegerligi analizleri, zaman igindeki gilivenilirliginin degerlendirilmesi ve farkli alt
gruplar arasinda gecerliliginin incelenmesi gibi kritik unsurlarin yeterince ele alinmadigini
ortaya koymaktadir. Ozellikle, kisi-is uyumu gibi hem bireysel hem de &rgiitsel ¢iktilar igin
onemli bir kavramin Ol¢iilmesinde bu tiir derinlemesine analizlerin eksikligi, ulusal
baglamda kullanilan O6lgiim araglarmin  bilimsel bir standart haline gelmesini
giiclestirmektedir. Bu durum, ayn1 zamanda, uluslararasi yazindaki bulgularla kiyaslanabilir
sonuclar elde edilmesini ve Tiirk¢e 6lceklerin daha genis bir dl¢lim gegerliligi kazanmasini
da engellemektedir. Bu eksiklikler, kisi-is uyumu alaninda 6nemli bir yazin boslugu
yaratmakta ve daha kapsamli, metodolojik agidan giiclii bir 6lgek uyarlama yaklagimina
duyulan ihtiyact agik¢a gozler oniine sermektedir. Tiirkiye’nin is glicii piyasasinin kendine
0zgli dinamiklerini, sektorel farkliliklarmi ve kiltiirel 6zelliklerini dikkate alarak
gelistirilecek veya uyarlanacak daha ayrintili 61¢iim araglari, bu yazin boslugunu doldurmak
agisindan kritik bir rol oynamaktadir. Ornegin, Tiirkiye’deki ekonomik dalgalanmalar,
bolgesel istihdam farkliliklar ve is giiciiniin egitim seviyesindeki ¢esitlilikleri, kisi-is uyumu
kavramin1 diger iilkelerdeki uygulamalardan farkli sekillerde etkileyebilmektedir. Bu
baglamda, mevcut Ol¢eklerin yalnizca temel gegerlilik-giivenilirlik analizleriyle sinirh
kalmasi, bu dinamiklerin yeterince temsil edilmesini engellemekte ve daha 6zgiin 6l¢iim

yaklagimlarina olan ihtiyacini artirmaktadir.
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Bu 06l¢ek uyarlama calismasinin amaci, Saks ve Ashforth (1997) tarafindan
gelistirilen kisi-is uyumu 6l¢eginin, gida iiretimi ve hizmet sektorlerinde faaliyet gdsteren
calisanlardan olusan farkli 6rneklem grubu iizerinde gecerlilik ve giivenilirlik analizlerini
gerceklestirmektir. Bu ¢alismada, 6lgegin psikometrik 6zellikleri daha kapsamli bir sekilde
incelenerek, farkl sektdrlerdeki uyumu ve gegerliligi degerlendirilmistir. Ozellikle, dlgegin
cesitli sektorlerdeki calisanlar i¢in ne derece uygun ve uygulanabilir oldugunu goérmek,
sektorler arasi farkliliklarin belirlenmesine yardimci olacaktir. Ayrica, kisi-is uyumu
algisinin demografik faktorler (cinsiyet) gibi degiskenlerle olan iliskisi incelenerek bu
alanda Tiirkiye’ye 6zgli onemli katkilar sunulmasi hedeflenmektedir. Calismanin bu yonii,
ulusal yazindaki bosluklar1 doldurmak ve sektorel farkliliklarin kisi-is uyumu algisindaki
etkilerini ortaya koymak adma biiyiikk onem tasimaktadir. Boylelikle, bu calisma,
Tiirkiye’deki insan kaynaklar1 yonetimi, orgiitsel davranis ve psikoloji alanlarinda kisi-ig
uyumu tizerine yapilan arastirmalar i¢in daha giivenilir ve gecerli sonuglar liretecek

metodolojik bir zemin olusturmay1 amaglamaktadir.
2. Kavramsal Cerceve
2.1. Kisi Is Upumu Kavrami

Kisi-is uyumu kavrami, kuramsal temellerini kisi-cevre uyumu kuramindan
almaktadir. Kisi-¢evre uyumu kurami, Van Vianen’in (2018) agikladig1 gibi birey ve cevre
arasindaki iligkinin insan davranisin1 nasil etkiledigini agiklayan ii¢ temel ilkeye
dayanmaktadir: (a) kisinin bireysel Ozellikleri ve c¢evrenin oOzelliklerinin birlikte
incelenmesiyle, davranislarin tahmin edilmesinde bu unsurlarin tek basina incelenmesinden
daha iy1 sonugclar aliabilir, (b) kisinin beklentileri, ihtiyaclar1 ya da dncelikleri ile ¢evresel
kosullar (6rnegin, is ortaminin sunduklari, sosyal destek veya organizasyon kiiltiirii) ne kadar
ortlisiirse, kisinin performansi, tatmini ya da iyi olus diizeyi o kadar artar, (c) uyumsuzluk
kisinin beklentilerinin ¢evrenin sunduklarindan daha yiiksek olmasi ya da tam tersine
¢evrenin sunduklarinin kisinin beklentilerinden fazla olmasi fark etmez; onemli olan,
uyumsuzlugun varligidir. Bu kurama gore kisi-gevre uyumsuzlugu algilandiginda olumsuz
psikolojik, fizyolojik ve davranigsal sorunlar ortaya c¢ikabilmektedir (Edwards ve Van
Harrison, 1993).

Kisi-cevre kuraminin 6ne siirdiigii temel varsayimlar, kisi-is uyumu kavraminin
anlasilmasinda da 6nemli bir rol oynamaktadir. Orgiit, bireyin iginde bulundugu énemli bir

cevresel unsur olarak ele alinarak, “kisi-is uyumu bireyin bilgi, beceri ve yetenekleri ile isin
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gereksinimleri veya bireyin ihtiyaclari/istekleri ile isin sunduklari arasindaki uyum olarak
kavramsallastirilmaktadir” (Carless, 2005, s.412). Cable ve Edwards (2004)’1n tamamlayici
uyum-destekleyici uyum modeline gore kisi-is uyumu, kuramsal yonden ihtiyag¢larin
kargilanmas1 ve deger uyumunu olarak iki temel perspektif {izerine insa edilmistir:
Ihtiyaglarin karsilanmasi, bir bireyin ya da &rgiitiin sahip oldugu 6zelliklerin, diger tarafin
ihtiyaclarin1 veya beklentilerini karsiladigi bir uyumu isaret ettigi gibi, degerler benzerligi
temelinde de taraflarin uyumlu olmasini kapsamaktadir. Dolayisiyla, kisi-is uyumu olarak
isletimsellestirilen bu kavram, bireyler ve is ortami arasinda karsilikli gerekliliklerin
karsilanmasi ve neyin Onemli olduguna dair beklentilerin taraflar arasindaki uyumu
konusunda bireyde olusan algiy1 ifade etmektedir. Bu uyum, bireylerin islerini daha verimli
ve tatmin edici bir sekilde gergeklestirmelerine olanak tanirken, ayni zamanda is ortamindaki
performanslarin1 da etkileyebilmektedir. Bu ger¢evede Kisi-is uyumu, sadece bireysel
basarty1 degil, ayn1 zamanda orgiitsel basariyr da dogrudan etkileyen bir faktor olarak
goriilebilir. Kisi-is uyumu saglandiginda, calisanlar kendilerine uygun gorevlerde yer alarak
yeteneklerini gelistirme firsati bulabilirler. Bu durum ayni zamanda is siireclerinde zaman
ve emek kaybini dnleyerek hem bireysel hem de orgiitsel diizeyde performansin artmasina
katkida bulunabilir (Sekiguchi, 2004). Bu ¢ercevede, Kisi-is uyumu (person-job fit) ve kisi-
orgiit uyumu (person-organization fit) arasinda 6nemli farkliliklar bulunmaktadir. Kisi-is
uyumu, bireyin ihtiyaclari, istekleri ve degerleri ile yaptigi isin sundugu firsatlar ve
kaynaklar arasindaki uyuma vurgu yaparken, kisi-Orgiit uyumu, bireyin Orgiit iklimine,
degerlerine, ddiillendirme sistemine veya iletisim yontemlerine ne derece uyum sagladigina
odaklanmaktadir (Sekiguchi, 2004). Ayrica, Kisi-6rgiit uyumu, daha ¢ok uzun vadeli baglilik
ve aidiyet duygusunu desteklemekle smirli bir rol oynayabilir (Carless, 2005; Kristof-
Brown, 2000). Ancak, bir ¢alisanin is gereklilikleriyle uyum saglayamamasi durumunda,
orgiitle uyumu bulunsa dahi performansi diisiik kalabilir. Bu nedenle, ise alim siireglerinde
ve insan kaynaklar1 uygulamalarinda kisi-is uyumuna 6ncelik verilmesi, hem calisanlarin
bireysel basarisini artirmak hem de orgiitsel hedeflere ulagmak agisindan daha stratejik bir

yaklasim sunabilmektedir.
2.2. Tliskili Degiskenler

Kisi-ig uyumu 6zellikle orgiitsel davranis, insan kaynaklari yonetimi ve psikoloji
odakli caligmalarda bir¢cok kavramla iliskilendirilmektedir. Kisilik 6zelliklerinden, duygusal
denge (Ehrhart, 2006) ve diger bes-faktor kisilik 6zelliklerinin (Ehrhart ve Makransky, 2007)
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bireyin kisi-is uyumu algisiyla iligkili oldugunu raporlamaktadir. Ayrica is bigimlendirme
davraniglar1 arttiginda, kisi-is uyumu algisinin da olumlu yonde gelistigi ifade edilmektedir
(Tims vd., 2016; Koksal ve Senel, 2022). Kisi-is uyumu ayrica stratejik insan kaynaklari
yonetimi (Boon vd., 2011), orgiitsel kiiltiir (O'Reilly 11, vd., 1991; Suryanarayana, 2023),
orgiitsel 6zdeslesme ve psikolojik giivenlik (Liu vd., 2021) gibi baglama 6zgii degiskenler

ile de iliskilendirilmistir.

Kisi-is uyumu iiretkenlige yol acabilecek degiskenlerle de olumlu yonde iliskilidir.
Iyi olus hali ve gérev performansini yiikselttigi (Lin vd., 2014) ve psikolojik sermaye, drgiit-
temelli 6z saygi, is tatmini, motivasyon ve orgiitsel bagliligi arttirdigi (Nur Iplik vd., 2011;
Tong vd., 2015; Kim vd., 2020) bildirilmektedir. Ayrica, ¢calisanlarin ise baglilik diizeylerini
artirarak yenilik¢i davranislarini olumlu yonde etkilemektedir ve bu iliski, kariyer baglilig
yiikksek oldugunda daha da giiclenmektedir (Huang vd., 2019). Bunun yan1 sira, kisi-is
uyumunun bireyin yalnizca is performansi ve is yasamiyla sinirli kalmayip, is disindaki

yasam alanlarini da olumlu etkiledigini gézlenmektedir (Cirpan vd., 2019)

Kisi-is uyumunun olumsuz yonde iliskide oldugu degiskenler incelendiginde
uluslararasi yazinda arastirmacilarin, tiikenmislik, is baskisit (Zeng ve Hu, 2024), isten
ayrilma niyeti (Saufi vd., 2020; Abdalla vd., 2018), orgiitsel stress (Nur Iplik vd., 2011)
duygusal tiikkenmislik, yetersizlik hissi ve sinizm (Tong vd., 2015) degiskenleri tizerinde
duruldugu gozlemlenmistir. Ulusal yazin ¢aligmalarda ise (Aslan, 2021; Polatct ve Aydin,
2022) kisi-is uyumu algisinin azalmasiyla ortaya ¢ikabilecek olumsuz ¢iktilara isaret eden
uluslararas1 yazini destekler niteliktedir.Bunlara ilave olarak yas faktoriiniin kisi-is
uyumunun c¢alisan c¢iktilart tizerindeki etkisinde diizenleyici bir rol oynayabilecegi de
belirtilmektedir. Ornegin Kim, Schuh ve Cai’nin (2020) ¢alismasi, geng ¢alisanlarin kisi-is
uyumundaki artis ya da azalisa yasli calisanlardan daha giiclii tepkiler verdigini ortaya
konulmustur. Kisi-is uyumu alg1 farkliliklar1 cinsiyet faktoriinden de etkilenmektedir.
Ornegin is yerindeki iliskiler ve aidiyet duygusu gibi sosyal unsurlar kadinlar igin kisi-is

uyumu algisinda daha 6nemli bir yere sahip oldugu bildirilmistir (Venkatesh vd., 2017).
2.3. Bugiine Kadar Yapilan Nicel Calismalar

Kisi-is uyumu algisinin dl¢iimiinde yazinda ¢ogunlukla nicel aragtirma desenlerinin
tercih edildigi goriilmektedir. Kullanilan 6l¢iim araglarinda da genellikle sinirli bir ¢esitlilik
oldugu dikkat cekmektedir. Bu araglardan, Brkich, Jeffs ve Carless (2002) tarafindan
gelistirilen Kigi-Is Uyumu Olgegi, dokuz maddeden olusan ve tek boyutlu bir 6lgektir. Olgek,

58



M. KIZRAK & G. GUNER KiBAROGLU

ters ifadeler de icermektedir ve gilivenirlik katsayis1 0.92 olarak hesaplanmistir. Tiirkiye’de
bu olgek, ilk olarak Kerse (2018) tarafindan Tiirk¢eye cevrilmis ve 5°1i Likert tipi
kullanilarak uyarlanmistir. Calismada, 6lgegin tek boyutlu oldugu belirlenmis ve Cronbach
alpha giivenirlik katsayis1 0.91 olarak hesaplanmistir. Benzer bir sekilde, Kogak (2020) da
Olcegi Tirkceye cevirmis ve giivenirlik katsayisini 0.88 olarak bulmustur. Daha yakin
tarihlerde, Pamuk ve Marsap (2023) tarafindan yapilan ¢eviri ¢alismasinda da 6lgegin tek
boyutlu yapisi dogrulanmistir. Uganok (2008), 6l¢egin Tiirkce gevirisi yapmis ve giivenirlik
katsayisin1 0.92 olarak raporlamistir. Koksal ve Senel (2022) ise Uganok (2008) ve Kerse
(2018) tarafindan yapilan ¢evirilerden faydalanarak kendi ¢alismasinda dl¢egi kullanmis ve

calisma verisi kapsaminda 6l¢egin Cronbach alpha degeri 0.89 olarak hesaplanmistir.

Netemeyer, Boles, McKee ve McMurrian (1997) tarafindan gelistirilen Kisi-is uyumu
olcegi dort maddeden olusan ve tek boyutlu bir dlgektir. Olgegin orijinal calismasinda
giivenirlik katsayis1 Cronbach alpha ile 0.88 olarak hesaplanmistir. Ulusal yazinda, Turung
ve Celik (2012) bu 6lgegin ¢eviri ¢alismasini yapmis ve giivenirlik katsayisini 0.81 olarak
hesaplamistir. Daha sonraki ¢alismalarda, Cindiloglu Demirer (2019) ve Polatci, Sobaci ve
Kaban (2020), Turung ve Celik (2012) tarafindan ¢evrilmis maddeleri kullanilmistir. Polatci
ve Aydin (2022) ise 0lgegin Tiirk¢eye ¢evrilmis formunu kullanarak gilivenirlik katsayisini

0.73 olarak raporlamistir.

