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In this study, it is aimed both to develop the “Organizational Communication Climate
Scale” and to examine how the perceptions of organizational communication climate
of participants change according to the variables of gender, marital status, seniority,
and institution in which they work, in order to test the functionality of the scale by
making use of the relevant research. This study was carried out as survey research in
Isparta province, with volunteers from the departments of the Ministry of National
Education, Ministry of Health, University, Social Security Institution and the Private
Sector employees. 30-item scale, with acceptable and excellent levels of fit indexes,
was created. The Cronbach Alpha value of the scale consisting of 30 items and two
dimensions was found .967. In order to test the feasibility of the scale, T-test and
ANOVA were applied with the current data set. According to the T-test results, it was
concluded that the perceptions of the participants did not differ significantly according
to the gender and the marital status variables. According to ANOVA results it has been
determined that employees with seniority between 1-5 years have more positive
organizational communication perceptions than those who have seniority between 6-
10 years and 26 years or more. Also, it was found that employees in Private Sector
have more positive organizational communication climate perceptions than employees
at University and in Social Security Institution. Another result was that employees in
Ministry of National Education have more positive organizational communication
climate perceptions than all the participants.
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Bu arastirmanin amaci, calisanlarin “Orgiitsel iletisim iklimi Olcegi”ni gelistirmek ve
olgegin islevselligini test etmek adina katimcilarin 6rgitsel iletisim iklimi algilarinin
cinsiyet, medeni durum, kidem ve calistiklari kurum degiskenlerine gore nasil
degistigini incelemektir. Arastirma Isparta ilinde Milli Egitim Bakanligi, Saghk Bakanligi,
Universite, Sosyal Giivenlik Kurumu’na bagli birimlerde ve &zel sektérde gérev yapan
galisanlardan gonulli olarak arastirmada yer alan katihmcilarla gergeklestirilmistir.
Kabul edilebilir ve mikemmel dizeyde uyum indekslerine sahip 30 maddelik 6lgek
olusturulmustur. 30 maddeden ve iki boyuttan olusan 6lgegin Cronbach Alpha degeri
.967 bulunmustur. Olgegin uygulanabilirligini test etmek icin mevcut veri seti ile T-testi
ve ANOVA uygulanmistir. T testi sonuglarina gore, katilimcilarin algilarinin cinsiyet ve
medeni durum degiskenlerine gore anlamh bir sekilde farkhlagmadigi sonucuna
varilmigtir. ANOVA sonuglarina gore 1-5 yil arasi kideme sahip galisanlarin, 6-10 yil ile
26 yil ve Gzeri kideme sahip c¢alisanlara gore daha olumlu orgitsel iletisim algisina
sahip olduklari belirlenmistir. Ayrica Ozel Sektérdeki calisanlarin Universite ve Sosyal
Guvenlik Kurumu galisanlarina gére daha olumlu 6rgitsel iletisim iklimi algisina sahip
oldugu gorulmustir. Diger bir sonug da Milli Egitim Bakanligi galisanlarinin tim
katilimcilardan daha olumlu 6rgutsel iletisim ortami algisina sahip olmasidir.
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Introduction

Communication is a concept that has existed throughout history, and with the increasing awareness
of its importance in the organization, today it is examined with concepts such as effective
communication, organizational communication, and communication climate. Effective communication is
one of the important and necessary components for the success of the organization (Azizoglu, 2011;
White & Chapman, 1996). Organizational communication is any form of sharing that has the meaning in
formal or informal forms, which will allow the employees of an organization to cooperate in order to
achieve the goals, to ensure that they adapt both to the organization and the environment (Karakog,
1989). Organizational communication, which essentially contains the human factor, takes place through
both formal and informal channels (Buchholz, 2001). In organizations, communication has two basic
functions, these are managerial function and relational function (White & Chapman, 1996). An effective
communication system through these two function channels ensures progress positively and effectively
for both managerial processes (ince & Giil, 2011; Wynia, Johnson, McCoy, Griffin, & Osborn, 2010) and
relational and psychological processes (Karcioglu, Timuroglu, & Cinar, 2009). In addition, organizational
communication, which is effective in eliminating confusion, providing guidance, minimizing conflicts by
providing answers to questions, establishing professional relations, and increasing motivation and
cooperation, directs both the organization and its employees (Gochhayat, Giri, & Suar, 2017).
Organizational communication is in relationship and interaction with culture (Azizoglu, 2011),
identification (Bartels, 2006; Canak & Avci, 2016; Yetim, 2010), organizational culture (Dereli, 2010;
Dincer Aydin, 2012; Somadcescu, Barbu, & Nistorescu, 2016), organizational commitment (Bayram,
2005), job satisfaction (Bulutlar & Kamasak, 2008; De Nobile & McCormick, 2008; Muchinsky, 1977),
organizational commitment (Carriere & Bourque, 2009), organizational justice (Dogan, 2002; igerli,
2010), organizational trust (Oktem, Kiziltan, & Oztoprak, 2016), organizational silence (Aktas & Simsek,
2015) and organizational climate (Muchinsky, 1977).

In addition to being in interaction with other organizational concepts, perceptions about
organizational communication, that is, an organizational communication climate is very important in
terms of organizational communication; because most of the works performed in organizations require
effective cooperation and communication with others (Kraut, Fish, Root, & Chalfonte, 1990).
Organizational communication climate is just as important for the organization as organizational
communication, because organizational communication climate is a concept that directly affects
organizational communication and is similarly affected by it (Ayundhasurya & Kurniawan, 2018). The
organizational communication climate plays an important role on organizational effectiveness (Hassan,
Magsood, & Riaz, 2011).0Organizational communication climate is one of the factors that make up
organizational climate (Nordin, Sivapalan, Bhattacharyya, Ahmad, & Abdullah, 2014) which reflects the
feelings and thoughts of the organization members about their shares within the organization, the
physical and psychological order of the organization, the relationships and interaction styles carried out
by the members of the organization (Luthans, 2010). In this context, the organizational communication
climate plays a role in the formation of the identity of the organization (Bartels, Pruyn, De Jong, &
Joustra, 2007) and differs from the organizational climate by including perceptions about the
communication elements shared with the organization and the events that occur related to these
elements (Ahsanul, 2013).

Organizational communication climate has been defined by Pace and Faules (2013) (as cited in
Ayundhasurya & Kurniawan, 2018) as a combination of the behaviors of the stakeholders,
communication events, the responses of the stakeholders, expectations from each other, conflicts and
opportunities arising for organizational growth in the organization. According to Adler et al. (2009) (as
cited in Al-Kahtani, & Allam, 2015), communication climate is a term that expresses the emotional tone
of a relationship because it reveals its own attitude, interest, value and feelings about the message,
along with the message, in order to affect the recipients of the message. In the communication network
within the organization, some rules that the communication climate imposes on the subconscious of the
employees affect the communication behavior of the employees, indirectly their employee-employer
relationships, decision-making process, organizational behavior and production (Bharadwaj, 2014).
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Organizational communication climate assumes a task like reference frame of employee activities and
shapes individual expectations, emotions and behaviors (White & Chapman, 1996).

Pace and Faules (2001) (as cited in Abdussamad, 2015; Ayundhasurya & Kurniawan, 2018) stated
that an organization's communication climate can be analyzed around six main factors: trust, joint
decision-making, honesty, (in the downward communication) openness, (in the upward communication)
willingness to listen and attention to high-performance goals. These factors can be summarized as
follows;

1. Trust: Each stakeholder in the organization should strive to establish and develop reliable
relationships, provided that they reflect on their discourse and actions to create a sense of trust.

2. Joint decision making: It should be an organizational policy to make stakeholders participate in
decision-making process especially on the basis of their expertise, consultation of ideas, communication
with senior management of all levels.

3. Honesty: Relationships in the organizations should be based on honesty. The stakeholders at each
hierarchical level, should be able to share their ideas openly with other stakeholders at any hierarchical
level.

4. (In the downward communication) Openness: Facilitation of the access of the sub-stakeholders to
the organizational information other than confidential information should be provided for the
coordination of the works and the effective execution and application of other processes.

5. (In the upward communication) Willingness to listen: In the hierarchical order, the message
conveyed by the lower level stakeholder to the upper level stakeholder is expressed as upward
communication. Members at all levels should listen to others' shares and suggestions without prejudice.
The possibility of sharing from subordinates should not be ignored.

6. Attention to high-performance goals: All stakeholders should adhere to high-performance targets
with low cost, high efficiency and high quality.

The communication climate is defined as “open communication climate”, if the information is freely
transmitted in the supportive, participatory and trusting environment; and called “close communication
climate”, if the transfer of information cannot be fully realized due to communication obstacles such as
past negative experiences, feeling of inadequacy or need for self-protection (Buchholz, 2001). An open
communication climate encourages members to communicate openly, comfortably and friendly with
other members, while a negative communication climate prevents members from communicating
openly and honestly (Ayundhasurya & Kurniawan, 2018).

Some researches present that positive organizational communication climate has positive effects on
job satisfaction (Applbaum & Anatol, 1979; Ayundhasurya & Kurniawan, 2018; Unler, Kilic, & Ciray,
2014), organizational commitment (Van Den Hooff & De Ridder , 2004), organizational identity (Bartels,
Pruyn, De Jong, & Joustra, 2007), conflict management (Nordin et al., 2014), employee performance
(Abdussamad, 2015) and organizational communication satisfaction (Ayundhasurya & Kurniawan, 2018).
Also, there are research results which show that organizational communication climate reduces the level
of role conflict (Al-Kahtani & Allam, 2015) and intention to leave work (Unler, Kilig, & Ciray, 2014).
Beside these research results Poole (1985) (as cited in Ahsanul, 2013) points out that organizational
communication climate is important in terms of associating the feelings and expectations of the
members of the organization with the organizational context and helping to explain the behavior of the
members of the organization.

Although there are various researches (e.g.: Gizir & Fakiroglu, 2019; Kamasak & Bulutlar, 2008;
Unler, Kilig, & Ciray, 2014) related to organizational communication climate in the national literature, it
was observed that communication climate was examined as a sub-dimension of organizational
communication satisfaction (e.g.: Kaynar, 2018; Koksal, 2012; Yogurtcuoglu, 2013). In addition, no scale
was found in the national literature, other than the “Communication Climate Inventory”, which was
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developed by Costigan and Schmeidler (1987) and adapted to Turkish by Ozden (2009). The scale
developed by the researchers differs in that it is aimed at measuring the perception of the
organizational communication climate in line with the contributions of different stakeholders in the
organization. In this sense, it is thought that expanding the perspective will contribute positively to the
field.

In this study, it was aimed to develop the “Organizational Communication Climate Scale” and to
examine how the perceptions of organizational communication climate of participants change according
to the variables of gender, marital status, seniority, and institution in which they work, in order to test
the functionality of the scale by making use of the relevant research.

Method
Research Design

The aim of this study was to develop the “Organizational Communication Climate Scale” and to
examine how the perceptions of organizational communication climate of participants change according
some variables. In accordance with the purpose this study was conducted as survey research. Survey
research is a systematic way of gathering information to make decisions and generate knowledge
(Sapsford, 2006).

Research Sample

In this research, participants were determined by random sampling method. Research was
conducted in Isparta province in 2019, with volunteer participants in organizations affiliated with
various state institutions (Ministry of National Education, Ministry of Health, University, Social Security
Institution) and private sector. The details of the positions of the participants, who are named in the
report according to the highest units of the organizations they serve in for ease of expression, are as
follows; the teachers working at all levels in official schools in Isparta (Ministry of National Education),
the doctors and nurses working at the Isparta City Hospital (Ministry of Health), the academic and
administrative staff of the Sileyman Demirel University (University), officers working in the Social
Security Institution Isparta Provincial Directorate (Social Security Institution) and blue and white collar
employees working in a private firm (private sector). In the first phase of the research, 15 participants
(three from each of the institutions) were interviewed, and in the second phase, trial applications were
carried out with 104 people. In the third stage, Exploratory Factor Analysis (AFA) was performed with
the data of 282 participants, and in the fourth stage, Confirmatory Factor Analysis (CFA) was made with
the data of 168 participants. The total number of participants in the research is 569 (Table 1).

Table 1.

Distribution of Participants According to Institutions
Institution Served N
University 175
Private Sector 89
Ministry of Health 85
Ministry of National Education 134
Social Security Institution 86

TOTAL 569

Organizational Communication Climate Scale Development Process

In order to develop the “Organizational Communication Climate Scale”, a detailed literature review
was carried out first. The previously developed scales and researches on the subject were examined.
After the examinations, interviews were made. After the literature review and interviews, a pool of 46
guestions was created. The content validity of the scale was tested according to the Lawshe technique.
This approach of Lawshe (1975) consists of six steps. In this process, as a first step, a group of field
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experts was formed with a total of five faculty members, including one assessment and evaluation, one
guidance and psychological counseling, one Turkish language and education, and two educational
administration. Then the candidate scale form was prepared. In the third step, expert opinions were
taken. The candidate scale form consisting of 46 items was evaluated by five experts. In the next step,
the content validity rates of the items were determined in line with the feedback of the experts. 4 items
with content validity ratio (CVR) (-1) were directly removed from the scale. In the fifth step, the content
validity indexes related to the scale were obtained. Since the content validity ratio of each of the other
items was 1, the content validity index (CVI) value was also found as 1. This value meets the minimum
value of CVI in evaluations made with 5 experts (Ayre & Scally, 2014). In the sixth and last step, the scale
was formed with 42-item. After the trial application, the actual application was carried out. A 5-point
Likert-type measurement form was used in the scale: "I strongly disagree", "I disagree", "I agree

moderately", "l agree" and "I strongly agree".
Data Analysis

SPSS 24 and LISREL 9.30 programs were used to analyze the data of the research. The data of 104
participants in the trial application of the scale and item-total correlations of the scale were examined.
According to Blylkoztlrk (2017), items with a correlation value of .30 and above are at a good level,
items with values between .20 and .30 can be changed or removed from the scale, and items with
values less than .20 must be removed from the test. As a result of the analyzes made in this direction,
two items (items 37 and 41) with the corrected item total correlation coefficient below .20 were
removed from the scale. Since it was a trial application, the reference point was chosen as .20. The item
total correlations were re-examined before the exploratory factor analysis of the main application.

In order to determine whether the data are suitable for factor analysis, the results of Kaiser-Meyer-
Olkin (KMO) sample adequacy and Barlett's sphericity tests were evaluated. Exploratory Factor Analysis
(AFA) was performed to determine the validity of the structure and Confirmatory Factor Analysis (CFA)
was applied to determine the accuracy of the factor structure obtained in line with the results. While
seeking expert opinion for content validity, internal consistency (Cronbach Alpha) values and two half-
test reliability values were calculated to determine the reliability level. Multiple fit indexes were used for
CFA and Chi-Square Goodness of Fit Test (Chi-Square Goodness), Goodness of Fit Index (GFl),
Comparative Fit Index (CFI), Normed Fit Index (NFI), Incremental Fit Index (IFl), Standardized Root Mean
Square Residua (SRMR) and Root Mean Square Error of Approximation (RMSEA) fit indexes were
examined.

Results

In the main application of the scale development process, before the analyzes to be carried out,
various analyzes of the 40-item scale were made. The data set was examined and 4 data using the same
value repeatedly were removed from the data set. The z score values of the data were checked and it
was determined that the values were acceptable (z <3.29) (Tabachnick & Fidell, 2013), that is, there
were no extreme values. Data analysis was continued with the remaining 278 data. It was observed that
the Skewness values of the data were between -.785 and .103 and the Kurtosis values were between -
.992 and .414. Since the distribution between -1 and +1 values was evaluated as a normal distribution
(Tabachnick & Fidell, 2013), it was determined that the data set showed a normal distribution.

Validity

Validity is the most critical criterion about the extent to which the measurement process performed
by a measurement tool reflects the reality and reveals whether the value that is intended to be
measured can actually be measured (Field, 2009; Kothari, 2004). Validity refers to the suitability,
accuracy, significance and usefulness of the inferences made by researchers based on the data they
have collected (Fraenkel & Wallen, 2007). The construct and content validity controls of the
measurement tool desired to be developed in this research were made; expert opinion was consulted
for content validity. Details of this process are included under the title of “Organizational
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Communication Climate Scale Development Process”. Details and data on construct validity controls are
given below.