Kapsamli ve giivenilir olarak kabul edilen bir baska 6l¢ek de Cable ve DeRue (2002),
caligmalarinda kisi-is uyumunu 6lgmek i¢in liger maddeli iki alt boyut yapisindan olusan bir
Olgek gelistirmistir. Algilanan ihtiyaclar-saglanan destekler uyumu (Perceived needs—
supplies fit) boyutu, bireyin is ortamindaki ihtiyaglarinin igveren tarafindan karsilanma
diizeyini algilamasin1 6lgmektedir. Calismada, bu boyut i¢in giivenirlik katsayisi tek bir
firmadan toplanan verilerle 0.89, farkli firmalardan elde edilen verilerle ise 0.93 olarak
hesaplanmustir. Algilanan gereksinimler-yetenekler uyumu (Perceived demands—abilities fit)
boyutu ise, bireyin sahip oldugu yetenek ve becerilerin isin gereklilikleriyle ne derece
uyumlu oldugunu algilamasini degerlendirmektedir. Giivenirlik katsayisi tek firmadan
alinan verilerde 0.89, farkli firmalardan alinan verilerde ise 0.84 olarak belirlenmistir. Lu
vd., (2014), Boon vd., (2011), Chen vd., (2014) ve Kooij vd., (2017), s6z konusu 2 boyutlu
Ol¢egi calismalarinda kullanmistir. Ulusal yazinda ise bu 6l¢egin Tiirkce ¢evirisi Behram ve
Din¢ (2014) ve Vargiin ve Biiylikyilmaz (2019) ve Dogan’in (2024) aragtirmalarinda
yapilmustir.
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Bagka bir dl¢ek gelistirme ¢alismasi ise Lauver ve Kristof-Brown (2001) tarafindan
gerceklestirilmistir. Olgek tek boyut ve 5 maddeden olusmaktadir ve giivenirlik katsayisi
orijinal ¢alismada 0.79 olarak hesaplanmistir. Bu 6l¢egin gegerleme calismalari, Goetz ve
Wald (2022) ve Farzaneh vd., (2014) gibi yazarlarin aragtirmalarinda yapilmistir. Bu 6lgegin
Tiirkgeye ¢evrilmis formu da Aliogullar (2023) tarafindan yapilmis ve dlgegin giivenirlik
katsayisi olarak 0.91 degeri elde edilmistir.

Erme ve Alparslan (2023) tarafindan yiiriitiilen ¢alismada, kadin akademisyenlerin is
yasamlarindaki deneyimlerini 6lgmek amaciyla Kadin Akademisyenlerin Calisma Yasami
Kalitesi Olcegi gelistirilmistir. Olgegin gelistirilmesi sirasinda, Kisi-Is Uyumu bir alt boyut
olarak tanimlanmustir. U¢ maddeyi bu alt boyut, calisma yasamu kalitesindeki toplam
varyansin %4,71’ini agiklamaktadir. Olgegin kapsami, kadin akademisyenlerin calisma
hayatindaki kaliteyi belirlemeye yonelik bir perspektif sunmaktadir. Bu baglamda, kisi-is
Uyumu boyutu, bireyin mesleki uyumunu ve is ortamindaki tatminini anlamaya yonelik

Oonemli bir bilesen olarak degerlendirilmistir.

Saks ve Ashforth (1997) tarafindan Uyum Algis: (Perception of fit) 6l¢eginin alt
boyutu olarak kesfedilen kisi-is uyumu degiskeni, Tiirkiye’de ¢eviri ¢aligmast ise Kula
(2022) tarafindan yapilmistir. Kula (2022), spor kuliiplerindeki 206 profesyonel yoneticiden

veri toplamis ve 6l¢egin giivenirlik katsayisini 0.89 olarak bulmustur.

Saks ve Ashforth’un (1997) 4 maddeli ve tek boyutlu kisi-is uyumu 6lgegi, kavrami
derinlemesine ele alan, is bilgisi kaynaklari, bireyin isine uygunluk algis1 ve is sonuglari
arasindaki iliskileri inceleyen giiclii bir kuramsal cerceveye sahiptir. Olcegin orijinal
calismasinda, kisi-is uyumu kavramini 6l¢mek i¢in yiiksek giivenirlik (Cronbach alpha .89)
ve gecerlik sonuglar1 yazarlar tarafindan rapor edilmistir. Saks ve Ashforth ¢caligmalarinda
ayni bireylerden belirli araliklarla veri toplamis ve bu sekilde, bir kisi-is uyumunun zaman
igerisindeki degisimleri, egilimleri ve neden-sonug iligkilerini degerlendirmistir. Ayrica
Saks ve Ashforth (1997) o6lgegi, yayimlandigr derginin (Personnel Psychology), odak
alanmin insan kaynaklar1 yonetimi ve Orglitsel davranig olmast metodolojik giicii ve
boylamsal tasarimi nedeniyle diger 6lgeklere kiyasla daha genis kapsamli ve giivenilir bir
arac olarak one ¢ikmaktadir. Bu 6lgek, 6zellikle uluslararasi yazinda orgiitsel davranis, insan
kaynaklari, turizm yonetimi, psikoloji ¢calismalarinda siklikla kullanilmis; farkli sektorlerde
gorev yapan calisanlar {izerinde gegerliligi kanitlanmistir (Carless, 2005; Ehrhart, 2006;
Peng ve Mao, 2015; Tong vd., 2015; Cai vd., 2018; Saleem vd., 2021; Goetz ve Wald, 2022;
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Lopes vd., 2022; Shin vd., 2024). Bu durum, 6l¢egin Tiirk kiiltlirine uyarlanmasi1 durumunda
farkl1 baglamlarda kullanilabilirligini  destekleyen 6nemli bir avantaj olarak
degerlendirilmektedir. Ayrica, 6l¢egin kisa ve tek boyutlu olmasi, dort maddesinin de agik
ve anlagilir bir yapiya sahip olmasi ve ters maddeler igermemesi goz Oniine alindiginda veri
toplama agisindan kolaylik saglayabilecegi diisiiniilmektedir. Bunlara ilave olarak, ulusal
calismalarin, uluslararasi yazin ile uyum saglayabilecegi kiiltiirlerarasi karsilastirmalarda

kullanilmasina imkan taniyabilecegi da degerlendirilmektedir.
3. Yontem

Bu caligma, etik kurallara tam uyum saglanarak yiiriitiilmiistiir. Arastirma siirecinde
Baskent Universitesi Sosyal ve Beseri Bilimler ve Sanat Alan Arastirma Kurulu/Sosyal ve
Beseri Bilimler Bilimsel Arastirma ve Yayin Etigi Kurulu’ndan E-62310886-605-410895
numarali etik kurul onay1 alinmis ve siire¢ bu onaya uygun sekilde gergeklestirilmistir. Veri
toplama asamasinda katilimcilar, arastirmanin amaci hakkinda bilgilendirilmis ve goniillii
olarak katilim saglamislarina olanak taninmistir. Veriler anonim olarak toplanmis ve elde
edilen tiim bilgiler gizlilik ilkelerine uygun olarak degerlendirilmistir. Etik kurallar
cercevesinde, katilimcilarin mahremiyetine saygi gosterilmis ve kisisel veriler yalnizca
arastirma amaglar1 dogrultusunda kullanilmistir. Ayrica, katilimcilara aragtirma sirasinda
herhangi bir zarar verilmeyecegi ve katilimlarinin tamamen gonillii oldugu agikca ifade

edilmistir.
3.1. Orneklem

Arastirma, kisi-is uyumu kavramimi derinlemesine incelemek amaciyla
gerceklestirilmistir. Veri toplama siireci, iki farkli zaman diliminde, iki asamali olarak
yirlitilmistir. Calismanin her iki asamasinda, yiiz yiize ve ¢evrimigi yontemlerle
uygulanmak iizere gelistirilen anketler kullanilmig; katilimcilar, kamu ve 6zel sektor
calisanlarindan olusan bir grup arasindan secilmistir. Katilimcilar, goniilliiliilk esasina
dayanarak ve verilerin gizliligi ile paylasilmamasi prensiplerine onay vererek calismaya

dahil edilmistir. Arastirma siirecinde kolayda 6rnekleme yontemi tercih edilmistir.

[k asamada, gida iiretimi yapan firmalardan toplam 311 katilimciya ulasilmustir.
Ancak eksik veya hatali doldurulan anketler nedeniyle analiz i¢in gegerli 6rneklem 236
katilimeiyla sl kalmustir.  Ilk  asama katilmcilarmin  demografik  ozellikleri

incelendiginde, %49 unun erkek oldugu ve %51 inin kamu sektdriinde ¢alistigi gériilmiistiir.
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Cogunlugu tiniversite mezunu olan bu katilimcilarin evli olduklar1 ve en az 5 yildir ayni
isyerinde calistiklar1 belirlenmistir. Ikinci Asamada hizmet sektdriinde faaliyet gdsteren
firmalardan toplam 336 katilimciya ulasilmistir. Ancak eksik veya hatali doldurulan anketler
nedeniyle analiz igin gecerli drneklem 260 katilimciyla smirli kalmistir. Ikinci asama
katilimcilarinin - demografik ozelliklerine bakildiginda, %52’sinin erkek oldugu ve
%49 unun kamu sektoriinde galistig1 tespit edilmistir. Cogunlugu yine iiniversite mezunu

olan bu katilimcilarin evli olduklar1 ve en az 3 yildir ayni isyerinde ¢alistiklar1 saptanmaistir.
3.2. Olgegin Ceviri Calismast

Aragtirma kapsaminda, kisi-is uyumu 6lgeginin Tiirk¢eye uyarlanmasi stireci, dilsel
ve kiiltiirel farkliliklarin g6z oOniinde bulunduruldugu dikkatli bir ¢eviri prosediiriiyle
gerceklestirilmistir. Ingilizce olan orijinal Kisi-is uyumu &lgegi icin Saks ve Ashforth (1997)
ile iletisime gec¢ilmis, 6l¢ekte yer alan tim maddeler tizerinde detayl: tartismalar yapilmis ve
gerekli agiklamalar eklenmistir. Kiiltiirel uygunlugu saglamak amaciyla, orijinal ifadeler
Tiirk¢eye anlamlarina en yakin sekilde ¢evrilmis, her bir ifadenin Tiirk kiiltiiriine uygunlugu
dogrulanmistir. Cevirinin dogrulugu ve gecerliligi konusundaki tartigmalar sonucunda,
kiiltiirel esdegerlik saglanmis ve Olcegin Tiirkge wuyarlamasinin uygun oldugu

degerlendirilmistir.

Ceviri siirecinde, Brislin, Lonner ve Thordike (1973) tarafindan Onerilen geviri
yontemine uygun olarak sistematik bir siire¢ izlenmistir. ilk asamada, 6lcegin orijinal formu,
Ingilizce dil yetkinligine sahip iki uzmana iletilmis ve Tiirkgeye gevrilmesi saglanmigtir. Bu
ceviriler, alan uzmanlar1 tarafindan degerlendirilerek literatiir ve baglam agisindan
uygunluklar1 incelenmistir. Bu asamada, anlam kaymalarinin olup olmadig: ve terimlerin
dogru sekilde kullanilip kullanilmadig1 detayli olarak analiz edilmistir. Tiirk¢e form, daha
sonra, orijinal Ingilizce metne geri ¢evrilmek iizere iki Ingilizce dil yetkinligine sahip baska
uzmanlara iletilmistir. Uzmanlar, geri cevirilen Ingilizce metni orijinal metinle
karsilastirarak, anlam biitiinliigliniin korunup korunmadigini1 degerlendirmistir. Bu inceleme
sonucunda, Tiirk¢e cevirilerin orijinal metnin anlamini dogru bir sekilde yansittigir ve
herhangi bir kiiltiirel anlam kaymasmin olmadigi belirlenmistir. Ceviri siirecinin son
asamasinda, alaninda deneyimli bir uzman, Tiirk¢e uyarlamanin anlasilirligini ve uygulama
acisindan uygunlugunu degerlendirmistir. Uzman, 6l¢egin her bir maddesinin dilsel ve
kiiltiirel acidan anlasilir oldugunu ve Tiirkge versiyonun gecerli bir 6l¢iim aract olarak

kullanilabilecegini onaylamistir. Titizlikle yiiriitiilen bu ¢eviri siireci, 6lgegin Tiirkge
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versiyonunun giivenilir ve gegerli bir 6l¢lim aract olmasini saglamistir. Bu uyarlama, kisi-is
uyumu konusundaki ampirik arastirmalarin daha dogru ve giivenilir bir sekilde yapilmasina

katkida bulunacaktir.
3.3. Olcgiim Araclart

Kisi-Is Uyumu Olgegi: Saks ve Ashforth (1997) tarafindan gelistirilen Kisi-is uyumu
Olgegi, bireylerin bilgi, beceri ve yeteneklerinin isin gereksinimleriyle ne 6lgiide uyumlu
oldugunu degerlendirmeyi amaclamaktadir katilimcilarin kisi-is uyumu algilari, 5'li Likert
yapi ile dl¢iilmiistiir. Olgekten alinan yiiksek puanlar, bireyin is gereksinimleriyle uyumunun
yiiksek oldugunu; diisiik puanlar ise uyum diizeyinin diisiik oldugunu gostermektedir. Bu
Olclim, bireyin yetkinlikleri ile isin gereksinimleri arasindaki uyumun, is performansi, is
tatmini ve Orglitsel baglilik gibi is yasamina iligskin sonuglarla baglantilarini incelemek igin

kullanilmaktadir.

Psikolojik Iyi Olus (Well-being) Olgegi: Psikolojik iyi olus diizeylerini 6lgmek icin
Diener ve arkadaglar1 (2009) tarafindan gelistirilen, Telef (2013) tarafindan Tiirkgeye
uyarlanmus tek faktorlii ve 8 maddelik Psikolojik Iyi Olus (Well-being) Olgegi kullanilmistir.
Bu olgek, bireylerin yasamlarini anlamli, amagli ve olumlu bir sekilde degerlendirme
derecelerini 6lgmektedir. Calismada, psikolojik iyi olus 6l¢egi, uyarlama siirecinde Olgiit
bagimli gecerlilik kapsaminda degerlendirilmistir. Olgegin, Kisi-Is Uyumu Olgegi ile
birlikte kullaniminda korelasyon analizi yapilmis ve ayrisma gecerliligi test edilmistir. Bu
analizler, Kisi-Is Uyumu Olgegi'nin psikolojik iyi olus degiskenin yapilariyla olan benzerlik
ve farkliliklarimi ortaya koyarak, olgegin psikometrik o6zelliklerinin kapsamli bir sekilde

degerlendirilmesine katki saglamaktadir..
3.4. Istatistiksel Yontem

Arastirmada, farkli bir kiltiirde gelistirilen bir Olgegin Tiirkceye uyarlanmasi
hedeflendigi icin ¢eviri ve geri g¢eviri slireci titizlikle yiirtitiilmiistiir. Bu siirecte, 6zellikle
teorik ¢ercevede gelistirilen ifadelerin dogru g¢evrilmesine ve teorik temele uygunlugunun
korunmasina biiyiik 6zen gdsterilmistir. Olgegin gevirisi sirasinda Brislin ve arkadaslarinin
(1973) dnerdigi ¢eviri yontemi izlenmis ve bu sayede hem dilsel hem de kiiltiirel esdegerlik
saglanmistir. Ceviri slirecine dair detayli sonuclar, gelecekteki c¢alismalara referans

olusturmak amaciyla ekte sunulmustur.
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Olgegin psikometrik 6zelliklerini incelemek igin oncelikle gegerlilik analizleri
gerceklestirilmistir. Bu kapsamda, yapisal gecerlilik ve olgiit bagimhi gegerlilik test
edilmistir. Yapisal gecerlilik, kismi en kiiciik kareler (PLS) yontemiyle ve agiklanan
varyanslarin test edilmesiyle saglanmistir. Bu analizler, Smart PLS 4 programi kullanilarak
gerceklestirilmistir. Ayrica, Olgegin ic¢ tutarlilifi Cronbach’s Alpha katsayis1 ile
degerlendirilmis ve giivenilirlik analizi yapilmistir. Yiiksek Cronbach’s Alpha degeri,
Olcegin giivenilir bir 6l¢iim araci oldugunu gostermistir. Ayrisma gecerliligi, 6lgegin farkl
kavramlarla iliskisini degerlendirmek amaciyla korelasyon katsayist kullanilarak test
edilmistir. Bu analizler IBM SPSS programu ile yapilmistir. Ayrisma gecerliligi sonuglari,

Olcegin diger yapilarla olan iligkilerinin uygun oldugunu gostermistir.