Construct Validity

The construct validity, which confirms the consistency of the variables that the created scale actually
plans to measure with the scores obtained, reveals the parallelism of the change of the scores with the
change of conditions envisaged in theory (Tabachnick & Fidell, 2013). Item analysis was performed prior
to Exploratory Factor Analysis for construct validity, and total item correlation and discrimination of
scale items between 27% upper and lower groups were examined with independent T-test. The data of
the analysis are given in Table 2.

Table 2.
Total Item Correlation and Discrimination of Scale Items Between 27% Upper and Lower Groups Analysis
Results

Item No Total item correlation t for 27% upper and lower groups
m1l .690 16.203*
m2 .709 18.796*
m3 .670 13.830*
m4 .709 13.076*
m5 .710 15.013%*
m6 716 14.962*
m7 .740 15.069*
m8 715 13.035*
m9 .669 12.806*
m10 .789 20.068*
mll .750 16.444%*
m12 .753 17.656*
m13 .706 14.173*
m1l4 .708 15.090*
m15 .562 10.077*
m16 .706 13.542*
m17 .760 18.805*
m18 .699 14.647%*
m19 .676 14.052*
m20 761 16.850*
m21 .596 10.738*
m22 .697 13.748*
m23 .768 18.206*
m24 .570 11.243*
m25 .641 14.349*
m26 372 5.753*
m27 .753 14.188*
m28 776 16.725*
m29 .764 18.017*
m30 .694 12.364*
m31 .697 13.492*
m32 .762 16.878*
m33 .785 19.847*
m34 .689 14.196*
m35 .635 11.830*
m36 737 15.896*
m37 .644 11.522*
m38 .699 14.921*
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m39 747 15.232*

m40 410 6.980*
() n=278 *p<.01
() n1-n2=76 t> 2.56

According to Table 2, item total correlation coefficients were between .37 and .79; t values range
from 5.75 to 20.07. When Cronbach Alpha values, item total correlation coefficients and t values
(t>2.56) of 27% of the lower-upper group participants were evaluated together, it was decided that
there was no item to be removed from the scale.

Exploratory Factor Analysis

After the main application was performed with a scale of 40 items, the adequacy of the sample
number was checked before applying Exploratory Factor Analysis. Considering that the number of
samples considered sufficient to perform factor analysis should exceed 5 times the number of items
(Can, 2017), the number of data used in the analysis is sufficient. In addition, Kaiser-Meyer-Olkin (KMO)
test was applied to test the suitability of the sample size to factor analysis, and it was determined that
the KMO value was .963 and it was concluded that the sample size was suitable for factor analysis. In
addition, when Bartlett's sphericity test results are examined, it is seen that the chi-square value (=
9491.055; p <.01) was sufficient to achieve factor analysis between items. The normal distribution of
data has made it possible to use the Maximum Likelihood method. In addition, varimax rotation
technique was used.

Deciding on the number of factors

It was observed that in the factor analysis, there were 2 factors with an eigenvalue above 1 for the
40 items. The contribution of these factors to the total variance is 59.29%. When the scree plot was
examined, it was seen that there were two factors.

Scree Plot

257

o

TTIT T T T T T T T T I AT T T T T T T T 1117
4151617181920212223242526 2728293031 3233343536 37383940

Factor Number

Figure 1. Scree Plot

After the analysis, as a result of the loading value and overlap examining, it is seen that there are no
items with a factor loading below .32. But it is also seen that there are some items which have the
accepted value (.32 and above) in more than one factor with loading value difference lower than .20.
These items (31, 6, 30, 8, 26, 27, 4, 20, 16 and 22) were removed one by one, respectively. Then it was
seen that 60.1 of the total variance was explained. After these items are removed, the first factor with
16 items (1, 2,5, 7,10, 11, 14, 17, 23, 25, 28, 29, 32, 33, 38, 39) explains 33.8% of the total variance and
is named as management-based communication climate. The second factor, which consists of 14 items
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(3,9, 12, 13, 15, 18, 19, 21, 24, 34, 35, 36, 37, 40), explains 26.3% of the total variance and is named as
employee-based communication climate. The factor loading values obtained as a result of the analyzes
are given in Table 3. As seen in Table 3, the item loadings vary between .482 and .833.

Table 3.
Factor Loading Values — Common Variance
Item No Factor 1 Factor 2
033 .833
014 .804
029 .803
02 .800
023 .785
017 .780
011 .755
010 751
039 .747
038 .746
05 742
028 723
01 .698
o7 .675
032 .652
025 .598
024 .755
019 .755
035 723
037 721
021 .716
013 715
09 .706
036 .705
018 .656
034 .656
015 .655
012 .643
03 .624
040 482
Eigenvalue 15.527 3.277

Variance (%) 51.757 10.923

Explained

Total Variance 62.681

Reliability

Reliability is the measure of a test or procedure producing similar results under constant conditions
in any case (Bell, 2014). In order to compare the data obtained within the scope of the study in terms of
internal validity, the differences between the item mean scores of the lower 27% and the upper 27%
groups were examined with an independent T-test. Data related to the internal validity of the test are
given in Table 4.

407



ERYILMAZ BALLI & TULUNAY ATES — Cukurova Universitesi Egitim Fakiiltesi Dergisi, 50(1), 2021, 400-433

Table 4.
Internal Validity Data

N Avg * sd T ¢}
Lower Group (%27) 76 234+ .42 3244 01
Upper Group (%27) 76 436+ .34 ’ <

According to the independent T-test analysis results the difference between the subgroup and upper
group scores was statistically significant (p <.01). The significant difference between the groups was
evaluated as an indicator of the internal validity (consistency) (Marczyk, DeMatteo, & Festinger, 2005).
In the light of these findings, it can be said that the organizational communication climate scale
differentiates between the indicators of management-based and employee-based communication
climate and it has internal validity. In the study, the Cronbach Alpha value of the scale was found to be
.975 before the items were removed in the analyzes performed with exploratory factor analysis data set.
After some items were excluded and the scale was finalized, it was found that Cronbach Alpha value of
management-based communication climate factor is .965, Cronbach Alpha value of employee-based
communication climate factor is .942 and in general it is .967.

Confirmatory Factor Analysis

Confirmatory factor analysis was performed with the data set applied to 168 participants. 4 data
were extracted due to repeated use of the same value, and data of 164 participants were used. In the
analysis with SPSS program before DFA; mean (3.21), median (3.12) and peak value (3.82) were found to
be close to each other. It was determined that the values of Skewness (-.090) and Kurtosis (.003)
coefficients were close to zero. Upon examining the mentioned data and seeing that the normal Q-Q
plot is symmetrical, it was decided that the scale showed a normal distribution (Field, 2009). In the scale
development study before CFA, it was determined that the minimum sample number recommended in
the analyzes with the LISREL program CFA was 116. This assumption was met. Also, the data met the
univariate normal distribution, but the multivariate normality was not met. Because the normality
assumption was not met, the Diagonally Weighted Least Square was used, not the Maximum likelihood
(Simsek, 2007). Multicollinearity means that there are strong relationships between independent
variables (Orhunbilge, 2000, as cited in Albayrak, 2005). CFA application of the Organizational
Communication Climate Scale is given in Figure 2 and CFA compliance values are given in Table 5.

n,gev_{ 023 ,g—.-_| o7 U.q.\-—| ou U.aq-—| o1l

o0leE
U-qq/
U-zs
0.3.1--{ o1

Figure 2. Organizational Communication Climate Scale First Level Confirmatory Factor Analysis

0.88 n,vs\
ﬂ/m.| - |

0.45

When Figure 2 is examined, the value of the correlation coefficient (.78) between the sub-
dimensions of the scale is remarkable. This can be seen as the cause of the multicollinearity problem
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mentioned earlier. Albayrak (2005) stated that if the simple correlation coefficient between the two
independent variables is quite significant (r>75%), this may lead to multicollinearity problems. The
Pearson correlation value between the sub-dimensions of the scale was calculated with the SPSS
program and this value was found to be .69 (p <.01). In the figure, it is seen that the standardized
correlation coefficients of all items (.49 - .89) are valid (r> .30), and the error rate in items varies
between .21 and .76. When the t values were analyzed, it was found that the t values were in the range
of (1.97 - 6.16), since t> 1.96 the values obtained were significant at the level of .05.