Son olarak, oOlcegin demografik faktorlere (6rnegin, cinsiyet) gore farklilasip
farklilasmadigin1 degerlendirmek amaciyla dogrulanan faktor yapisinin 6l¢iim esdegerliligi
(measurement invariance) test edilmistir. Bu analiz, IBM AMOS 29 programi kullanilarak
gerceklestirilmis ve 6lgegin demografik degiskenler karsisinda esdegerligi dogrulanmistir.
Bu kapsamli psikometrik analizler, ol¢cegin Tiirk¢e versiyonunun hem gecerli hem de
giivenilir bir dl¢glim araci oldugunu ortaya koymus ve aragtirma ve uygulama alanlarina

uygunlugunu desteklemistir.
4. Bulgular
4.1. Aciklayic Istatistikler

Olgek maddelerinin ortalama, standart sapma, carpiklik ve basiklik degerleri, her iki
veri asamasinda elde edilen sonuglarla birlikte Tablo 1'de yer almaktadir. Birinci ¢alisma
(n=236) ve ikinci ¢alisma (n=260) veri analizi sonuglarina, katilimcilarin genel olarak tiim
maddelerden ortalamanin iizerinde puanlar aldiklar1 gozlemlenmistir. Bu durum,
katilimcilarin =~ kisi-is uyumu siireglerine farkli davramiglarla katki sagladiklarini
gostermektedir. Carpiklik ve basiklik degerleri incelendiginde, ilk calismada 1. ve 4.
maddelerin basiklik degerlerinin kabul edilebilir sinirlarin (£1.96) disinda oldugu ve bu
maddelerin normal dagilimdan sapma gosterdigi tespit edilmistir. Ancak, ikinci ¢caligmada
bu maddelerle ilgili herhangi bir sorun gozlemlenmemistir. Bu farkin, veri toplama
kosullarindaki  degisikliklerden veya katilimcilarin  yanit verme egilimlerindeki
farkliliklardan kaynaklanabilecegi ve yine de kabul edilebilir seviyelerde oldugu

degerlendirilmistir.
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Tablo 1

Olgeginin Madde Istatistikleri

n=236 | n=260
Ort. SS Carp. Bas. Ort. SS Carp. Bas.
Madde 1 4.23 .611 -1.968 1.214 4.54 511 -1.314 1.811
Madde 2 4.20 .592 -1.412 1311 4.68 .502 -1.517 1.215
Madde 3 4.29 .607 -1.418 1.618 4.70 401 -1.418 1.715
Madde 4 4.68 491 -1.962 1.215 4.54 512 -1.312 1.817

* Ort.: Ortalama, SS: Standart Sapma, Carp: Carpiklik Degeri, Bas: Basiklik Degeri

4.2. Olgegin Gegerlilik ve Giivenirlik Bulgulart

Olgegin gecerliligi, kapsaml1 bir sekilde yapr gecerliligi ve eszamanli gegerlilik
analizleriyle degerlendirilmistir. Yap1 gegerliligi agisindan, 6l¢egin agiklanan varyans yapisi
her iki veri seti (n = 236 ve n = 260) i¢in ayr1 ayr1 analiz edilmistir. Bu siirecte, dlgegin tek
boyutlu yapisinin uyumu ve psikometrik 6zellikleri detayli bir sekilde incelenmistir (Hair
vd., 2006; Hair vd., 2017). Ayrica, 6lgegin birlesme ve ayrisma gegerliligi, Smart PLS 4
programi kullanilarak test edilmistir. Bu testlerde, Fornell ve Larcker (1981) tarafindan
belirlenen kriterler ve Henseler, Ringle ve Sarstedt’in (2015) ayrisma gegerliligi olgiitleri

esas alinmstir.

Analizler sonucunda, dlgek maddelerinin faktor yiiklerinin %40’tan yiiksek oldugu
ve aciklanan ortalama varyans (AVE) degerlerinin %50 ve iizeri oldugu goriilmiistiir. Bu,
6l¢egin maddelerinin yeterli diizeyde ortak varyansa sahip oldugunu gostermektedir. Ayrica,
birlesik giivenilirlik (CR) degerlerinin %70’in iizerinde, ¢oklu baglant1 katsayilarinin (VIF)
5’in altinda ve veri tutarliligi katsayisinin (rho_A) %70’ten biiylik oldugu belirlenmistir
(Hair vd., 2017). Model uyum istatistikleri agisindan yapilan degerlendirmeye gore, iyi
uyum degeri (SRMR) 0.08’in altinda bulunmus, model uyum degerleri (d-ULS ve d-G) ise
modelin tahmin edilen ve gozlemlenen korelasyon katsayilar: arasindaki farkin istatistiksel
olarak anlamli olmadigini (p>0.05) gbstermistir. Ayrica, normlu uyum indeksi (NFI) %90°1n
tizerinde tespit edilmistir (Hair vd., 2006; Hair vd., 2017; Yildiz, 2020).

Tablo 2

Olciim Modeli Sonuclar
Model  FYK CA CR AVE VIF rho A SRMR _ d-ULS  dG NFI
n=236  486- 619 874 771 524 24 812 078 (1r343%-05) 2;5133).05) 951
n=260  511-685 874 789 573 Lo 8% 072 1312 1.105 968

* FYK: Faktdr Yiikii Aralifi, CA: Cronbach Alfa, CR: Birlesik giivenirlilik, AVE: A¢iklanan ortalama varyans degeri, VIF: Coklu
baglanti katsayisi, tho_A:Veri tutarlilhigi kat sayisi , SRMR: lyi uyum degeri, d-ULS ve, d-G: Model iyi uyum degeri, NF:Normlu uyum
indeksi.
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4.3. Ol¢cegin Birlesme ve Olgiit Bagimli Gegerliligi

Kisi-Is Uyumu Olgegi’nin Tiirkgeye uyarlanmasiyla ilgili ¢alismada elde edilen
birlesme gecerliligi ve Olcilit bagimli gecerlilik bulgular, Tablo 3’te detayli bir sekilde
sunulmustur. Bu tablo, iki farkli 6rneklem (n=236 ve n=260) iizerinden, Kisi-Is Uyumu ile
Psikolojik Iyi Olus degiskenleri arasindaki iliskileri ve Slcegin psikometrik 6zelliklerini

inceleyen analiz sonuglarini igermektedir.

Birlesme gecerliligi acisindan yapilan degerlendirmelerde, Kisi-Is Uyumu Olgegi
icin hesaplanan AVE karekokii degerleri n=236 6rnekleminde 0.723, n=260 6rnekleminde
ise 0.756 olarak bulunmustur. Bu degerler, 0.50’nin {izerinde olmasi1 gereken kriteri
karsilayarak olcegin yiiksek diizeyde birlesme gegerliligine sahip oldugunu gostermektedir.
Bu durum, 6l¢egin 6lgmekte oldugu kavrami dogru ve tutarh bir sekilde yansittigini ortaya
koyarken, ayn1 zamanda giivenilirlik ve yap1 gegerliligi agisindan giiclii bir temel sundugunu
da gostermektedir. Tabloda ayrica, Kisi-Is Uyumu ile Psikolojik Iyi Olus arasindaki
korelasyon degerlerine yer verilmistir. Bu ¢er¢evede n=236 6rneklemi i¢in bu deger 0.433,
n=260 6rneklemi i¢in ise 0.511 olarak hesaplanmistir. Her iki 6rneklemde de bu iki degisken
arasinda pozitif ve anlamli bir ilisgki bulunmustur. Bu kapsamda p<0.01 diizeyinde

anlamlilik, bu iligkinin gii¢li ve glivenilir oldugunu desteklemektedir.

Olgiit bagimhi gegerlilik baglaminda yapilan analizler, Kisi-Is Uyumu Olgegi ile
Psikolojik Iyi Olus Olgegi arasinda anlamli bir iliski oldugunu ortaya koymustur. Bu durum,
her iki Olgegin benzer yapilarla uyumlu oldugunu ve birbirini destekleyen sonuglar
sundugunu gostermektedir. Boylelikle, Kisi-Is Uyumu Olgegi’nin gegerliligi bir kez daha
dogrulanmustir. Sonug olarak, Kisi-Is Uyumu Olgegi’nin Tiirkgeye uyarlanmas: siirecinde
elde edilen bulgular, 6lgegin hem giivenilir hem de gegerli bir ara¢ oldugunu ortaya
koymaktadir. Bu ¢alisma, 6l¢egin Tiirkiye’deki ¢alisanlar i¢in uygulanabilirligini artirmakta

ve kiiltiirel uyum acisindan da gegerliligini gliglendirmektedir.

Tablo 3

Kisi-Is Uyumu Olgegi’'nin I¢ Tutarlilik ve Olgiit Bagimli Gegerlilik Sonuglar:

.. n=236 n=260
Degiskenler ) @ ) @
Kisi-Is Uyumu (0.723) (.756)

Psikolojik Iyi Olus 433** (0.788) S11** (.791)

*p<.05, ¥**p<.01, Parantez i¢inde yazilmis olan degerler AVE’nin karekok degerlerini gostermektedir.
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4.4. Olgiim Esdegerliligi

Bu calismada, Kisi-Is Uyumu Olgegi’nin kadin ve erkek gruplar arasinda 6l¢iim
esdegerliligini degerlendirmek i¢in ¢coklu-grup dogrulayici faktor analizi uygulanmistir. Bu
analiz, yalnizca ortalama skorlarin karsilastirilmasina degil, ayn1 zamanda modeldeki tiim
istatistiksel hesaplamalarin gruplar aras1 farkliliklarini incelemeye dayanmaktadir. Ilk
olarak, dogrulayici faktor analiziyle olusturulan 6l¢ek yapisi, kadin ve erkek gruplarinda ayri
ayr1 test edilmistir. Daha sonra, her iki gruba ait ortak modelin faktor yiikleri, 6l¢iim sabitleri,
varyans ve kovaryanslar ile hata terimleri acisindan tutarliligi incelenmistir. Modeller
arasindaki farkliliklart belirlemek i¢in ki-kare fark testi yapilmig ve bu farkin anlamsiz olup
olmadig1 (p>0.05) degerlendirilmistir. Bunun yani sira, uyum indeksleri farklarinin Chen’in
(2007) belirttigi kriterlere uygun olup olmadigina (ARMSEA<0.015, ATLI<0.010)
bakilmistir. Tablo 4’te yer alan sonuglar, kadin ve erkek gruplar1 arasinda Ol¢iim
esdegerliligini saglamaya yonelik kapsamli analizlerin bulgularini igermektedir. Bu yontem,
Olcegin her iki grup icin de tutarh bir sekilde isleyip islemedigini belirlemis ve modelin

gecerlilik ile glivenilirlik diizeyini ortaya koymustur.

Bu metodoloji dogrultusunda, ilk olarak kadin ve erkek gruplari tizerinde dogrulanan
yapisal model test edilmis, tiim istatistikler serbest birakilarak diger modellerle
karsilastirilacak referans temel model (Model 1) olusturulmustur. Tablo 4 incelendiginde,
referans modelin uyum degerlerinin kabul edilen smirlarin biraz altinda kaldig:
gozlemlenmistir. Bu durum iizerine, programin onerileri dogrultusunda, 1. soru ("Bilgi,
beceri ve yeteneklerin, yaptigin isin kosullarina ne derece uygun?") ve 4. soru ("Yaptigin is,
yapmak istedigin seylere ne derece imkan sagliyor?") arasindaki hata varyanslari
iligkilendirilmistir. Bu diizenlemeler, arastirma siirecinde kisit olarak degerlendirilmistir.
Yapilan diizenlemeler sonrasinda elde edilen sonuclar, diizenlenmis modelin iyi bir uyum
sagladigin1 ortaya koymus ve devam eden tiim analizlerde bu model (Model 2) referans

model olarak kabul edilmistir..

Ilk asamada, modeldeki tiim faktor yiikleri kisitlanmis (Model 3) ve elde edilen
sonuglar Model 2 ile karsilastirilarak degerlendirilmistir. Bu analiz sonucunda, Model 3'iin
Model 2'den anlamli bi¢cimde farkli oldugu (p<0.01) belirlenmistir. Bu durum iizerine, en
fazla farklilik yaratan faktor yilikiinden baglanarak belirli faktor yiikleri serbest birakilmis ve
model her seferinde tekrar test edilmistir. Bu islem, modelde farkin ortadan kalktig1 asamaya

kadar siirdiirilmiistiir. Sonug olarak, 2. ve 3. sorularin faktor yiikleri serbest birakilmistir.
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Bu diizenleme sonrasinda elde edilen degerler su sekildedir: 2. soru i¢in Kadin=0.11, p<0.01
ve Erkek=0.28, p<0.01; 3. soru i¢in Kadin=0.42, p<0.01 ve Erkek=0.64, p<0.01. Bu
diizenlemelerin ardindan, Model 2 ile Model 3 arasinda anlamli bir fark olmadigi

belirlenmistir (p=0.211, ARMSEA=0.001, ATLI=0.005).

Bu c¢alismada, elde edilen modele ek olarak 6l¢lim sabitleri kisitlanmis ve bu sekilde
Model 4 olusturulmustur. Ik asamada, Model 4 ile Model 3 arasinda anlamli bir fark oldugu
tespit edilmistir. Ancak, 3 numarali 6l¢lim sabitinin serbest birakilmasinin ardindan (3 i¢in
Kadin=2.316, SS=0.052; Erkek=3.112, SS=0.81), Model 3 ile Model 4 arasinda anlamli bir
fark olmadig1 gorillmiistir (p=0.089, ARMSEA=0.001, ATLI=0.003). Sonraki adimda,
Model 4’e varyans ve kovaryans kisitlamalar1 eklenerek Model 5 olusturulmustur. Model 5
ile Model 4 arasinda yapilan karsilastirma sonuglari, iki modelin farklilik gdstermedigini
ortaya koymustur (p=0.811, ARMSEA=0.003, ATLI=0.007). Son olarak, Model 5’¢ hata
varyanslar1 kisitlanmis ve Model 6 elde edilmistir. Yapilan analizler, Model 6 ile 6nceki
model arasinda istatistiksel bir farklilik olmadigin1 géstermistir (p=0.214, ARMSEA=0.003,
ATLI=0.005). Bu bulgular, Kisi-Is Uyumu Olgegi’nin dort sorusu baglaminda kadmn ve
erkek gruplari arasinda bazi istatistiksel farkliliklar bulundugunu, ancak Olgegin diger

sorularina iligkin istatistiklerde anlamli bir farklilik olmadigini ortaya koymaktadir.

Tablo 4.
Grup Karsilastirmasi (n = 496, Nggain= 246, Nerkek= 250)

Model Kikare(y) Sd y¥sd p CFl TLI RMSEA ATLI ARMSEA

Model 1 615.03 281 1315 000 .91 .95 084 - -

Model 2 609.15 234 1289 000 .92 .93 043 - -

Model 3 633.52 314 1512 000 .86 .90 062  (005)  (.001)
(13.72) (11) (211)

Model 4 624.32 309 1416  .000 .89 .92 058  (003)  (.001)
(12.09) (10) (.289)

Model 5 622.10 398 1.408 .000 .87 .91 053 (007)  (.003)
(1.69) 9) (271)

Model 6 667.09 381 1714 000 85 .85 078  (005)  (.003)
(18.51) (18) (.318)

*Parantez i¢indeki degerler serbest birakilan degerler sonrasinda ilgili model ile karsilagtirma istatistiklerini gdstermektedir. CFl =
Comparative Fit Index (Karsilagtirmali uyum indeksi), TLI = Tucker Lewis Index (Tucker Lewis indeksi), RMSEA = Root Mean Square
Error of Approximation (tahmin hatasinin ortalama karakdokii)

5. Sonu¢ ve Tartisma

Bu arastirma, Kisi-Is Uyumu (P-J Fit) kavrammin Tiirkgeye uyarlanmasi ve
psikometrik analizlerinin yapilmas: agisindan énemli bir adimdir. Iki farkli sektdrlerden elde
edilen veri setiyle gergeklestirilen bu calismadan bulgular, Kisi-Is Uyumu Olgegi’nin
Tiirkceye uyarlanmasi siirecinde gecerlilik ve gilivenilirlik acisindan giiglii kanitlar

sunmaktadir. I¢ tutarhilik ve &lgiit bagimli gecerlilik analizleri, her iki veri seti iizerinden
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yapilan testlerle saglam bir sekilde dogrulanmistir. i¢ tutarlilik analizlerinin sonuglari,
Olcegin giivenilir oldugunu ve her iki Orneklemde de tutarli Olgiimler sagladigini
gostermektedir. Ayrica, kisi-is uyumu ile psikolojik iyi olus arasindaki iliskiyi 6l¢mede
kullanilan 6lgegin gecerliligi, yapilan korelasyon analizleri ile desteklenmistir. Kisi-ig
uyumu ile Psikolojik iyi olus arasindaki pozitif iliski, 6lgegin teorik yapisini ve islevselligini

dogrulamaktadir.

Arastirma bulgulari, daha genis kuramsal ¢ergevelerle baglanti kurulmasina olanak
tanimaktadir ve oOzellikle Kisi-Cevre Uyumu kuramina 1sik tutmaktadir. Bu kuram,
bireylerin psikolojik iyi olusunun yalnizca isin kendisiyle degil, ayn1 zamanda orgiitsel
kiiltiir, degerler ve calisma kosullar1 gibi is ¢evresiyle olan uyumlarma bagli oldugunu
savunmaktadir. Aragtirmada, kisi-is uyumu kisi-cevre uyumu gercevesinde ele alinmis ve
bireylerin ¢evreleriyle uyum saglamalarin1  desteklemek amaciyla is tasariminda
gerceklestirilen diizenlemelerin, psikolojik iyi olus ve is sonuglari tizerinde 6nemli bir etkisi
oldugu vurgulanmistir. Bu baglamda, c¢aligma kisi-is uyumunun, kisi-gevre uyumu
modelinin temel bilesenlerinden biri oldugunu ortaya koymakla birlikte, bu modelin kisi-
orgiit uyumu, kisi-yonetici uyumu ve kisi-takim uyumu gibi diger bilesenlerini de igerdigine

dikkat cekmektedir.

Arastirmanin bulgulari, akademik alanda da énemli bir katki sunmaktadir. Kisi-is
uyumu ve is bigimlendirme iizerine yapilan bu ¢alisma, Tiirkge'ye uyarlanmis gecerli bir
Olctim aracinin kullanilabilirligini ortaya koymustur. Gelecek ¢alismalarda, bu 6l¢egin farkli
sektorlerden ve cesitli demografik 6zelliklere sahip genis 6rneklemlerle test edilmesi, kisi-
is uyumu {lzerine daha kapsamli ve derinlemesine bilgiler elde edilmesine olanak
taniyacaktir. Ayrica, bu arastirmalarin farkli kiiltiirel baglamlarda gergeklestirilmesi, is
uyumunun kiiltiire 6zgii dinamiklerinin daha iyi anlasilmasina yardimci olabilir. Bununla
birlikte, arastirmacilar, bu 6l¢iim aracimi kullanarak orgiitlerde kis-is uyumunun, is tatmini,
verimlilik ve ¢aliganlarin psikolojik iyi olusu tizerindeki etkilerini daha ayrintili bir sekilde
inceleyebilirler. Bu tiir caligmalar, is yerindeki bireysel uyum diizeylerinin, c¢alisanlarin
genel psikolojik ve fiziksel saglig ile orgiitsel hedeflere ulagma siirecindeki roliinii daha net
bir sekilde ortaya koyarak, insan kaynaklar1 yonetimi ve orgiitsel davranis yazinina degerli
katkilar saglayabilir. Ayrica, bu tiir arastirmalar, is ortamindaki farkli degiskenlerin
calisanlarin genel deneyimlerine etkisini analiz ederek, gelecekteki is tasarimlari ve stratejik

uygulamalara yon verebilir. Bunlara ilave olarak kisi-Is uyumu ile kisi-cevre uyumu kurami
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arasinda baglanti kurarak, bu arastirma, bireylerin is g¢evreleriyle olan dinamik
etkilesimlerinin anlasilmasinin 6nemini vurgulamaktadir. Gelecekteki arastirmalar, bu
uyumun ¢esitli boyutlarimi (6rnegin, kisi-orgiit, kisi-takim, kisi-yonetici uyumu) inceleyerek

calisanlarin 1yi olus diizeyleri ve orgiit verimliligi tizerindeki etkilerini arastirabilir.

Bu arastirma Ozellikle insan kaynaklar1 alanindaki profesyoneller i¢in de onemli
cikarimlar sunmaktadir. Calisanlarin is uyumunu artirmaya yonelik stratejiler gelistirme
noktasinda bu 6l¢egin insan kaynaklar1 uygulamalarinda kullanimui, etkili bir arag olarak one
cikmaktadir. Is giiciiniin taleplerini daha etkin bir sekilde yonetebilmek ve is kaynaklarini
artirabilmek, i3 bi¢imlendirme davraniglarinin  dogru uygulanmasi ile miimkiin
olabilmektedir. Bu siire¢, sadece ¢alisanlarin verimliligini artirmakla kalmaz, ayn1 zamanda
stirdiiriilebilir yenilik¢iligi destekleyerek calisan bagliligint pekistirme agisindan kritik bir
rol istlenebilmektedir. Calisanlarin is taleplerine uygun is tanimlart ve Orgiitsel
diizenlemeler saglamak, kurumlarin verimliligini artirirken rekabet giliciinii  de
gliclendirebilir. Bunlara ilave olarak, ¢alisanlarin beceri ve yetkinlikleri ile is talepleri
arasindaki uyumu gii¢lendirmek, isyerindeki motivasyon, is tatmini ve genel performansi
artirabilir. Ozellikle cinsiyet farkliliklarini dikkate alarak, calisanlarin bireysel ihtiyaclarina
yonelik daha esnek is yapilart gelistirilmesi gerektigi konusunda Onemli ipuglari
sunabilmektedir. Bu baglamda, is yapisinin sekillendirilmesinde, her bireyin kendine 6zgii
ithtiyaclar1 ve potansiyeli g6z 6niinde bulundurularak daha adil, kapsayici ve etkili ¢oztimler
iretmek miimkiin olabilir. Bu cergevede bu arastirmanin bulgulari, daha genis bir
perspektifte is niteliklerinin dogru sekilde bi¢imlendirilmesinin c¢alisanlarin  kisisel

gelisimlerine ve orgiitsel hedeflere nasil daha fazla katki saglayabilecegini gostermektedir.

Sonug olarak bu arastirma, Kisi-Is Uyumu Olgegi nin Tiirkge versiyonunun giivenilir
ve gegerli oldugunu kanitlayarak, is ve ¢alisan iligkisini daha iyi anlamak ve insan kaynaklari
uygulamalarini gelistirmek i¢in yerli yazina 6nemli bir 6l¢lim araci sunmustur. Bu
arastirmanin bulgulari, gelecekteki arastirmalar icin saglam bir temel olusturarak,
calisanlarin is uyumunu artirmaya yonelik pratik uygulamalarin gelistirilmesine katki
saglamaktadir. Hem arastirmacilar hem de uygulamacilar i¢in bu ¢aligsma, insan kaynaklar
yonetimi alanindaki yenilik¢i stratejilerin sekillendirilmesinde 6nemli bir rol oynayacaktir.
Bu kapsamda, Kisi-Is Uyumu Olgegi'nde yer alan maddeler, asagida belirtilen Tablo 5°de
sunulmustur. Tablo, isin bireylerin bilgi, beceri ve yetenekleriyle ne derece uyumlu
oldugunu, isin bireylerin kisisel hedeflerine ve isteklerine nasil katki sagladigini, ¢calisanin

isindeki uyum ve tatmin diizeyine iligskin algisinin ne diizeyde oldugunu 6lgen maddeleri
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gostermektedir. Olgek, 5'li Likert tipi bir 6l¢iim kullanarak her maddeye 1 ile 5 arasinda bir
puan verilmesini saglamaktadir. Puanin yiiksek oldugu durumlarda, kisi-is uyumunun da
yiiksek oldugu, kisinin beceri, yetenek, degerler ve isin gereksinimleri arasinda yiiksek bir
uyum oldugunu gostermektedir. Ote yandan, daha diisiik puanlar, kisi-is uyumunun daha
diisiik oldugunu ve bireylerin isine uyum saglamakta zorlandigini ve isin kisiye sunduklari
ile bireysel beceri, yetenek veya kisinin beklentileri arasinda uyumsuzluk oldugunu

gostermektedir.

Tablo 5
Kisi-Is Uyumu (Person-Job Fit) Ol¢ek Maddeleri

Bilgi, beceri ve yeteneklerin, yaptigin isin kosullarina ne derece uygun?
1. 1= Hig¢ uygun degil; 2= Genel olarak uygun degil; 3= Orta diizeyde uygun; 4= Genel olarak uygun; 5= Tamamen
uygun

Yaptigin is, ihtiya¢larini ne derece tatmin ediyor?
2. 1= Hig tatmin etmiyor; 2= Pek tatmin etmiyor; 3= Orta diizeyde tatmin ediyor; 4= Genel olarak tatmin ediyor; 5=
Tamamen tatmin ediyor

Yaptigin is, sana ne derece uygun?
3. 1= Hig uygun degil; 2= Genel olarak uygun degil; 3= Orta diizeyde uygun; 4= Genel olarak uygun; 5= Tamamen
uygun

Yaptigin is, yapmak istedigin seylere ne derece imkan sagliyor?
4, 1= Hig saglamiyor; 2= Genel olarak saglamiyor; 3= Orta diizeyde sagliyor; 4= Genel olarak sagliyor; 5= Tamamen
sagliyor

Destek Bilgisi: Bu ¢alisma, kamu, ticari veya kar amaci giitmeyen kuruluslar gibi herhangi
bir organizasyondan destek almamustir.

Cikar Catismasi: Bu calismada yazar ¢ikar ¢atismasi olmamustir.

Etik Onayi: Bu c¢alismada gergeklestirilen tiim prosediirler, kurumsal ve/veya ulusal
arastirma komitesinin etik standartlarina ve 1964 Helsinki deklarasyonuna ve daha sonraki
degisikliklerine veya karsilastirilabilir etik standartlara uygundur.

Bilgilendirilmis Onam Formu: Bu c¢alismaya katilan tiim bireysel katilimcilardan
bilgilendirilmig onam formu alinmisgtir.
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Oz

Etik liderlik kavrami son yillarda liderlik tiirleri arasinda onemli bir yer tutmaktadir. Genel olarak alan
yazinda orgiitsel davranis ¢calismalart incelendiginde etik liderlik tiiriiniin isletme alaninda yeterli diizeyde ele
alinmadig fark edilmektedir. Bu dogrultuda ¢alismanin amaci, orgiitsel davranis baglaminda etik liderlikle
ilgili olgularin arastiriimasidir. Calisma, etik liderlik kavraminin Tiirk¢e alan yazinda nasil ele alindigini ve
hangi kavramlarla iligkilendirildigini incelemektedir. Bu kapsamda, literatiir taramasi ile veriler toplanarak
icerik analizi yontemiyle irdelenmistir. Arastirmanmin orneklemi, “etik liderlik” kavraminin gectigi TR-Dizin
veri tabani ve drgiitsel davranis kongresi kitaplarinda yer alan makale ve bildirilerden olusmaktadir. Verilerin
analizi ve gorsellestirme icin nitel analiz programi (Maxgda Analytics Pro.2024) kullanilmistir. Analiz
sonucunda, etik liderlik kavrami kapsaminda, ¢alisan boyutu, orgiit boyutu ve etik liderlik algisina yonelik ana
temalar elde edilmistir. Ileriki arastirmalarda etik liderlikle ilgili daha fazla ¢alismanin gerceklestirilmesi
onemlidir.
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A Review of Ethical Leadership Studies

Abstract

In recent years, the concept of ethical leadership has gained prominence among the different types of
leadership. In general, when examining organizational behaviour studies in the literature, it is noted that
ethical leadership is not sufficiently addressed in the field of business administration. Accordingly, the purpose
of this study is to examine the phenomena related to ethical leadership in the context of organizational
behaviour. The study examines how the concept of ethical leadership is handled in the Turkish literature and
with which concepts it is associated. In this context, data was collected through literature review and analysed
through content analysis method. The sample of the study consists of articles and papers in the TR-Dizin
database and organizational behavior congress books in which the concept of “ethical leadership” is
mentioned. A qualitative analysis program (Maxqda Analytics Pro.2024) was used for data analysis and
visualization. As a result of the analysis, the main themes within the concept of ethical leadership were
employee dimension, organization dimension and perception of ethical leadership. It is important to conduct
more studies on ethical leadership in future research.
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1. Giris

Etik, bireyler tarafindan yanlis veya dogru olarak kabul edilen belirli kavramlari
irdeleyerek, hayatimizda dogru davramiglar gosterebilmek icin nasil bir yol-yon takip
etmemiz gerektigine yonelik sorgulamalarda bulunan felsefenin bir alt dali seklinde
tanimlanmaktadir (Aktas ve Aydin, 2020, s. 312). Etik, ahlaki bir kavram olarak bireyin
“dogru ile yanlis, iyi ile kotii, kabul edilebilir ile kabul edilemez” durumlar arasinda se¢gme
tercihini yapabilme yetenegidir (Jalil vd., 2010, s. 146). Etik diisiincesi, yasanilan diinyada
bireylerin yasamlarin1 miitkemmel bir hale getirmeyebilir ancak meydana gelebilecek belirli
zararlar1 6nleyebilmekte veya zararin miktarini azaltabilmektedir (Robin, 2009, s. 140). is
hayatinda ise etik degerleri, is davranislar1 arasina dahil eden ve bu degerleri isine aktif bir
sekilde entegre etmeye calisan kisi diinyayi, tamamen kendi ¢ikarlarin1 gdzeten bir bakis
acistyla hareket eden insanlardan farkl bir sekilde ele almaktadir (Cragg, 1997, s. 240-241).
Isletmelerin en 6nemli varliklarindan bir tanesi o orgiitiin ¢alisanlaridir. Calisanlar drgiite
yetenek kazandirirlar. Orgiitler galisanlarindan yaratici veya yenilik¢i olmasimi isterse
calisanlar bu davraniglart icin kendilerine adil davranilacagina inanir mi1? Bu durumda
calisan tatmin edici bir performans sergileyebilmektedir. Ancak ¢alisanlara adil ve saygili
davranildiginda orgiitiin ¢alisanlarindan en yiiksek verimi ve performansi almasit miimkiin
olmaktadir. Bu da orgiitle ¢alisan arasindaki giiven olarak tanimlanmaktadir. Giiven unsuru

da ¢alisanlar arasinda adil davranig ve saygi ile gelistirilebilmektedir (Robin, 2009, s. 147).