Table 5.

Organizational Communication Scale CFA Goodness of Fit Indexes

Model Xz (lesd) RMSEA SRMR NFI CFl  GFI IFI
First Level 666.56 1.64 .08 .07 .89 .95 99 .95

Fit indexes of the model are given in Table 5. When examining the fit indexes of the model tested
with CFA, compliance values stated by Schermelleh-Engel, Moosbrugger and Miller (2003) and
Schumacker and Lomax (2004) are considered. Accordingly, in CFA; .05 <RMSEA < .08, .05 <SRMR < .10,
.90 <NFI £ .95, .95 <CFI < .97 are acceptable fit range; XZ/ sd <2, .95< GFl £.10 and .95< IFI £ .10 are
good fit range. The compliance values obtained in the study RMSEA = .08; SRMR = .07; CFl = .95 are at
acceptable fit range and y’= 666.56; sd = 404; y° / sd = 1.64; GFI = .99; IFI = .95 are at good fit range. In
addition, the value of NFI = .89, which is sensitive to the number of samples (Hooper, Coughlan, &
Mullen, 2008), is very close to acceptable value. Therefore, in the model obtained, it can be said that the
factors are confirmed by the data, the two-dimensional structure of the scale is confirmed, and the scale
is feasible.

Organizational Communication Climate Scale Application Results

With the organizational communication climate scale developed by the researchers, it was examined
whether the perceptions of the participants towards the communication climate in the organizations
they work differed by gender, marital status, seniority and the institution in which they are employed. T-
test was applied for gender and marital status variables, and ANOVA was used for seniority and
institution variables.

Gender

For the gender variable, the distribution of the continuous variable in the groups was checked before
the T-test and it was observed that it had a normal distribution (for women Skewness: -.129, Kurtosis: -
.403; for men Skewness: .019, Kurtosis: -.150).

Table 6.
T-test Results for Gender
Variable Gender N X Sd T nz
Organizational Women 234 3.27 .81
Elc;nn::;;mcatlon Men 208 396 72 .068 .00

In the independent samples T-test, group variances were found to be equal (sig. = .095, p> .05).
However, according to the results given in Table 6, there was no significant difference in the perceptions
of women (x= 3.27, Sd = .81) and men (x= 3.26, Sd = .74) towards the organizational communication
climate [t (440) = .95, I’]2 =.00, p>.05].

Marital status

For the marital status variable, the distribution of the continuous variable in the groups was checked
before the T-test and it was observed that it had a normal distribution (for the single Skewness: -.302,
Kurtosis: .087; for the married Skewness: -.015, Kurtosis: -.425).
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Table 7.

T-test Results for Marital status

Variable Marital status N x Sd t nz
Organizational Single 86 3.13 .78

Cgmmunlcatlon Married 356 330 78 -1.85 .00
Climate

In the independent samples T-test, group variances were found to be equal (sig. = .827, p> .05).
However, according to the results given in Table 7, no significant difference was found in the
perceptions of single people (X = 3.13, Sd = .78) and married people (X= 3.30, Sd = .78) towards
organizational communication climate [t (440) = -1.85, I’]2 =.00, p> .05].

Seniority

For the seniority variable, the distribution of the variable in the groups was checked before ANOVA
and displayed normal distribution (1-5 years Skewness: -.269, Kurtosis: .382; 6-10 years Skewness: .242,
Kurtosis: - .339; 11-15 years Skewness: .209, Kurtosis: -.068; 16-20 years Skewness: .029, Kurtosis: -.513;
21-25 years Skewness: -.871, Kurtosis: 1.519; 26 years and above Skewness: .087, Kurtosis: -.501). In
addition, according to the Levene test result, group variances provide the assumption of homogeneity
(sig. =.381, p>.05).

Table 8.

Descriptive Statistics According to the Seniority Variable
Seniority N x Sd
1-5 years 77 3.50 .67
6-10 years 97 3.10 .75
11-15 years 92 3.22 77
16-20 years 69 3.26 .80
21-25 years 53 3.53 .78
26 years and above 54 3.05 .85

Descriptive statistics related to seniority variable are given in Table 8. It is seen that the averages of
the groups varied between 3.05 and 3.53.

Table 9.
ANOVA Results According to the Seniority Variable

Sum of Squares df Mean Square F n’
Between Groups 13.543 5 2.709
Within Groups 254,523 436 .584 4.640 .05
Total 268.066 441
p<.001

ANOVA results among the single-factor groups, which were carried out according to the seniority
variable regarding the perceptions of the employees towards the organizational communication climate,
are presented in Table 9. Accordingly, a significant difference was found in employee perceptions of
organizational communication climate by seniority. [F (5436 = 4.640, nz = .05, p <.00]. Scheffe post hoc
test was applied to determine between which groups the differences are, and it is determined that
employees with seniority between 1-5 years have a more positive organizational communication climate
perception than those who have seniority between 6-10 years and 26 years or more. Findings show that
seniority has a moderate (r]2 = .05) influence on the perceptions of organizational communication
climate.
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Institution served

The distribution of the variable in the groups was controlled for the variable of the institution served
before ANOVA and it showed normal distribution (for University Skewness: -.065, Kurtosis: .069; for
Private Sector Skewness: .033, Kurtosis: .063; for Ministry of Health Skewness: .226, Kurtosis: -.037; for
Ministry of National Education Skewness: -.561, Kurtosis: -.635; for Social Security Institution Skewness:
.017, Kurtosis: -.156). According to Levene test results, group variances were not homogenous (sig. =
.037, p < .05).

Table 10.

Descriptive Statistics According to Institution Served

Institution Served N x Sd
University 151 3.03 77
Private Sector 76 3.42 .61
Ministry of Health 63 3.15 .61
Ministry of National Education 94 3.75 .80
Social Security Institution 58 3.03 74

Descriptive statistics related to the variable of the institution served are given in Table 10. It is seen
that the averages of the groups changed between 3.03 and 3.75.

Table 11.
ANOVA Results According to Institution Served
Sum of Squares df Mean Square  F n’
Between Groups 36.137 4 9.034
Within Groups 231.929 437 0.531 17.022 13
Total 268.066 441
p< .00

ANOVA results among the single-factor groups, which were carried out according to the institution
served variable, are given in Table 11. Robust Tests of Equality of Means was carried out since there was
not homogeneous distribution.

Table 12.
Robust Tests of Equality of Means

Statistic’ df1 df2 Sig.
Welch 15.099 4 186.898 .000
Brown-Forsythe 17.991 4 374.898 .000

Robust Tests of Equality of Means results are presented in Table 12. Accordingly, a significant
difference has been found in the perceptions of the organizational communication climate of the
employees according to the institution served. [Welch F (41565 = 15.099, p < .00]. The Tamhane T2 post
hoc test, which is preferred because it is more conservative to determine the differences among the
groups, has been applied. According to post hoc test results employees in Private Sector have more
positive organizational communication climate perceptions than employees at University and in Social
Security Institution. Another result of post hoc test shows that employees in Ministry of National
Education have more positive organizational communication climate perceptions than all the
participants (from University, Private sector, Ministry of Health and Social Security Institution). Findings
show that institution served has a high (r]2 = .13) influence on the perceptions of organizational
communication climate.

Discussion & Conclusion

In this study, a scale was developed in order to determine employees' perceptions of organizational
communication climate. The Cronbach Alpha value of the scale consisting of 30 items and two
dimensions was found .967. The first dimension, consisting of 16 items explains 33.8% of the total
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variance. The Cronbach Alpha value of this dimension, which is called the management-based
organizational communication climate, is .965. The second dimension, consisting of 14 items explains
26.3% of the total variance. The Cronbach Alpha value of this dimension, which is called the employee-
based organizational communication climate, is .942. As a result of the CFA performed, it was seen that
the compliance values of the scale were at acceptable and excellent levels. There is not any reverse-
scored item in the scale. A high score on the scale means that the perceived organizational
communication climate is positive. Since both public and private sector employees from various
industries were involved in the process of developing the scale, the scale can be used to reveal the
current status of organizations in different fields regarding the organizational communication climate.