Liderlik, ortak bir hedefe ulasmak igin liderler ve g¢alisanlar arasinda iki tarafli
karsilikli bir etkilesimden olusmaktadir. Bu etkilesim durumu, liderleri ¢alisanlarin
davraniglarin1  etkilemeye yonlendirirken ayni zamanda ¢alisanlarin algilarini  da
etkilemektedir. Dolayisiyla lider-iiye etkilesimi c¢ergevesinde, aslinda orgiitsel iklim
igerisinde yer alan uygun is davranisinin gosterilmesi beklentisi gelisebilmektedir
(Holloway, 2012, s. 10). Etik liderlik kavrami, ahlaki deger unsurunun liderlik 6zellikleri
igerisinde yer almasi yoniiyle 6nemlidir. Orgiitlerde calisanlarm ahlak veya etik dist
davranmasimi engelleyebilmek icin oOncelikle lider ve yoneticilerin etik davranmasi
beklenmektedir. Bu perspektiften bakildiginda etik kavraminin aslinda 6rgiitiin temel tasini

olusturabilecek 6nemli unsurlardan biri oldugu yadsinamaz.

Bazi1 yazarlar liderlik igerisinde bulunan etik boyutun doniisiimcii ve karizmatik
liderlik tiirleri icerisinde bulundugunu belirtmektedir. Ancak kimi arastirmacilar diger

liderlik tiirlerinde  (donisiimcii, karizmatik) vb. gibi etik dist  davranislarin

I



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 7 Say/Is.: 1 Yil/Year:, 2025 Sayfa/Pages: 76-92

sergileyebileceklerini vurgulamaktadir. Bu sebepten otiirli bazi yazarlar, etik liderligi
liderlik tiirlerinden bir tanesi olarak ele almaya baslamislardir (Cirakli vd., 2014, s. 55). Bu
suretle etik liderlik kavraminin arastirmaya konu olmasinin sebeplerinden bir tanesi etik
liderligin ayr bir liderlik ¢esidi olarak ele alinmak istenmesidir. Etik liderlik konusunun
secilmesindeki bir diger sebep ise giiniimiizde ¢alisma yasaminda ve her alanda etik
kavramina ihtiya¢ duyulmasi ve bu dogrultuda etik liderlik kavraminin orgiitsel davranis

igerisinde ne kadar c¢alisildig1 ve nasil ele alindiginin incelenmesidir.

Calismanin amaci, Tiirkiye’de yayinlanan orgiitsel davranis alan yazini igerisinde yer
alan etik liderligi kapsayan arastirmalarin nasil ele alindigi ve hangi orgiitsel davranis
kavramlariyla iligkilendirildigi irdelenmesidir. Bu kapsamda gereken veriler literatiir
taramasi yoluyla elde edilmistir. Arastirmanin odak noktasini, Tiirkiyedeki alan yazinda etik
liderligin orgiitsel davranig disiplini igerisinde ne sekilde islendigi olusturmaktadir. Bu
durum goz Oniine alinarak dncelikle orgiitsel davranig kongre kitaplarinda yer alan bildiriler
(ODK) ve Tr-Dizin kapsaminda yayinlanan makaleler incelenmistir. Arastirmanin verileri,

icerik analizi aragtirma yontemiyle incelenmis ve ilgili kod ve temalara ulasilmistir.
2. Kavramsal Cerceve

Liderlik, ortak amaglara erismek igin bireylerden olusan bir grup veya gruplari
etkileme siireci seklinde tanimlanmaktadir. Lider, 6rgiitiin amag ve hedeflerine erismesi igin
calisanlar1 etkileyerek yonlendirmektedir. Lider calisanlar iizerinde bu yonlerdirmeyi
yaparken karar verme asamasinda pek ¢ok davranista bulunmaktadir. Liderin verdigi
karardan pek cok paydas etkilenmektedir. Orgiitiin basariya ulasmasi igin alman tiim
kararlarin ve yapilan eylemlerin Orgiitiin etik degerlerine uygun ve benzer olmasi

gerekmektedir (Diiger, 2021, s. 622).

Liderlikle ilgili teoriler, ozellik, davranigsal ve durumsal olarak tii¢ teori yer
almaktadir. Ozellik teorisi, liderlerin diger insanlardan farkli benzersiz 6zelliklerini (kisilik
veya fiziksel) arastirmaya odaklanmaktadir. Bu bireysel 6zelliklerin de sabit oldugu tahmin
edilmektedir. 1940’lardan itibaren aragtirmacilar liderlerin davraniglarini incelemeye
baslayarak davranigsal teoriyi ortaya ¢ikarmiglardir. Michigan ve Ohio State ¢aligmalari
davranigsal teoriyi desteklemektedir. Michigan ¢alismalarinda, basarili gruplardaki liderlik
davraniglar1 belirlenerek hangi  6zelliklerin oldugu tespit edilmektedir. Ohio State
tiniversitesi ¢aligmalarinda ise, grup ve Orgiit amaclarina yonelik liderlerin davranislarini

belirlemektedir (Ozkalp ve Kirel, 2010, s. 309-313). Davranissal teoriye gore, liderin
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calisanlar tlizerindeki etkinligini onun 6zelliklerinden ziyade, gerceklestirdigi davranislar
arttirmaktadir. Davranigsal teori, ¢alisanlarin kisiligini géz 6niinde bulunduran teoriler ile
calisanlarin gergeklestirdikleri gorevi degerlendiren teoriler seklinde iki gruba ayrilmaktadir
(Giiney, 2011, s. 367). Tablo 1’de davranmigsal teorinin gesitleri ve liderlik modelleri
belirtilmektedir.

Tablo 1

Davranissal Teori Cegsitleri

DAVRANISSAL TEORI
Calisanlarin Kisiligine Onem Goreve Onem
Demokratik ve liberal yonetim teorisi Otokratik liderlik teorisi
McGregor’un Y teorisi McGregor’un X teorisi
Blake ve Mouton- bireylerarasi iliskiler baglaminda liderlik modeli Blake ve Mouton- goreve yonelik modeli
Likert 3-4 sistem liderlik modeli Likert 1-2 sistem liderlik modeli

*Kaynak: Giiney, 2011, s. 367-372’den uyarlanmustir.

Durumsal liderlik teorileri, kosullara bagli liderlik modellerini belirtmektedir.
Liderligi kosullara gore sekillendigini belirten teoriye gore, liderin etkinligi belirli kosullara
baghdir. Orgiitiin 6zellikleri, ¢alisanlarm yetenekleri ve istekleri, elde edilmek istenen
amacin niteligi, liderin ve ¢alisanlarin ge¢mis tecriibeleri bu kosullarin basinda gelmektedir.
Durumsal (kosul) liderlik teorileri; Fiedler (durumsal) etkin liderlik modeli, Hersey ve
Blanchard durumsallik modeli, amag-yol model’inden olusmaktadir (Kogel, 2015, s. 686-
687; Budak, 2003, s. 81-84).

Son yillarda liderlik ¢esitleriyle ilgili bir ¢ok yeni yaklasim ortaya ¢ikmistir. Modern
liderlik cesitlerinden doniisiimcii, karizmatik, demokratik, spritiiel liderlik gibi kavramlar
alan yazinda ¢ogunlukla ele alinmaktadir (Bahar, 2019, s. 238). Yeni donem arastirmacilar
liderligin bilinen yonlerinden ziyade farkli yonlerini inceleyerek liderlik tiirlerinin
cogalmasini saglamiglardir. Etik liderlik ¢esitlenen bu liderlik tiirlerinden bir tanesidir.
Calismada, etik liderlige deginilerek oOrglitsel davramis arastirmalarindaki durumu

incelenmektedir.
2.1. Etik Liderlik

Liderler dogalar1 geregi orgiit igerisinde sosyal bir giicii temsil ettiklerinden, etik
liderler aldiklar1 kararlarda, baglattiklar1 eylemlerde ve calisanlar1 etkileme bigimlerinde
sosyal giiclerini nasil kullanacaklarina odaklanmaktadir (Resick vd., 2006). 2000’lerden

sonra Orgiitsel davranig alanina ait literatiirde “etik ve etik dis1 davranislar” hususundaki
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arastirmalarda artis oldugu gézlemlenmektedir. Orgiit icerisinde etik iklimin varolabilmesi

i¢in liderin etik davranmasi gerekmektedir (Bahar, 2019, s. 238).

Liderlerin etik ozellikleri {i¢ temel unsura dayanmaktadir. ilki “liderin ahlaki
karakteri”dir. Ikinci unsur, ¢alisanlarin kabullendigi veya reddettigi, liderin vizyonunda ve
programinda bulunan degerlerin “etik mesruiyeti”’dir. Son unsur ise, liderin ve ¢alisanlarin
beraber yaptiklar1 ve ortaklasa siirdiirdiikleri sosyal etik se¢im ve davramig siirecinin
ahlakiligidir (Bass ve Steidlmeier, 1999, s. 182). Resick vd. (2006, s. 346) etik liderlik
ozelliklerini; “kisilik ve diirtistliik, etik farkindalik, toplum/birey odaklilik, motive etme,

tesvik etme, giiclendirme ve etik hesap verebilirligi yonetme” seklinde belirtmektedir.

O’Connell ve Bligh (2009, s. 219) ¢esitli yazarlardan derledikleri etik liderlerin sahip

olmasi gereken Ozellikleri su sekilde siralamaktadir:
Etik Liderler;

Etik perspektifi kullanan,
Etik kararlar veren,
Alinan kararlarin uzun vadede yaratacagi etkileri dikkate alan,

Etik davranan veya etik davranislar i¢in rol model olan,

AN NN

Etigin 6nemini belirten, stratejik karar alirken diger calisanlarin refahim
diistinen, calisanlara adil davranan, ¢alisanlari etik davranistan sorumlu tutan,
v' Calisanlan isyerinde etik davraniglarda bulunmalart igin tesvik eden ve

egitim teklif eden kisidir.

Mayer vd. (2010)’ne gore etik liderlik tiirii; ¢alisanlara ve “insanlara etik ornek
olmak, adil davranmak ve aktif tarz ahlaki yonetim sergilemek” bigiminde ti¢ kilit noktayi
aciklamaktadir. Etik model olmak ve adil davranis sergilemek, etik liderligin ahlaki kisilik
unsurunu belirtirken, ahlaki yonetim unsuru etik liderlikte bulunan ahlaki yoneticilik

0zelligini olusturmaktadir (akt. Tuna ve Yesiltas, 2013, s. 185).

Brown ve Trevio (2006, s. 597) etik liderlikle ilgili yapilan arastirmalarda, etik
liderlerin adil ve dengeli kararlar alan diiriist, sefkatli ve ilkeli kisiler olarak tanimlandigini
belirtmektedir. Ayrica etik liderler, ¢alisanlarla etik konusunda etkilesime gecerek agik ve
net etik kurallar1 belirlemektedir. Belirlenen bu kurallara uyulmasi i¢in 6diillendirme ve
cezalandirma sistemini de kullanmaktadir. Etik liderler, verdikleri s6zleri uygular ve orgiit

icinde etik davranis gosterilmesi i¢in rol model durumundadir (Brown ve Trevifio, 2006, S.
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597). Baska bir deyisle, etik liderler ¢calisanlarin etik veya etik olmayan davranis egilimlerini
ortaya ¢ikarabilmekte veya bastirabilmektedir. Etik liderler, orgiit igerisinde etik iklimin
olusmasini saglayan kisidir. Calisanlar etikle ilgili olaylarla kars1 karsiya geldiginde ve bu
olaylar karsisinda yaptigi davranislar 6diillendirildiginde veya cezalandirildiginda etikle
ilgili yeni davranis kurallart meydana gelmektedir (Dickson vd., 2001, s. 208). Bu baglamda

etikle ilgili yeni davranis kaliplar1 6rgiit icinde ¢alisanlar tarafindan 6grenilmektedir.

Brown vd. (2005, s. 120) etik liderligi, ¢alisma ortaminda bireysel davranislarda ve
bireyler arasi iligkilerde normatif olarak uygun davranis gosterilmesini saglamak olarak
tanimlamaktadir. Etik bir lider, ¢alisanlarla iletisim kurarak, onlar1 giiglendirerek ve etik
kararlar alma yolunu tesvik ederek yapabilmektedir. O’Connell ve Bligh (2009, s. 215) etik
liderlik teorilerinin “karakter” ve davranig” olarak iki temel alanda ele alindigim

belirtmislerdir.

Brown vd. (2005, s. 120) calismasinda etik liderligi iki boyutta ele almaktadir.
Bunlardan bir tanesi liderin sahip oldugu karakteristik 6zellikler, davranislari ve karar verme
stirecidir. Bu dogrultuda, liderin etik bir birey olarak algilanmasini saglayan belli kisilik
ozelliklerinin  bulunmast ve karar alirken etik degerler dogrultusunda davranmasi
beklenmektedir. Bir diger boyut ise etik (ahlaki) yoneticilik olarak tanimlanmaktadir. Etik
yoneticilik boyutunda lider, davramiglariyla c¢alisanlara rol model olarak, onlar
giiclendirmeye ¢alismaktadir (Alkan, 2015, s. 112). Sonug olarak etik liderlik, diiriistliik,
etik davranis gosterme, Orgiitte ¢alisanlara kars1 anlayish ve adil davranma, ¢alisanlar etik
davraniglarindan sorumlu tutma gibi 6zelliklerin ve davraniglarin bir araya gelmesiyle ortaya
cikmaktadir. Ayrica etik liderlik, ¢alisanlarin lidere giiveni ile pozitif iligkiliyken denetimi
kotliye kullanma ile negatif iligskisi bulunmaktadir (Brown vd., 2005, s. 130). Etik liderler
birgok olumlu bireysel 6zelligi biinyesinde barindirmakta ve etik davranislar1 yoneterek

calisanlarini etkilemeye ¢alismaktadir (Mayer vd., 2010, s. 8).
3. Arastirma Yontemi

Orgiitsel davrams baglaminda etik liderlik kavramini inceleyen bu calismada,
oncelikle literatiir taramas1 yapilmigtir. Literatiir taramasi ile ilgili makale ve bildiriler elde
edildikten sonra nitel igerik analizi teknigiyle “etik liderlik” baghgini1 kapsayan makaleler
incelenmistir. Bu inceleme sonucunda arastirma sorusuna gore oOrgiitsel davranig alani
igerisinde kategoriler ve temalar olusturulmustur. Bu baglamda kodlama siireci

tiimdengelimsel olarak sekillenmistir.
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Arastirma sorulari:

1. Tiirkiye’de gergeklestirilen “Orgiitsel Davramis Kongreleri” kapsaminda
yayinlanan bildiri kitaplarinda yer alan “etik liderlik”le ilgili arastirmalar mevcut mudur?

Mevcutsa hangi kavramlarla birlikte ele alinmigtir?

2. “Etik liderlik” baghigiyla Tr-Dizin veri tabaninda yaymlanan makaleler orgiitsel

davranis baglaminda hangi konular1 kapsamaktadir?

3. Etik liderlikle ilgili 6rgiitsel davranis konular1 6rgiitsel ve calisan baglaminda nasil

¢esitlenmektedir?

Icerik analizi arastirmalarinda, akademik alanindaki dokiimanlar (dergi, kongre
bildiri kitabi, veri tabani gibi) ¢esitli yontemler kullanilarak taranmaktadir. Yontemlerde ilki,
tema baglaminda birbirine benzeyen dokiimanin igeriginde yer alan yayinlarin
karsilastirilmasidir. Bir diger tarama yontemi ise, dokiiman gruplarinin belli konular
dahilinde analizinin gergeklestirildigi calismalardir. Ugiincii tarama yontemi, belli bir
dokiimanin icerigindeki yayinlardaki kaynaga gore analiz yapilmasidir. En son ve dordiincii
tarama yontemi ise, akademik dokiimanin iceriginde yer alan yayinlarin tesadiifi 6rneklem
yoluyla belirlenerek analizlerin gerceklestirildigi calismalardir (Biiyiiktas Gayir ve Ozgelik,
2021, s. 565). Bu ¢alismada ise Biiyiiktas Gayir ve Ozcelik’in belirtigi gibi (2021, s. 565)
bir grup dokiimanin igerisinde yer alan makale ve bildirilerden belirli kategoriler kapsaminda

analiz yapilmstir.

Aragtirmanin veri toplama asamasinda, ilk olarak TR-Dizin veri tabaninda “etik
liderlik” bashigiyla makale taramasi yapilmistir. Makale taramasi yapilirken yil
sinirlandirilmas:  yapilmanmustir. Bu inceleme sonucunda, yaym dili Tiirkce-Ingilizce
farketmeksizin elde edilen tim makaleler veri setine dahil edilmistir. Bir diger veri kaynagi
olan érgiitsel davranis kongresi bildiri kitaplar1 internet iizerinden indirilmistir. ODK (2013-
2023) bildiri kitaplar1 1.,2., 3., 4.,5.,6.,7.,8.,9. ve 10. kitaplar ile sinirli kalmistir. 10 adet
ODK kitaplarinin tiimiiniin bilgisayar programina yiiklenmesinin giic olmasi sebebiyle,

ODK kitaplari tek tek incelenerek ilgili bildiriler ayrilmustir.

Calismanin arastirma boliimii iki temel asamadan olusmaktadir. Ilk asama veri
setinin hazirlanmasidir. Veri seti olusturulduktan sonra makalelerin 6zet dahil kiinye bilgisi

ve bildiriler aragtirma programina aktarilmak i¢in hazirlanmistir. TR-Dizin veri tabanindan
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alinan makalelerin excel formatindaki bilgileri bilgisayar programma aktarilmistir. ODK
kitaplarindaki bildiriler ise tek tek programa yiiklenmistir. Sonrasinda belgeler ODK ve TR-
Dizin olarak iki ana belge grubuna ayrilmistir. Belge gruplari olusturulduktan sonra makale

ve bildirilerin konu i¢eriklerine ve drneklem gruplarina gore ayrilmigtir.

Ikinci asama olan kodlama béliimiinde ilk &nce makalelerin 6zet boliimleri
incelenerek ¢alismalarin yili, konusu ve arastirma yontemiyle (nitel-nicel- karma ¢alisma
gibi) ilgili bilgi sahibi olunmustur. Bu baglamda, makalelerin yillara ve konulara gore
dagilim ile makalelerin ve bildirilerde kullanilan arastirma yontemi incelenmistir. ilgili
bilgiler genel bulgular bolimiinde verilmistir. Devaminda etik liderlikle ilgili diger orgiitsel
davranis konular1 incelenerek kodlamalar1 yapilmistir. Sonug olarak elde edilen tiim veriler
arastirma programi olan Maxqda Analytics Pro 24 programina aktarilmistir. Arastirma
sorusu dogrultusunda veriler toplandiktan sonra makaleler igerik analizi kapsaminda

incelenmistir. Bulgular boliimiinde aragtirmanin detaylar1 aktarilmistir.
4. Bulgular
4.1. Genel Degerlendirme

Arastirma verileri (makale, bildiri) TR-Dizin ve ODK kitaplarinda yer alan “etik
liderlik” konu bagslikli ¢alismalardan olugmaktadir. Bu kapsamda veri tabani ve diger
bildiriler incelenmistir. Oncelikle TR-Dizin veri tabanin arama béliimiine “etik liderlik”
seklinde anahtar kelime yazilmistir. Herhangi bir makale tiirii veya y1l se¢ilmemistir. Sonug
olarak 197 adet makale tasnif edilmistir. Baslikla ilgisi olmayan makaleler ¢ikarilinca, Tr-

Dizin veri tabanindan etik liderligi kapsayan 112 adet ¢alismaya ulasilmistir.

Orgﬁtsel Davranis Kongrelerine ait bildiri kitaplar1 incelendiginde etik liderlik
basligiyla ilgili toplamda 6 adet bildiri yer almaktadir. Tablo 2’de goriildiigii tizere toplamda
1106 adet makaleden 118 tanesi sadece etik liderlik baslikl1 yayinlardan olusmaktadir. Tablo
2’de makale ve bildirilerin dagilimi goriilmektedir.

Tablo 2

Makale-Bildiri Dagilim

Toplam Yayin Sayisi Etik Liderlikle Tlgili Makale ve
Bildiri Sayisi
ODK 909 6
TR-Dizin 197 112
Toplam Yayin 1106 118

*Kaynak: Yazar tarafindan diizenlenmistir.
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TR-Dizin Etik liderlik baglikli makaleleri oncelikle kendi igerisinde konu
basliklarina gore gruplandirilmistir. Bu gruplandirmaya gore Tablo 3’de goriildiigii tizere
etik liderlik ¢alismalar1 kendi igerisinde (genel) etik liderlik, akademi, egitim, turizm, saglik,
kamu, kavramsal ¢aligmalar ve spor seklinde sekiz ayr1 boliime ayrilmistir. Tablo 3’de TR-

Dizin’deki makalelerin konu ve yillara gére dagilimi goriilmektedir.
Tablo 3

TR-Dizin Etik Liderlik Konu ve Yillara gére Makale Dagilimi

Konu Yil Yayin Sayisi
(Genel) Etik Liderlik 2008-2024 32
Akademi 2014-2021 10
Egitim 2012-2023 37
Turizm 2012-2021 12
Kamu 2015-2023 8
Saglik 2017-2024 8
Kavramsal — Literatlir Taramasi 2019-2024 4
Spor 2020 1
Toplam 112

*Kaynak: Yazar tarafindan diizenlenmistir.

2013-2023 yillart arasinda ODK bildiri kitaplarinda toplamda 909 yayin
bulunmaktadir. Toplam 909 yayindan sadece 6 tanesinin ana konusu etik liderliktir. Tablo
4> de ODK bildiri kitaplarinda yer alan etik liderlik konularinin dagilimi yer almaktadir.
Bildiriler incelendiginde etik liderlik konularmin orgiitsel politika, orgiitsel 6zdeslesme,
kisi-Orgiit uyumu, ¢alisan performansi, is tatmini, etik liderlik davranisinin etkileri ve bilgi

saklama davranisiyla iligkili ¢aligmalar oldugu goriilmiistiir.
Tablo 4

ODK-Etik Liderlik Konu ve Yillara gére Makale Dagilimi

Konu Yil Yayin Sayisi
3.0DK KiTABI 2015 2
5.0DK KiTABI 2017 1
7.0DK KiTABI 2019 1
9.0DK KiTABI 2022 2

Toplam Say1 6

*Kaynak: Yazar tarafindan diizenlenmistir.

Tablo 5 de incelenen makale ve bildirilerin arastirma yontemi tiirleri

belirtilmektedir. Goriildiigii iizere 118 yayindan 112 tanesi nicel ¢aligmay1 kapsamaktadir.
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Tablo 5

Aragtirma Yontemi Tiirleri

Arastirma Yontemi Yayin Sayisi
Nicel 112
Nitel 4
Karma Y6ntem 1
Sistematik Literatiir Taramasi 1
Toplam 118

*Kaynak: Yazar tarafindan diizenlenmistir.
4.2. Etik Liderlik Tema ve Alt Tema Gruplamalart

Etik liderlik baslikli makale ve bildiriler ilk agamada konularina gore ayristirilmistir.
Yukarida genel bulgular boliimiinde TR-Dizin veri taban1 ve ODK kitaplarinda yer alan etik
liderlik caligmalarinin konu-yil ve sayilari hakkinda bilgi verilmektedir. Verileri toplanip
gruplandirilip kodlama yapildigi zaman 6ncelikle etik liderlik ana temasiyla ilgili ti¢ genel
alt baslik ortaya ¢ikmaktadir. Bunlar Sekil 1’de goriildiigli lizere orgiitsel boyut, ¢alisan
boyutu ve etik liderlik algis1 alt temalaridir. Bu alt temalar elde edilmeden 6nce toplam 118
adet makale ve bildiri incelenerek 1 kod birimine kadar kodlama yapilmistir. Sonrasinda

elde var olan kodlar gruplandirilarak ii¢ alt tema altinda toplanmustir.
Sekil 1

Etik Liderlik Temasimin Alt Tema Haritas:

Etik Liderfik

|

|

|
|
'
@ e

Orgitsel Boyut Calisan Boyulu Elik Liderlik Algis

*Kaynak: Maxqgda Analytics Pro 24 programindan uyarlannustir.

Etik liderlik temasi ii¢ ana alt temadan olugmaktadir. Bunlar sirasiyla orgiitsel boyut,
calisan boyutu ve etik liderlik algisidir. Her alt temaya ait kodlanan bdliimler asagida Sekil
2’de belirtilmektedir. 95 kodlama ile en fazla kod orgiitsel boyutta yer almaktadir.

Sonrasinda calisan boyutu ve etik liderlik algis1 gelmektedir.
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Sekil 2
Etik Liderlik A/t Kodlarn Istatistigi (Kodlama Sayisi Ve Yiizdesi)

Etik Liderlik

Orgltsel Boyut 46% (95)
Etik Liderlik o
Algisi 11% (22)
0% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%

*Kaynak: Maxqda Analytics Pro 24 programindan uyarlanmustir.

4.2.1. Etik Liderlik Algisi: Etik liderlik algist alt temasi tiim dokiimanlarda %11
(Sekil 2-22 kodlama) olarak kodlama alanina sahiptir. Orgiitsel ve ¢alisan boyutu say1 olarak
etik liderlik algis1 alt temasindan daha fazla kodlamaya maruz kalmistir. Bunun sebebi etik
liderlik algist alt temasinin igerisinde herhangi baska bir iliskisel konu olmamasi sadece
calisanlarin etik liderlik algisiyla ilgili bolimlerin bulunmasindan kaynaklanmaktadir. Bu

sebepten dolayi etik liderlik algist ayr1 bir alt kod olarak degerlendirilmektedir.

Sekil 3’de gorildigi lizere kodlama yapilan kodlarin olusturdugu kelime bulutu
bulunmaktadir. Bu kelime bulutu tiim dokiimanlar kodlandiktan sonra ortaya ¢ikan kodlama
kelimelerinden olugsmaktadir. Ayrica kelime siklig1 2 olarak belirlenmistir. Bir kere kodlama
yapilan kodlar dahil edilmemistir. Kelime bulutunda, kelimeler kodlama sikligina gore
biiyiik kelimeler seklinde goriilmektedir. Ornegin Sekil 3’de en fazla kodlama alan alt kod
olarak orglitsel adalet, alt tema olarak etik liderlik algis1 goriilmektedir. Ancak orgiitsel

adalet kodu daha fazla 6n plana ¢ikmaktadir.
Sekil 3

Kod Kelime Bulutu

Psikolojik-Duygusal Sahiplenme

Psikolojik Giivenlik

Etik Liderlik Algisi
Orgiitsel Baghhk

*Kaynak: Maxqda Analytics Pro 24 programindan uyarlanmustir.
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4.2.2. Cahsan Boyutu: Calisan boyutu, etik lider ana temasinin bir bagka alt
temasidir. Calisan boyutu toplamda 90 defa kodlama almistir. Sekil 4” de belirtildigi lizere
calisan boyutunda en fazla kodlama alan ilk ticteki orgiitsel davranis konular1 isten ayrilma
niyeti, calisan ses davranisi ve ig tatmini’dir. Sonrasinda ise adanmislik, performans ve
sadakat gelmektedir. %3’likk boliimde duygusal sahiplenme, duyarsizlagsma, yenilik¢i is
davranis1 ve i¢ girisimcilik gibi hem olumlu hem de olumsuz davraniglar1 kapsamaktadir.
%?2’lik boliimde ise orgiit ici politik davranis, psikolojik giivenlik, motivasyon, kisi-orgiit
uyumu, bilgi-paylasim davranigi ve kiskanglik yer almaktadir. %1°lik boliimde ise duygusal
emek, psikolojik iyi olus, psikolojik sozlesme, Oznel iyi olus gibi kavramlarla
iliskilendirildigi goriilmektedir.

Sekil 4

Calisan Boyutu Alt Kodlarin Istatistigi (Kodlama Sayisi ve Yiizdesi)

Calisan Boyutu
tn Ayrima Nyl I ) ) Ii — " o e
- SeslﬁaTSgnnlp: _gu/ 0 10%(9) | | Isten Aynima Niyed etigim 0syal Semaye Algist
d F———_
Peformans_ﬁ%[Sl ic i ol bt |
) dw ihk_d%mé L IIsTatmm\ lstko\OﬂkDayanlkhhk Hizmet Inowasyonu
adakat .
Pmkolo;cwleuy%salSahlwp\en —%g} I(ah@anSesDawamg\ IDuygusaIZeka IPsiko\ojiklyiom
alsan uyarswza i) I—
i OglGH;Unrwacl:lel — gi g{ B peomars B i ol B Pk semape
Bgi eyl D MS—— 5 ) . : f
m;w IOL% Eyuw 5;1;0 % I Ise Adanmigli I hmalkartk I Psikolojk Sdzlesme
. Meslek Kghang) M——
PS"“’"’JWG“U{E;GSS‘;TSE __ %;/fg % Sadaket I Yalnzlk Duygusu I Sosyal Girigimlk
Polk Dayran; M— )Y 0]
Pslkclofk Gvenil FS—_—; 7 I Pskolojk-Duyusal I frdeml; Raporlama I Duygusal Badilik
letism Ta()
PSkdOEEZDq?J;SE:éE:F; E E ﬁ B calsn Dwprsgas I s enek
i = 1 I i is Daven B sl e
Bom=1
EDmguasg?rEm — }:’E i B iccirsincli Kurumsal Sosyl
Kiglik Tipler S 155 1)
Kurumsdl Sosyal Sorumluluk 1% 1) BilgiPaylagim Davranig Mizah
! M|zah_12/6q) I . I
ODllfqém?m 1"2 H Kig-Orgut Uyumu I Dini Yenelim
Calisan Memnynyet] o 13 1] ‘ o
Uretkenlk Kargh Dayrans 181} IMes\ek\ Kiskanclik Qznel i oug
Bil P‘?y‘fldasm }Zz m
o SermaJé A‘SE i I P Ginsime B tgen emnuie
Hizmet Inovasyonu dawanig 1oll) )
Pﬂﬁo\oLk i yi Qs 3% 1} I Motivasyon Uretentik Kargit Davrang
Pt
! Ugygf(i”?{meimf wn : I Politk Davianig Blgi Paylaginn
Do g == B psioik Givent Yidma
0% 1% 2% 3 4 SH b Tk B ¥ 10% :

*Kaynak: Maxqda Analytics Pro 24 programindan uyarlanmustir.