In order to test the feasibility of the scale, T-test and ANOVA were applied with the current data set.
According to the T-test results, it was concluded that the perceptions of the participants towards the
organizational communication climate did not differ significantly according to the gender variable. In the
researches of Bal (2013) and Kdksal (2012) communication climate was examined as a sub-dimension of
communication satisfaction. In the research of Bal (2013) participants were nurses in health institutions.
Participants of Koksal’s (2012) research were teachers working in primary schools. Similar to the current
study, both of the researchers stated that there was no significant difference in employees' perception
of communication climate in terms of gender variable.

As a result of the T-test, it was concluded that the perceptions of the participants in the research
towards the organizational communication climate did not differ significantly according to the marital
status. Similarly, Bal (2013) concluded that marital status did not make a significant difference in
perception of communication climate.

According to ANOVA results related to seniority, it has been determined that employees with
seniority between 1-5 years have more positive organizational communication perceptions than those
who have seniority between 6-10 years and 26 years or more. While Kéksal (2012) stated that there was
no significant difference in employee perceptions of communication climate according to the seniority
variable, Bal (2013) concluded that health workers working for less than 1 year had a more positive
communication climate perception than other employees. Similarly, Yogurtcuoglu (2013) examined the
communication climate as a sub-dimension of organizational communication satisfaction and found that
the employees with 1-5 years seniority have higher averages (3.38) than those with other seniorities.
That is, he stated employees with low seniority had more positive perceptions. In the current study and
similar studies (e.g. Bal, 2013; Yogurtcuoglu, 2013), the employees who have less working time,
especially in the first years of working life, have more positive organizational communication climate
perceptions than other employees. Negative experiences and problems in the organization may increase
over time or the perception of burnout that emerged over time may reinforce the negative perceptions.
When various concepts related to organization are examined, it is seen that employees' perceptions
towards concepts such as organizational commitment (Ozutku, 2008), organizational justice (Korkut,
2019), organizational silence (Kahveci & Demirtas, 2013) also vary with seniority. This may be because of
the different experiences employees had in their organizations over the years. And also, there may be
differences in their view of situations and events, their expectations from the organization and their
evaluations compared to previous years related to the traces of their working life in the process.

According to the ANOVA results related to institution served, it was found that employees in Private
Sector have more positive organizational communication climate perceptions than employees at
University and in Social Security Institution. Another result was that employees in Ministry of National
Education have more positive organizational communication climate perceptions than all the
participants (from University, Private sector, Ministry of Health and Social Security Institution). Similarly,
Gul and Sezici (2017), examined the organizational communication climate perceptions of three
different departments, OMKAN (an economic enterprise), OMEK (educational institution) and OMTEL
(hotel), of OMU Foundation Economic Enterprise. As a result of their research they stated that
perceptions of employees in different institutions differed significantly and this may be due to the
unique characteristics of the institutions. Kéksal (2012), who conducted a similar study with teachers in
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educational institutions, concluded that there was a significant difference in the communication climate
perceptions of teachers in favor of private primary education teachers according to public and private
sector variables. The differentiation of educational organizations from other organizations in terms of
their structure and purposes (Toprakgl, 1995), the meanings attributed to "teacher" and "teaching
profession" (Kog, 2014), and the difference in the relationship between stakeholders of education
involved in the processes, can be shown as factors that contribute to having more positive perceptions
of organizational communication climate. According to the results obtained in the current research,
considering the high level of influence on the organizational communication climate perceptions of the
institution, it can be said that the institution served is an important variable in terms of perceived
organizational communication climate. It is possible that the resulting significant difference is a result of
the various characteristics of different organizational structures, different lives and organizational
requirements, and should be investigated in depth.

It is important for the organizations to determine the employee perceptions towards the
organizational communication climate (Nordin et al., 2014), which has a high level of contribution to
organizational activity and success, from different perspectives, accurately and reliably, in order to
change the existing perceptions positively. The “Organizational Communication Climate Scale”
developed by the researchers is a valid and reliable scale that will serve this purpose. There is a limited
number of researches in the national literature on the organizational communication climate.
Considering the importance of the subject, it can be said that more studies are needed to increase the
awareness on the subject and to carry out the necessary actions to create positive organizational
communication climates. It is anticipated that this developed scale will shed light on new research in this
sense.

During this research process, all the rules in the "Higher Education Institutions Scientific Research
and Publication Ethics Directive" were followed, and no activity, may cause violation of the ethical rule,
was carried out.
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Tiirkge Siirimui

Giris

iletisim, tarih boyunca var olmus bir kavramdir ve &rgiitteki 5nemine yénelik farkindaligin artmasiyla
ginimuizde etkili iletisim, 6rgltsel iletisim, iletisim iklimi gibi kavramlarla irdelenmektedir. Etkili iletisim
orgltin basarisi icin 6nemli ve gerekli bilesenlerden biridir (Azizoglu, 2011; White ve Chapman, 1996).
Orgiitsel iletisim, bir drgiitteki calisanlarin amaglara ulasmak icin aralarinda var olmasi gereken is birligini
kuracak gerek orglite gerekse g¢evreye uyumlarini saglayacak, bigimsel veya bigimsel olmayan formlarda
anlama sahip her tiirli paylasimlaridir (Karakog, 1989). Oziinde insan faktdriinii barindiran &rgitsel
iletisim gerek resmi gerekse gayri resmi kanallar araciligiyla gerceklesir (Buchholz, 2001). Orgiitlerde
iletisimin yonetsel ve iliskisel olmak tzere iki temel fonksiyonu vardir (White ve Chapman, 1996). Bu iki
fonksiyon kanaliyla etkili bir iletisim sistemi hem yonetsel siireglerin (ince ve Giil, 2011; Wynia, Johnson,
McCoy, Griffin ve Osborn, 2010) hem de iliskisel ve psikolojik stireclerin (Karcioglu, Timuroglu ve Cinar,
2009) olumlu ve etkili sekilde ilerlemesini saglamaktadir. Bunun yaninda karmasanin giderilmesinde,
rehberlik saglanmasinda, sorulara cevap bulunmasini saglama yoluyla ¢atismalarin en aza inmesinde,
profesyonel iliskiler kurulmasinda, motivasyonun ve is birliginin artmasinda etkili olan 6rgiitsel iletisim
hem 6rglite hem de 6rgiit ¢alisanlarina yon verir (Gochhayat, Giri ve Suar, 2017).

Orgiitsel iletisim; kiltlr (Azizoglu, 2011), 6zdeslesme (Bartels, 2006; Canak ve Avci, 2016; Yetim,
2010), orgut kiltura (Dincer Aydin, 2012; Dereli, 2010; Somacescu, Barbu ve Nistorescu, 2016), orgiitsel
baghhk (Bayram, 2005), is doyumu (Bulutlar ve Kamasak, 2008; De Nobile ve McCormick, 2008;
Muchinsky, 1977), érgiitsel adanmishk (Carriere ve Bourque, 2009) , érgiitsel adalet (Dogan, 2002; icerli,
2010), érgiitsel giiven (Oktem, Kiziltan ve Oztoprak, 2016), érgiitsel sessizlik (Aktas ve Simsek, 2015) ve
orgit iklimi (Muchinsky, 1977) kavramlari ile karsilikli iliski ve etkilesim igerisindedir.