87



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 7 Say/Is.: 1 Yil/Year:, 2025 Sayfa/Pages: 76-92

4.2.3. Orgiitsel Boyut: Orgiitsel boyut etik liderlik temasinin 95 kodlama alarak en
fazla kodlanan alt temasidir. Sekil 5°de goriildiigii iizere orgiitsel adalet (%24,2) ve orgiitsel
baglilik (%16,8) konulart ilk iki siradadir. Devaminda oOrgiit iklimi (%9,5), orgiitsel
ozdeslesme (%9,5), orgiitsel giiven (%8,4) gelmektedir. Orgiitsel sinizm ve orgiit kiiltiirii
(%5,3), %5-%]1 aras1 dilimde orgiitsel demokrasi, orgiitsel iletisim, gii¢ ve politika, orgiitsel
destek ve kurumsal itibar konular1 gelmektedir. %1°lik dilimde ise orgiitsel politika algisi,
isyeri mutlulugu, orgiitsel yaraticilik konularinin bulunmas: dikkat ¢ekmektedir.
Arastirmadan elde edilen bulgulara gore orgiitsel ve bireysel boyutu ele aldigimizda etik
liderlikle en fazla orgiitsel adalet, baglilik, isten ayrilma niyeti, ¢calisan ses davranisi ve is

tatmini gibi lider etkilesimiyle Ortiisen ¢alismalarin yapildigi goriilmektedir.
Sekil 5

Orgiitsel Boyut Alt Kodlarin Istatistigi (Kodlama Sayist ve Yiizdesi)

Orgiitsel Boyut

Orgitsel Adalet 24.2%(23)
Orgitsel Bajille 168% (16)
Orgit iklimi

Orgitsel Czdeglesme
Orgiitsel Given
Orgiitsel Sinizm
Orgit Kiftiri
Orgitsel Demokrasi
Orgjitsel Destek
Kurumsal Itibar
Licler-Gye etkilesimi
Orgitsel lletisim
Orgiitsel Giig
Orgitsel Politika Alg..
Isyeri Mutlulugu

Orgitsel Yaraticlik

Catigma Yonetimi

0% 3% 0% % 2% 15% 18% 2% 2% 2%

*Kaynak: Maxqda Analytics Pro 24 programindan uyarlanmustir.

Sekil 6°’da kodlanan belge gruplarinin ortak ve ayr1 kodlamalart verilmistir. Burada
incelenecegi iizere ortak kavramlarda isten ayrilma niyeti, i tatmini, Orgiitsel giiven,
orgiitsel 6zdeslesme ve performans ortak kodlar olarak karsimiza ¢ikmaktadir. TR-Dizin’de

yayinlanan makalelerde agirlikla orgiitsel kavramlarin calisildigi, calisan boyutun daha az
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ancak daha cesitli ele alindig1 gériilmektedir. Orgiitsel adalet ve orgiitsel baglilik kavramlar
on planda yer almaktadir. ODK calismalarmin niceliksel olarak ¢ok az olmasi belge gruplari
karsilastirmasini gii¢lestirmektedir. Eldeki bilgiler 1s131nda, ODK ¢ergevesinde orgiitsel

0zdeslesme ve is tatmini kavramlarina daha fazla 6nem verildigi goriilmektedir.
Sekil 6

ODK ve TR-Dizin Belge gruplarinindaki Ortak Kodlama

Brgiitsel AdaletEtik Liderlik Algisi
@ ) Orgiitsel Baghhk @)
Etik iklim Algist
Ise Adanmnglnk

isten Aynima Niyeti
@ Orgiitsel Sinizm
is Tatmini
/ \ ’ Orgiit Kiiltiirii
1 @) |
3 Orgiitsel Giiven I Aa" Sessialigi
1 " /"/érgutsel Demokrasi
T e %/" —@)

3 I

T Orgiitsel Ozde§Ie§me __;_;{) Etik Liderlik

T
- — T —Q)
ODK \1 J TR DIZIN- ETIK LIDERLIK\ —_— o 395....5.

Performans //
1 \ Ps|koIﬂJ|k Duygusal
@ C Sahiplenme
, Wl'ﬂwas.

®®®

ilgi Paylagim Davran

Ilk(;l |§ Davranigt
Orgittsel Deerkk Gln§|mc|l|k
Politik Davramg

@ Yunetl[:lye Sadakat
Meslek| Kiskanghk
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5. Sonuc¢ ve Tartisma

Liderlik, bireyleri belli hedefler dogrultusunda harekete gegirme becerisidir. Bunun
yant sira liderlik, “bireyler arasi etkilesimi saglamak icin kisinin kendinde mevcut olan giicii
kullanma siirecidir” (Giiney, 2011, s. 7). Alan yazinda liderlik tanimlar1 incelendiginde
hepsinin ortak noktasinin liderin, orgiitiin amacina ulagsma siirecinde ileri goriislii olmasi,
vizyonu ve diisiinceleriyle ¢alisanlan etkileme giic ve yetenegine sahip birey tarafindan

stirdiiriilen iligkisel bir siire¢ oldugu seklinde agiklanabilir (Polatci1 ve Sobaci, 2017, s. 28).

Calismanin amaci, etik liderlik bashigiyla yayinlanan makale ve bildirilerin orgiitsel
davranig alaninda hangi kavramlarla ele alindigina dair bir durum tespiti yapmaktir. Etik

liderlik ise liderligin bir tiirii olarak literatiirde yer almaktadir. Calismada, alan yazindaki
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(TR-Dizin ve ODK kitaplari) etik liderlikle ilgili yapilmis arastirmalar incelenerek orgiitsel
davranis konularyla iligkisi irdelenmistir. Bu dogrultuda etik liderlik kavrami, orgiitsel
diizlemde orgiitsel adalet ve giiven ile bagdastirilirken, bireysel diizlemde isten ayrilma
niyeti, i tatmini gibi kavramlarla iliskilendirildigi goriilmektedir. Ornegin Aktas ve Aydin
(2020, s. 323) etik liderlik ve is tatmini iligkisinde etik liderlik boyutlarinin is tatmini
tizerinde olumlu etkisi oldugunu belirtmektedir. Etik bir lider, ¢alisanlarin is ortamindaki
mutluluklarin1 ve memnuniyetlerini saglayarak ve onlart motive ederek calisan

performansinin artmasini saglayabilmektedir.

Arastirmada etik liderligin Orgiitsel boyutunda en yiiksek kodlama sayisi olarak
orgiitsel adalet karsimiza ¢ikmaktadir. Bayargelik (2020, s. 44) calismasinda belirttigi gibi
etik liderlik unsuru, dagitimsal ve etkilesimsel adalet degiskenleriyle pozitif bir iliski
bulunmaktadir. Yine ayni ¢alismada, etik liderligin isten ayrilma niyeti iizerinde ise negatif,

ters yonli iligki tespit edilmistir.

Literatiirdeki arastirma sonuglari, etik liderligin c¢alisan performansini arttirmada
onemli bir rol oynadigin1 belirtmektedir. Bu sebeple, liderler, ¢alisanlarla is etigi veya
degerleri hakkinda konusarak, etik terimini daha sik kullanarak islerin dogru sekilde
yapilmasinin bir 6rnegini olusturarak orgiit icinde etik iklimi saglamaya c¢alismalidir
(Tamunomiebi ve Orianzi, 2019, s. 131). Ayrica g¢alisanlarin memnuniyeti g6z Oniinde
bulundurularak caliganlarin isten ayrilma niyetinin azaltilmasinda, giivenli bir c¢alisma

ortaminin saglanmasinda etik lider davranislar1 6n plana ¢ikmaktadir (Alkan, 2015, s. 118).

Aragtirma sorular1 kapsaminda incelenen makale ve bildiriler baglaminda 6ncelikle
etik liderlik caligmalarinin diger konulara gére azhig dikkat cekmektedir. Ozellikle
ODK’deki etik liderlik konusunun yeterli derecede islenmedigi goriilmiistiir. Ayrica Tr-
Dizin veri tabaninda elde edilen makale verilerine gore etik liderlik en fazla egitim alaninda
calisilmistir. Bir diger husus, etik liderlik ¢alismalarinda iligkisel olarak orgiit baglaminda
adalet, ¢alisan baglaminda isten ayrilma niyeti, i$ tatmini ve performans unsurlar1 6n plan

¢ikmaktadir.

Arastirmanin simirliligi, orgiitsel davranis alaninda yer alan makale ve bildirilerin
belli bir boliimiine ulasilmasidir. Verinin yogunlugundan dolay1 dergipark veri tabaninda
bulunan makaleler ile yonetim ve organizasyon kongre kitaplarindaki bildiriler verilere dahil

edilememistir.
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lleriki ¢aligmalarda, konuyla ilgili veri seti genisletilerek dergipark gibi baska veri
tabanlarindan makale eklenerek, etik liderlikle ilgili orgiitsel davranis kapsaminda daha
detayli kod zenginlestirilmesi yapilarak arastirma yapilmasi 6nerilmektedir. Ayrica isletme
alaninda etik liderligin daha fazla ele alinmasi is etigi agisindan 6nemlidir. Etik liderligin
yaninda etik lider algisi, etik iklim, is etigi, orgiitsel etik kavramlarinin ¢aligilmasi alan yazin
i¢in 6nemlidir. Yine ileriki arastirmalarda orgiitsel boyut incelemeleri haricinde ¢alisanlara

yonelik konularin ¢esitlendirilmesi gerekli olmaktadir.
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Abstract

In our postmodern world, classical perspectives are replaced by different paradigms that question and
transform. Based on this trend, strategic human resources management has replaced traditional human
resources management. This strategic understanding is critical for businesses to survive in today's competitive
conditions, to be flexible to environmental conditions, and to shape the future. Therefore, it is seen that
academic studies and business practices that approach human resources management strategically are
increasing rapidly. This research aims to analyze the strategic human resource management issue, which tries
to accurately evaluate the added value that employees provide to the business in the context of the literature.
The first of the research questions the ways in which the subject is addressed academically, while another
question examines the current issues in strategic human resource management. Content analysis was carried
out on the articles identified after searching the related research in the relevant databases. The results are
important in terms of guiding new studies to be conducted in the field and drawing attention to alternative
approaches in the field of practice.
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Stratejik Insan Kaynaklar1 Yonetiminde Giincel Konular
0z

Icinde yasadigimiz post modern diinyada klasik bakis acilart yerini sorgulayan, déniistiiren farkl
paradigmalara birakmaktadir. Bu egilimden hareketle geleneksel insan kaynaklar: yonetimi de yerini stratejik
insan kaynaklar: yénetimine birakmustir. Isletmelerin giiniimiiz rekabet sartlarinda ayakta kalabilmesi,
cevresel sartlara esneklik gosterebilmesi ve gelecege yon verebilmesinde stratejik bu anlayws kritik konumda
yer almaktadir. Dolayisiyla insan kaynaklar: yonetimine stratejik olarak yaklasan akademik ¢alismalar ve
isletme uygulamalarimin hizla arttigi goriilmektedir. Bu arastirmada ¢alisanlarin isletmeye sagladigi katma
degeri dogru degerlendirmeye calisan stratejik insan kaynaklart yonetimi konusunun literatiir baglaminda
analiz edilmesi amaclanmaktadir. Arastirma sorularindan ilki akademik olarak konunun ele alinis bicimlerini
sorgularken, diger bir soruda da stratejik insan kaynaklari yénetiminde konusulan giincel konular
irdelemektedir. Zigili veri tabanlarinda konu ile ilgili arastirmalar tarandiktan sonra tespit edilen makaleler
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1. Introduction

It is difficult for businesses to exist and survive in a world where technology changes
at a dizzying pace, environmental conditions cannot be controlled, and new management
approaches are added daily. Human resources are considered to be the most critical element
for businesses aiming to achieve corporate success and competitiveness in these challenging
conditions (Ozsahin & Oztiirk, 2024). For this reason, it has become essential for businesses
to address human resource management in a strategic dimension in today's dynamic working
environments (Alharty & Bin Marni, 2020, p. 2). Among the reasons that add a strategic
dimension to traditional human resource management are globalization, increasing
competition, changing technologies, an increase in the number of knowledge-based
employees, and changes in the demographic structure of employees (Bal, 2011). The way to
have advantageous competitive conditions under rapid changes is through human resources
(Cobanoglu, 2018, p. 833). Today, human resources departments have gone beyond being
just a unit that provides support services and has risen to a strategic position that adopts the
mission, vision, goals, and objectives of businesses to all employees and combines
organizational goals with individual goals (Barutcgil, 2004). Because it is accepted that
strategic thinking skills are critical in achieving the targeted strategies (Zamanzadeh et al.,
2020, p. 319).

This study aims to investigate which topics have recently come to the fore in the
domestic and international literature on strategic human resources management and also
aims to follow the current trends on the subject. In a world where the need for qualified
human resources is increasing day by day, human resources functions that approach the
subject with strategic importance have reached a critical position. Therefore, strategic human
resources management can be considered one of the crucial concepts for businesses in the
future. The fact that no previous study has addressed the subject in this way and examined
domestic and international databases together is considered important in terms of the article
filling a gap in the literature. Another dimension that makes the article valuable is that it
provides resources and conceptual inferences for future studies on this subject. In addition,
questioning current trends within the businesses and human resources departments in

practice increases the contributions that the research can offer to the business world.

Within the scope of this study, while mentioning the phenomenon of strategic human

resources management in the conceptual framework, the research obtained as a result of the
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searches made through databases is given in the findings section. At the end of the study,
evaluations are made within the scope of the research, analyzed through themes and

categories, and answers to the research questions are sought.
2. Strategic Human Resources Management

The Industrial Revolution, which is accepted as the period when businesses first
emerged professionally, is also accepted as the beginning of the concept of human resources
in the management literature. The practices previously seen at the level of training
employees through the master-apprentice relationship and some administrative activities
have turned into more human-oriented activities due to the increasing number of employees
with the establishment of factories. Especially after the First World War, human resources
practices increased rapidly. Many activities, such as recruiting talented people, remunerating
them, and providing the necessary training, were carried out by personnel departments (Oge,
2017). In the following period, the concept of personnel management was replaced by human
resources management, emphasizing a more inclusive department for employees. Contrary
to the view that personnel management and human resource management are the same,
Kaufman (2007) emphasizes that human resource management has fundamental differences
and an innovative impact. Strategic human resource management, which actively entered the
literature and practice in the 1990s, is related to many issues, such as talent, performance,
motivation, and career. The concept considers employees as a strategic element rather than
a cost item and develops human resources strategies that integrate with business objectives.
Thus, it becomes easier to achieve competitive advantage and sustainable success (Boxall &
Purcell, 2016). In addition, this approach increases the employment of qualified employees,

cost efficiency, and performance-oriented organizational culture (Coskun & Kayar, 2011).

Strategic human resource management is different from traditional human resource
management. The most necessary distinction is that strategic human resources have a long-
term perspective. While traditional human resource management makes short-term plans,
strategic human resources make short-, medium-, and long-term plans according to needs.
While traditional departments are processors, change followers, and advocates, strategy-
based human resources departments are fast, proactive, and mobilizing. In addition, strategic
human resources do not only act in the context of employee-employer relations but also take

into account relations with different stakeholders (Erdogdu & Salepcioglu, 2020).