Diger orgltsel kavramlarla etkilesimin yaninda, érgitlerde gergeklestirilen islerin bircogunun etkili bir
ishirligi ve bagskalari ile iletisim kurmayi gerektiriyor olmasi (Kraut, Fish, Root ve Chalfonte, 1990)
sebebiyle de orgltsel agidan ¢ok dnemli bir kavram olan &rgiitsel iletisime yonelik algilar yani orgutsel
iletisim iklimi de 6rgiit icin en az orgltsel iletisim kadar 6nem tasimaktadir ¢linki 6rgitsel iletisim iklimi
dogrudan orgltsel iletisimi etkileyen ve benzer sekilde ondan etkilenen bir kavramdir (Ayundhasurya ve
Kurniawan, 2018). Orgiitsel etkililik izerinde 6nemli bir rol oynayan 6rgiitsel iletisim iklimi (Hassan,
Magsood ve Riaz, 2011), 6rgit Gyelerinin 6rglt icerisindeki paylasimlarina, érgitin fiziksel ve psikolojik
diizenine, 6rgit UGyelerince yurutilen iliskilere ve etkilesim sekillerine yonelik duygu ve dislincelerini
yansitan orgit iklimini (Luthans, 2010) meydana getiren unsurlardan biridir (Nordin, Sivapalan,
Bhattacharyya, Ahmad ve Abdullah, 2014). Bu baglamda orgiitiin kimliginin olusumunda da pay sahibi
olan orgutsel iletisim iklimi (Bartels, Pruyn, De Jong ve Joustra, 2007), orgltte paylasilan iletisim
unsurlarina ve bu unsurlarla ilgili olarak meydana gelen olaylara yonelik algilari icermesi (Ahsanul, 2013)
bakimindan orgit ikliminden farkhlasir.

Orgiitsel iletisim iklimi Pace ve Faules (2013) tarafindan érgiitteki paydaslarin davranislarinin, iletisim
olaylarinin, paydaslarin birbirlerine karsi tepkilerinin, birbirlerinden beklentilerinin, yasanan g¢atismalarin
ve orgltsel blylme icin dogan firsatlarin birlesimi olarak tanimlanmistir (Pace ve Faules, 2013’ten Akt.
Ayundhasurya ve Kurniawan, 2018). Adler ve arkadaslarina (2009) gore, iletisim iklimi bir iliskinin
duygusal tonunu ifade eden bir terimdir ¢linki iletisim siirecinde paylasimda bulunan yani mesaji
gonderen, mesajin alicilarini etkilemesi icin mesajla beraber mesaja dair kendi tutum, ilgi, deger ve
duygularini ortaya cikarir ve mesaji bunlarla beraber iletir (Adler ve dig., 2009’dan Akt. Al-Kahtani ve
Allam, 2015). Orgiitteki iletisim agi icinde iletisim ikliminin, calisanlarin bilingaltina yerlestirdigi baz
kurallar galisanlarin iletisim davranislarini ve dolayh olarak da Ust-alt iliskilerini, karar alma sirecini,
drgiitsel davranislari ve Uretimi etkilemektedir (Bharadwaj, 2014). Orgiitsel iletisim iklimi, adeta ¢alisan
faaliyetlerinin referans gercgevesi gibi bir gorev Ustlenir ve bireysel beklentileri, duygu ve davranislarini
sekillendirir (White ve Chapman, 1996).
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Pace ve Faules (2001) bir 6rgutln iletisim ikliminin gliven, ortak karar, darustlik, agikhk, dinleme
istegi ve performans odaklilik olmak Uzere alti ana faktor ¢cevresinde analiz edilebilecegini belirtmislerdir
(Pace ve Faules, 2001’den Akt. Abdussamad, 2015; Ayundhasurya ve Kurniawan, 2018). Bu faktorler
kisaca su sekilde 6zetlenebilir;

1. Guven: Orgltteki her bir paydas, gliven algisi yaratmak icin sdylemlerine ve eylemlerine yansitmak
kosuluyla glvenilir iliskiler kurmak ve gelistirmek adina ¢aba sarf etmelidir.

2. Ortak karar verme: Alinacak kararlarda, ozellikle uzmanhk alani esas alinarak, her diizeyden
paydasin karara katilimi, fikirlerine bagvurulmasi, tst yonetimle iletisim kurmalari orgit politikasi haline
getirilmelidir.

3. Diristlik: Orgitteki iliskilerin, dirtstlik Gzerine kurulmus ve her bir hiyerarsik seviyedeki
paydasin fikirlerini diger paydaslarla agik¢a paylasabilecegi bir atmosferde siirebilmesi gerekmektedir.

4. (Asagl dogru iletisimde) Aciklik: islerin koordinesi ve diger siireglerin etkili bir sekilde yiiriiyebilmesi
icin alt paydaslarin gizli bilgiler disindaki 6rgutsel bilgilere erisimleri konusunda kolaylk saglanmalidir.

5. (Yukari dogru iletisimde) Dinleme istegi: Hiyerarsik diizende alt diizeydeki paydasin Ust diizeydeki
paydasa ilettigi mesaj yukari dogru iletisim olarak ifade edilmektedir. Tim seviyelerdeki Uyeler,
digerlerinin paylagimlarini ve Onerilerini dnyargisiz olarak dinlemelidir. Astlardan gelen paylagimlarin
uygulanabilir olma olasiligl gbz ardi edilmemelidir.

6. Yuksek performansli hedeflere dikkat: Tim paydaslar disik maliyetle, yiksek verim ve yiksek
kalite ortaya koyacak yiiksek performansh hedeflere bagl kalmali, ortaya ¢ikan iriin ve performansin
tiim paydaslar icin 6nem tasidigi ve hepsini ilgilendirdigi unutulmamaldir.

Destekleyici, katimci ve glvene dayali bir ¢cevrede bilginin 6zgiirce aktarnldigi iletisim iklimini agik
iletisim iklimi; gegmis olumsuz tecriibeler, yetersizlik hissi veya kendini koruma ihtiyaci gibi iletisim
engelleri sebebiyle bilgi aktariminin tam anlamiyla gerceklesemedigi iletisim iklimi ise kapali iletisim
iklimi olarak tanimlanir (Buchholz, 2001). Agik bir iletisim iklimi, Gyelerini agik, rahat ve diger tyelerle
dostga iletisim kurmaya tesvik ederken olumsuz bir iletisim iklimi Uyelerin agik ve dirist bir sekilde
iletisim kurabilmelerini engeller (Ayundhasurya ve Kurniawan, 2018).

Olumlu orgitsel iletisim ikliminin is doyumu (Applbaum ve Anatol, 1979; Ayundhasurya ve
Kurniawan, 2018; Unler, Kilig ve Ciray, 2014), 6rgiitsel adanmuislik (Van Den Hooff ve De Ridder, 2004),
orgtitsel kimlik (Bartels, Pruyn, De Jong ve Joustra, 2007), ¢atisma yonetimi (Nordin ve dig., 2014),
¢alisanlarin performansi (Abdussamad, 2015), 6rgiitsel iletisim tatmini (Ayundhasurya ve Kurniawan,
2018) kavramlari Gzerinde olumlu etkilere sahip oldugunu; rol gatismasi (Al-Kahtani ve Allam, 2015) ve
isten ayrilma niyetini (Unler, Kilig ve Ciray, 2014) azalttigini gdsteren ve orgiitsel iletisim ikliminin
6nemini ortaya koyan arastirmalar mevcuttur. Ayrica Poole (1985, akt. Ahsanul, 2013) 6rgitsel iletisim
ikliminin; 6rgat Gyelerinin duygularini ve beklentilerini orgitsel baglam ile iliskilendirmesi ve orgit
yelerinin davranislarini agiklamaya yardimci olmasi bakimindan énem tasidigina dikkat cekmektedir.

Ulusal alanyazinda érgiitsel iletisim iklimi ile alakali gesitli arastirmalar (Orn: Gizir ve Fakiroglu, 2019;
Kamasak ve Bulutlar, 2008; Unler, Kili¢ ve Ciray, 2014) bulunmakla birlikte, bazi arastirmalarda iletisim
ikliminin &rgitsel iletisim doyumunun bir alt boyutu olarak incelendigi gézlemlenmistir (Orn: Kaynar,
2018; Koksal, 2012; Yogurtguoglu, 2013). Ayrica ulusal alanyazinda iletisim iklimin 6lgmeye yonelik,
orijinali Costigan and Schmeidler (1987) tarafindan gelistirilen ve Ozden (2009) tarafindan Tiirkce’ye
uyarlanan “iletisim iklimi Envanteri” disinda bir &lcege rastlanmamistir. Arastirmacilar tarafindan
gelistirilen Olgek orgltsel iletisim ikliminin oOrgitteki farkh paydaslarin katkilari dogrultusunda
algilanmasini 6lgmeye yonelik olmasi bakimindan farklilk gdstermektedir. Bu anlamda perspektifin
genisletilmis olmasinin alana olumlu katkilar saglayacagi diisinilmektedir.

Bu arastirmada konuya iliskin arastirmalardan yararlanilarak hem orgiitsel iletisim iklimi olcegi
gelistirmek hem de 6lgegin islerligini test etmek adina orguitsel iletisim iklimi algilarinin cinsiyet, medeni
durum, kidem ve gorev yapilan kurum degiskenlerine gore nasil degistigini incelemek amaglanmaktadir.
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Yéntem
Arastirma Deseni

“Orgiitsel iletisim iklimi Olcegi” ni gelistirmeyi amagclayan bu calismada, karar verme ve bilgi Giretmek
icin bilgi toplamanin sistematik bir yolu olan (Sapsford, 2006) tarama arastirmasi deseni kullaniimistir.

Calisma Grubu

)

“Orgiitsel iletisim iklimi Olgegi”nin gelistirilmesi amaciyla gerceklestirilen, tarama modelindeki bu
arastirmada katilimcilar rasgele ornekleme yontemiyle belirlenmistir. 2019 yilinda Isparta ilinde
gerceklestirilen bu arastirmada ¢esitli devlet kurumlarina bagh érgutlerde (Millt Egitim Bakanligi, Saglik
Bakanligi, Universite, Sosyal Giivenlik Kurumu) ve 6zel sektdrde gdrev yapan arastirmada katilmaya
gonilli katilimcilar yer almaktadir. ifade kolayligl adina raporlamada gérev yaptiklar érgiitler en (st
birimlerine gore isimlendirilmis olan katilimcilarin 6rgltteki pozisyonlarina dair detaylar soyledir; Milli
Egitim Bakanhgl Isparta’daki resmi okullarda tim kademelerde goérev yapan o6gretmenleri, Saghk
Bakanligi Isparta Sehir Hastanesi’'nde gérev yapan doktor ve hemsireleri, Universite Siileyman Demirel
Universitesi'nde goérev yapan akademik ve idari personeli, Sosyal Giivenlik Kurumu Isparta il
Mudurligi’nde gorev yapan memurlari ve 0zel sektor 6zel bir firmada goérev yapan mavi ve beyaz
yakalilari ifade etmektedir. Arastirmanin ilk asamasinda belirtilen kurumlarin her birinden (ger kisi
olmak (izere toplamda 15 katilimci ile gérisme yapilmig, ikinci asamasinda 104 kisi ile deneme
uygulamasi gerceklestirilmistir. Uclincii asamasinda Isparta ilindeki 282 katilimcinin verisi ile Agimlayici
Faktoér Analizi (AFA), dordinci asamada ise 168 katilimcinin verisi ile Dogrulayici Faktér Analizi (DFA)
yapilmistir. Arastirmadaki toplam katilimci sayisi 569’dur (Tablo 1).

Tablo 1.

Katihmcilarin kurumlara gére dagilimi
Gorev Yapilan Kurum N
Universite 175
Ozel Sektér 89
Saglik Bakanhgi 85
Milli Egitim Bakanlhigi 134
Sosyal Giivenlik Kurumu 86

TOPLAM 569

Orgiitsel iletisim iklimi Olgegi Gelistirme Siireci

“Orgiitsel iletisim iklimi Olcegi”’nin gelistiriimesi icin ®ncelikle detayli bir alanyazin taramasi
gerceklestirilmistir. Konuyla ilgili olarak daha 6nce gelistirilmis Olgekler ve arastirmalar incelenmistir.
Yapilan incelemeler sonrasinda gérlismeler yapilmistir. Alanyazin taramasi ve gériismeler sonrasinda 46
soruluk madde havuzu olusturulmustur.

Olgegin kapsam gegerligi Lawshe teknigine gére test edilmistir. Lawshe’in (1975) bu yaklasimi alti
adimdan olusmaktadir. Bu siiregte ilk adim olarak bir 6lgme ve degerlendirme, bir rehberlik ve psikolojik
danismanlik, bir Turk Dili ve egitimi, iki egitim yonetimi olmak (izere toplam bes 6gretim dyesi ile alan
uzmanlari grubu olusturulmustur. Ardindan aday dlgek formu hazirlanmistir. Uglincii adimda uzman
gorislerine basvurulmustur. 46 maddeden olusan aday Ol¢cek formu bes uzman tarafindan
degerlendirilmistir. Bir sonraki adimda uzmanlarin dontleri dogrultusunda maddelere iliskin kapsam
gecerlik oranlari belirlenmistir. Kapsam gecerlik orani (KGO) (-1) olan 4 madde o6lgekten dogrudan
cikartilmistir. Besinci adimda olgege iliskin kapsam gecerlik indeksleri elde edilmistir. Diger maddelerin
her birinin kapsam gegerlik orani 1 oldugundan kapsam gegerlik indeksi (KGi) degeri de 1 olarak
bulunmustur. Bu deger 5 uzmanla gergeklestirilen degerlendirmelerde KGO’larin minimum degerini
karsilamaktadir (Ayre ve Scally, 2014). Altinci ve son adimda ise Olcege 42 maddelik hali verilmistir.
Olusturulan 6lcek ile deneme uygulamasi, ardindan da asil uygulama gerceklestirilmistir. Olcekte
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“kesinlikle katilmiyorum”, “katilmiyorum”, “orta derecede katiliyorum”, “katiliyorum” “kesinlikle
katiliyorum” seklinde 5'li likert tipi 6lgme formu kullaniimistir.

Verilerin Analizi

Arastirmanin verilerinin analizinde SPSS 24 ve LISREL 9.30 programlari kullanilmistir. Olgegin deneme
uygulamasindaki 104 katilimcinin verileri ile 6lgegin madde toplam korelasyonlari incelenmistir.
Blylikoztiurk’e (2017) gore .30 ve Ustl korelasyon degerine sahip olan maddelerin ayirt ediciligi iyi
diizeydedir, .20-.30 arasinda degere sahip maddeler degistirilebilir ya da dlgekten ¢ikartilabilir, .20’den
disik degere sahip maddeler ise testten gikartiimalidir. Bu dogrultuda yapilan analizler sonucunda
Olcekte dizeltilmis madde toplam korelasyon katsayisi .20’nin altinda olan iki madde (37. ve 41.
maddeler) 6lgekten gikartilmistir. Deneme uygulamasi oldugu igin referans noktasi .20 olarak segilmistir.
Ana uygulama sonrasinda gerceklestirilecek olan agimlayici faktér analizi 6ncesi madde toplam
korelasyonlari incelemesi tekrar gerceklestirilmistir.

Verilerin faktor analizine uygun olup olmadigini tespit etmek icin Kaiser-Meyer-Olkin (KMO)
orneklem yeterliligi ve Barlett kiiresellik testleri sonuglari degerlendirilmistir. Yapi gecerliginin tespiti icin
acimlayici faktor analizi (AFA) gergeklestirilmis ve sonuglar dogrultusunda elde edilen faktor yapisinin
dogrulugunu tespit etmek amaciyla dogrulayici faktor analizi (DFA) uygulanmistir. Kapsam gegerliligi icin
uzman gorusiine basvurulurken, gtivenirlik diizeyinin tespiti igin i¢ tutarlik (Cronbach Alpha) degerleri ve
iki yari test glvenirlik degerleri hesaplanmistir. DFA icin ¢oklu uyum indeksleri kullanilmis ve Ki-Kare
Uyum Testi (Chi-Square Goodness), iyilik uyum indeksi (GFI), karsilastirmali uyum indeksi (CFl),
normlastiriimis uyum indeksi (NFI), fazlalik uyum indeksi (IFl), standardize edilmis ortalama hatalarin
karekoki (SRMR) ve yaklasik hatalarin ortalama karekokii (RMSEA) uyum indeksleri incelenmistir.