95



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 7 Say/Is.: 1 Yil/Year: 2025, Sayfa/Pages: 93-107

The theoretical works of Wright and McMahan (1992), Jackson and Schuler (1995),
and Kamoche (1996) can be listed among the scientists who were influential in the formation
and prominence of the concept of strategic human resource management. The theories and
approaches that form the basis of the concept include the behavioral approach, situational
approach, resource dependency approach, agency theory, transaction cost theory, and
theoretical theory (Schuler & Jackson, 1999, p.53).

One of the first definitions of strategic human resource management defines the
concept as a planned human resource activity model that enables businesses to achieve their
goals (Wright & McMahan, 1992, p. 298). Boxall and Purcell (2000 ) clarified the concept
as a complex workforce management process in which senior managers try to achieve
organizational performance goals with high strategic dedication and commitment. Becker
and Huselid (2006) define it as a model that analyzes the relationship between an
organization's human resource architecture and its performance. According to Dessler (2013,
p.73), it is the general name of policies and practices that find and develop the employees
businesses need to achieve their strategic goals. In summary, it is possible to define strategic
human resource management as an approach that designs and realizes policies and practices
that support access to the long-term goals of businesses (Armstrong & Taylor, 2014).

In strategic human resources management, employees with the necessary skills and
motivation for the business are tried to be integrated into the strategic goals of the enterprises
in line with human resources policies. In this context, human resources functions such as
recruitment, training, compensation, and reward are integrated with management and
complement each other (Al-Khaled & Fenn, 2020, p. 55). The main characteristics of
strategic human resource management can be explained with the following items (Ozgelik,
2006; Smilansky, 2002; Can, Kavuncubast & Yildirim, 2012):

« Human resources managers should know the organization's mission, vision, values,
and strategies.

* Human resources departments must keep abreast of all changes in the business
environment and stakeholders.

« All managers in human resources departments should work in collaboration with
each other.

» The primary responsibility for policies and decisions regarding employees should

rest with the human resources department.
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« Human resources managers should be involved in the strategic planning processes of

organizations.

As can be understood from the articles, strategic human resource management is a
phenomenon related to the concepts of adaptation and integration in general. While human
resources policies are determined in line with business strategies, the process is also followed
in the context of adapting department managers and employees working in the internal
environment (Schuler, 1992, p.18; Jackson et al., 2018, p.42). In other words, in strategic
human resources management, department managers are in a position that develops the
business strategy and develops and transforms the business according to dynamic

environmental conditions (Lawler & Mohrman, 2003, p.9).
3. Research Methodology

In this study, the phenomenon of strategic human resource management is examined
in the context of the literature, how studies have been conducted in the field, and what the
current issues have been in the fore in the last ten years. For this purpose, Web of Science
and DergiPark pages, which are accepted at the level of academic studies in the world and
in Turkiye, were determined as databases for document search. The search criteria were
based on the studies in the management category, available through open-access, in Turkish
or English, and conducted between 2014 and 2024. This time period was determined so that
the study could investigate current trends and see the general distributions in the literature.
The article aims to track current trends in strategic human resources management and
analyze which topics have come to the forefront recently. At the same time, it aims to build
a bridge between the determined studies and the findings obtained, create awareness of new
studies in the field and contribute to the professionals working on the application. Strategic
human resources management has a very critical position in order to correctly manage
qualified human resources, which are essential for today's and future businesses. The
importance of the subject, the originality of the research design, and making conceptual
inferences by comparing domestic and international are among the elements that make the
research necessary. Since a literature review and document review were conducted to obtain
the findings, analysis was carried out on secondary data. Content analysis was conducted on
the general distribution of the information about the studies and the prominent categories

and codes related to the content. The scope of the research consists of articles on strategic
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human resource management identified in the identified databases in the determined period.

The study has a sample limitation, focusing on research in selected databases.
4. Findings

The criteria taken into consideration while examining the databases were determined
as; follows: studies should be conducted in the field of management, should be open-access
publications, should be in Turkish or English and should have been published between 2014-
2024. When the databases determined during the research period were examined, 452
articles were first identified in Web of Science and 110 articles in Dergipark. When the
studies were filtered according to the criteria, 136 articles in Web of Science and 74 articles
in DergiPark were included in the scope of the research. In the study, where a total of 210
articles were analyzed, 352 articles were excluded from the research. It is possible to see the

distribution of the articles subject to analysis by year in Table 1.

Table 1
Distribution of Research Years Web of Science
Web of Science DergiPark

2014 0 4
2015 1 6
2016 1 8
2017 2 6
2018 3 5
2019 7 5
2020 15 11
2021 20 7
2022 31 7
2023 33 12
2024 22 4

Looking at the articles on strategic human resource management between 2014 and
2024, it is noteworthy that there has been a steady increase in Web of Science over the years.
The only exception to this increase was seen in 2024. However, since the research considers
the first six months of 2024 and the year had yet to end when the study was conducted, it is
expected that 2024 will continue its upward trend. Regarding DergiPark, it is noteworthy
that the distribution by years reached the highest figures in 2020 and 2023 and that there has

been a fluctuating trend from 2014 to the present, first increasing and then decreasing.

Table 2 shows the distribution of research methods used in the articles in the analyzed

databases.
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Table 2

Distribution of Research Methods

Quantitative Quialitative Mixed
Web of Science 32 96 8
DergiPark 18 56 0

When we look at the research methods, we see that qualitative methods are used more
in Turkiye and abroad. Conceptual and theoretical studies are predominant in both databases.
In addition, mixed approaches using both qualitative and quantitative research methods were

also found in foreign articles, albeit in small numbers.

When we look at the use of expressions related to the subject in the articles' titles,

Table 3 shows the frequency distributions of the prominent words.

Table 3

Prominent Words in Article Titles

Strategy Human Employee Human Management Administrator
Resources
Web of Science 20 5 12 4 15 18
DergiPark 55 67 10 5 70 2

When the table is examined, the most frequently encountered concepts related to
strategic human resources management are the words strategy, manager, and management
abroad. In contrast the words management, human resources, and strategy are used
domestically. The phenomenon of strategic human resources management, which is more
frequently identified in the titles in Turkiye, is used less frequently abroad. While the number
of words such as human, employee, and human resource is high in Turkiye, the word
"manager"” is rare. Abroad, the use of these concepts is more balanced. Also, the word

manager is among the most frequently used words.

When it comes to the article contents in the research findings, Table 4 shows the
categories and codes consisting of the prominent concepts related to strategic human

resource management.

99



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 7 Say/Is.: 1 Yil/Year: 2025, Sayfa/Pages: 93-107

Table 4

Research Coding Schedule

Category

Code

Leader and Manager

Servant Leadership

Manager Roles

Overconfident CEOs

Leader's Networking Behavior in Crisis
Boundary Work in Managers

Project Leadership

Heuristics of CEOs

Managers' Struggle to Become Subjects

Web of Science Periodicity

Digital Transformation
Pandemic
Covid 19
Longitudinal Analysis

Applications

Strategic Decision Making
Sustainable Management

Talent Management

Diversity Management

Career Empowerment

Strategic Implementation Mix
Building Trust-Based Relationships
Passive Aggressive Management
Emotion Management

Employee Creativity

Balancing Quality

Batch Learning

Motivation Strategies
Technology Design Collaboration

Leader and Manager

Human Resource Managers' Perspective
Servant Leadership

Transformational Leadership

Ethical Leadership

Periodicity
DergiPark

Covid

Before and After the Pandemic
Digitalization

Industry 4.0

Applications

Internal Entrepreneurship
Competition Strategies
Training and Development
Institutionalization

Talent Management
Participatory Management
Staff Empowerment
Career Planning
Organizational Learning
In-Service Training
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When the coding chart of the research is examined, it is seen that three categories of
strategic human resource management are prominent in domestic and foreign databases.
These are manager and leader influence, periodicity, and practices. It is seen that managers
are as prominent as leaders in foreign articles under the title of manager and leader influence,
and the CEO phenomenon is also prominent in this category. Notably, the prominent codes
in the journal park are leadership-oriented and the concepts of manager and CEO do not find

much space.

Another category heading in the research is periodicity. In the studies conducted in
the field of strategic human resources management in the last decade, studies in which the
period effect is seen emphasize the pandemic and technological transformation processes
both abroad and domestically. In studies where codes such as Covid and digital
transformation stand out, how strategic human resources management is affected by these
processes is questioned.

The last category of the study is the business practices identified in the field of
strategic human resource management in the articles included in the scope of the research.
The codes common to both foreign and domestic studies are talent management, career
management and organizational learning. In addition, training programs offered to
employees, participative management practices and the concept of employee empowerment
stand out in Turkiye. Abroad, codes such as building trust-based relationships, supporting
employee creativity, and emotion management emphasizing steps towards employees stand
out. In addition, since the issue is addressed through multinational enterprises, expressions
such as sustainability, competition strategies, strategic management, management of

differences, and quality balancing were also encountered.

Concepts related to current issues recently heard in articles on strategic human

resource management are given in Table 5.
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Table 5

Current Concepts Featured in Articles

Web of Science

Hierarchical Erosion

Reverse Information Flow
Impression Stabilization
Digital Managers

Hybrid Teams

Ceo Decision Style

Elite Workforce Differentiation
Emotion and Feeling Analysis
Adaptation to Artificial Intelligence
Dynamic Capabilities

Online Labor Markets

DergiPark
Organizational Innovation
Service Innovation
Internal Entrepreneurship
Organizational Alienation
Generation Z

Despotic Leadership
Creative Leadership
Innovation Indicators
Sustainable Competitive
Advantage

Intellectual Structure

Planetary Limitation
Demographic Fault Lines
Working Group Climates
Mid-Level Manager Deviation
Institutional Decomposition
Ceo-employee Salary Inequality
Racist Violence in the Workplace
Gender Equal Opportunity Plans

Looking at the table, it is possible to see the current concepts that stand out in articles
in the field of strategic human resource management. While innovation, generations, and
brand-new leadership types stand out in Turkiye, concepts such as hierarchical erosion,
reverse information flow, and mid-level manager deviation related to organizational
structure stand out abroad. As in the coding chart, in the table of current concepts, the codes
of manager, leader and CEO are more prominent in foreign studies. Awareness of being
responsible to the world and society and concepts such as planet limitation, salary inequality,
racism, gender equality are among the current expressions that stand out abroad. In addition,
it is seen that codes such as adaptation to artificial intelligence, digital managers, dynamic
talents are used in the technological transformation process. Other current topics that stand
out in domestic articles are the concepts of sustainable competitive advantage and
intellectual structure. Finally, it is noteworthy that new generations are also addressed in

domestic articles independently from foreign articles.
5. Discussion and Conclusion

In the first of the research questions, it is questioned how the issue of strategic human
resource management is addressed in scientific research articles. Accordingly, when the
studies in the determined databases and in the determined time interval are examined, it is

seen that there is a continuous increase in the interest in the subject abroad, while there is a
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periodic increase and decrease in Turkiye. It can be stated that both in Turkiye and abroad,
qualitative studies that deal with the subject conceptually are predominant, while
quantitative analysis methods are less preferred. Mixed analyses using both methods
together were found only in foreign databases. It is noteworthy that while the words in the
content of the concept of strategic human resource management are frequently used in
studies in Turkiye, the words directly related to the subject are less frequently used in articles
in foreign studies. It is seen that the main topics addressed are patterned according to the
names of those responsible for management, periodical developments, and managerial
practices of enterprises. As a result of the findings, it is predicted that a topic as topical as
strategic human resource management has not reached a consistent interest and study
intensity in Turkiye, while abroad, the topic has revealed an increasing number of studies,
and this increase has been continuing for the last ten years and has the potential to continue
in the near future. Therefore, both in Turkiye and abroad, strategic human resource
management is considered as a phenomenon that has not yet been saturated and is not
expected to decline. Focusing on quantitative measurements instead of theoretical studies
and conceptual examinations is seen as supportive of reaching general conclusions about the
concept. In this context, Garip (2023) emphasized the importance of quantitative research in
research and its contribution to the field by emphasizing the power of generalization and
representation of the sample. Employees and strategy can be added to the prominent
categories of strategic human resources both in Turkiye and abroad. When the phenomenon
of strategic management, which is based on the employee at its core, produces research in
which the employee stands out in the articles and produces strategies that include human
resources in the process for the future, it is considered likely that these researches will
produce more successful results in theory and practice. Because the efforts, knowledge and
skills of employees add value to the organization and provide a sustainable competitive
advantage (Hau & Chow, 2005). Gupta (2020, p.2) supports this idea by expressing the

importance of employee attributes in formulating and implementing key strategies.

Another important situation is that strategic human resources management in Turkiye
focuses on the CEO and the leader rather than the manager. However, in this process, apart
from the top management, human resources managers have great duties. Ozgelik and Dogan
(2021) emphasize the impact of the perspectives of business owners and senior management
as well as line managers on human resource management on strategic human resource

management. Therefore, the number of manager-oriented studies can be increased in Turkiye
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as well as abroad. Giiclii (2003, p.70) emphasized the positive impact of advances in
management levels and improvements in managerial skills on strategic human resource

management through decisions and practical steps.

Since it has a people-oriented approach, servant leadership is a common leadership
approach in articles related to strategic human resource management both in Turkiye and
abroad. This approach, which aims to establish trust-based relationships with employees,
also represents crucial steps towards human resources. Yesilkus et al. (2021) drew attention
to trust, commitment and internal communication as the most critical elements in strategic
human resource management and stated that managerial approaches that protect mutual trust

should be preferred in order to harmonize strategies with employees.

The other research question of this study examines current issues in strategic human
resource management. Analyzing the articles over the last ten years, it can be stated that
foreign studies have a higher power to generate new concepts. While domestic articles focus
on innovation, different types of leadership and generational concepts on current issues,
foreign articles focus on innovative issues that focus on organizational structure, global
principles, artificial intelligence, concepts related to the digital world, and the phenomenon
of managers, leaders and CEOs. The studies on this subject indicate that organizational
innovation is a very crucial factor affecting strategic human resource management (Demirtas
2013; Ozdevecioglu et al. 2009; Laurseen & Foss 2003). Rasmussen and Ulrich (2015)
emphasize that artificial intelligence and other technological developments will create new

business opportunities when integrated into strategic human resource management practices.

In the future, artificial intelligence applications are likely to change and renew
strategic human resources management processes. Standardization and objectivity can be
achieved in human resources management activities through artificial intelligence
technologies. Multidimensional and analytical thinking skills can be developed in the long-
term decision-making process. Artificial intelligence technologies that minimize the risk of
error, reduce discrimination and increase efficiency are also likely to change human
resources functions in terms of operation. This renewing effect can be seen in many areas,
from job analysis to interviews, selection processes to performance evaluation, learning

processes to career management.

Current issues, especially technological transformation and changing world

conditions may be among the essential topics in strategic human resources management.
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How human resources will be positioned in unmanned enterprises, how human resources
management will be carried out in new professions and business sectors in the new business
areas of the future, and how managerial conditions will be designed in future generations
after Generation Z may be among the current issues of strategic human resources
management. For this, new ideas need to be supported. In this context, Ersan (2013) states
that innovative ideas can be developed more easily and quickly thanks to educated
employees in free and creative work environments, while Giirbiiz (2011) emphasizes that
the more employees are directed to think innovatively, the more successful the businesses

and strategic human resources management can achieve.

As a result, it is predicted that the research on strategic human resource management
will contribute more to the literature and the businesses in the field of application if it focuses
more on quantitative methods, focuses more on line managers and employees rather than
leaders, and captures technological transformations and global trends in current issues. This
study, which is expected to provide resource support for future research, can also be revisited
longitudinally in the future and can be taken as a reference to see the change at different

times.
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