Bulgular

Bu Olgek gelistirme siirecinin asil uygulamasinda, gerceklestirilecek analizler éncesinde 40 maddelik
olgege dair gesitli analizler yapilmistir. Veri seti incelenmis ve ayni degeri tekrarh kullanan 4 veri, veri
setinden gikartiimistir. Verilere ait z score degerleri kontrol edilmis, degerlerin kabul edilebilir oldugu (z <
3.29) (Tabachnick ve Fidell, 2013), yani u¢ deger bulunmadigi tespit edilmistir. Veri analizine geri kalan
278 veriyle devam edilmistir. Verilerin carpiklik degerlerinin -0.785 ile 0.103 degerleri arasinda, basiklik
degerlerinin -0.992 ile 0.414 arasinda oldugu gorilmustir. -1 ile +1 degerleri arasindaki dagilim normal
dagihm olarak degerlendirildiginden (Tabachnick ve Fidell, 2013) veri setinin normal dagihm gosterdigi
belirlenmistir.

Gegerlik

Gegerlilik bir 6lgme aracinin gergeklestirdigi 6lgcme isleminin gergegi ne diizeyde yansittigi ile ilgili en
kritik kriterdir ve gercekte 6lciilmek istenen degerin ol¢llip Olcllemedigini ortaya koyar (Field, 2009;
Kothari, 2004). Gegerlilik, arastirmacilarin topladiklari verilere dayanarak vyaptiklari c¢ikarimlarin
uygunlugunu, dogrulugunu, anlamlihigini ve kullanishligini ifade eder (Fraenkel ve Wallen, 2007). Bu
arastirmada gelistirilmek istenen 6lgme aracinin yapi ve kapsam gecerligi kontrolleri yapilmis; kapsam
gecerligi icin uzman gériisiine basvurulmustur. Bu siirece ait detaylar “Orgiitsel iletisim iklimi Olcegi
Gelistirme Sureci” bashgl altinda yer almaktadir. Yapi gecerligi kontroliine dair detaylar ve veriler ise
asagida yer almaktadir.

Yapi Gegerligi

Olusturulan o6lgegin gercekte dlgmeyi planladigl degiskenlerin elde edilen puanlarla uyumunu teyit
eden yapi gecerligi, teoride 6ngorilen kosullarin degisimiyle puanlarin degisiminin paralelligini ortaya
koyar (Tabachnick ve Fidell, 2013).

Yapi gecerligi icin agimlayici faktér analizi 6ncesinde madde analizi yapilmis, toplam madde
korelasyonu ve 6lgek maddelerinin %27 alt-list gruplar arasi ayirt ediciligi bagimsiz gruplar igin T-testi ile
incelenmistir. Analize ait veriler Tablo 2’de verilmistir.
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Tablo 2.

Madde Toplam Korelasyonu ve Alt — Ust Grup Analiz Sonuclari

Madde Toplam madde t Alt - Ust Grup (% 27)

Numarasi korelasyonu
m1l .690 16.203*
m2 .709 18.796*
m3 .670 13.830%*
m4 .709 13.076*
m5 .710 15.013*
m6 716 14.962*
m7 .740 15.069*
m8 715 13.035%*
m9 .669 12.806*
m10 .789 20.068*
mll .750 16.444%*
m12 .753 17.656*
m13 .706 14.173*
ml4 .708 15.090*
m15 .562 10.077*
ml6 .706 13.542%*
ml7 .760 18.805*
ml18 .699 14.647%*
m19 .676 14.052*
m20 .761 16.850*
m21 .596 10.738*
m22 .697 13.748*
m23 .768 18.206*
m24 .570 11.243*
m25 .641 14.349*
m26 372 5.753*
m27 .753 14.188*
m28 776 16.725*
m29 .764 18.017*
m30 .694 12.364*
m31 .697 13.492*
m32 .762 16.878*
m33 .785 19.847*
m34 .689 14.196*
m35 .635 11.830%*
m36 737 15.896*
m37 .644 11.522*
m38 .699 14.921%*
m39 747 15.232%*
m40 410 6.980*

(") n=278 *p < .01
(*) n1-n2=76 t> 2.56

Tablo 2’'ye gére madde toplam korelasyonu katsayilari .37 ile .79; t degerleri 5.75 ile 20.07 arasinda
degisiklik gbstermektedir. Cronbach Alfa degerleri, madde toplam korelasyonu katsayilari ve %27 lik alt-
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Ust gruptaki katiimcilarin t (t>2.56) degerleri birlikte degerlendirildig§inde 6lgekten gikariimasi gereken
madde olmadigina karar verilmistir.

Ag¢imlayici Faktor Analizi

Ana uygulama 40 maddelik 6lgekle gerceklestirildikten sonra agimlayici faktor analizi uygulamasindan
once o6rneklem sayisinin yeterliligi kontrol edilmistir. Faktor analizinin gergeklestirilebilmesi icin yeterli
sayllan 6rneklem sayisinin madde sayisinin 5 katini agsmasi gerektigi (Can, 2017) g6z 6niinde alindiginda
analizde kullanilan veri sayisinin yeterli dizeyde oldugu goériilmektedir. Ayrica 6rneklem buyukliginin
faktor analizine uygunlugunu test etmek amaciyla Kaiser-Meyer-Olkin (KMO) testi uygulanmis ve KMO
degerinin .963 oldugu belirlenmis ve 6rneklem buyikliglnun faktér analizi yapmak igin uygun oldugu
sonucuna varilmistir. Bunun yaninda Bartlett kiiresellik testi sonuglari incelendiginde, elde edilen ki-kare
degerinin (c2=9491.055; p<.01) maddeler arasinda faktor analizi yapmaya yeterli diizeyde iliskinin var
oldugu gorulmdistir. Verilerin dagiliminin normal olmasi Maximum Likelihood metodunun kullanimina
olanakli kilmistir. Bunun yaninda varimax dondirme teknigi kullaniimistir.

Fakto6r sayisina karar verme

Faktér analizinde yer alan 40 madde igin 6z degeri 1'in Uzerinde olan 2 faktor bulundugu
gorulmistir. Bu faktorlerin toplam varyansa katkilari %59.29 ’‘dur.  Yamag birikinti grafigini
incelendiginde de iki faktor bulundugu gorilmistar.

Scree Plot
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Factor Number

Sekil 1. Yamag birikinti grafigi

Yapilan analizden sonra yik degeri ve binisiklik incelemesi sonucunda faktor yiki .32'nin altinda
kalan madde bulunmadigi ancak birden fazla faktorde kabul edilen degere (.32 ve Usti) sahip ve bu
boyutlardaki yiik degerleri farki .20’den disik olan 31, 6, 30, 8, 26, 27, 4, 20, 16 ve 22. maddeler sirasiyla
teker teker cikarilmis ve toplam varyansin 60,1'ini acgiklandigl gorilmdstiir. S6z konusu maddeler
cikarildiktan sonra 16 maddeden (1,2, 5, 7, 10, 11, 14, 17, 23, 25, 28, 29, 32, 33, 38, 39) olusan ilk faktor
toplam varyansin %33.8’ini agiklamaktadir ve yonetici kaynakli olarak isimlendirilmistir. 14 maddeden (3,
9, 12, 13, 15, 18, 19, 21, 24, 34, 35, 36, 37, 40) olusan ikinci faktér ise toplam varyansin %26.3’(ini
acitklamaktadir ve calisan kaynakli olarak isimlendirilmistir. Analizler sonucunda son olarak elde edilen
faktor yuk degerleri Tablo 3’te verilmistir. Tablo 3'te gorildugi gibi madde yiikleri .482 ile .833 arasinda
degismektedir.
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Tablo 3.
Faktor Yiik Degerleri- Ortak Varyans
Madde No Faktor 1 Faktor 2
033 .833
014 .804
029 .803
02 .800
023 .785
017 .780
011 .755
010 .751
039 747
038 .746
05 742
028 .723
01 .698
o7 .675
032 .652
025 .598
024 .755
019 .755
035 723
037 721
021 716
013 .715
09 .706
036 .705
018 .656
034 .656
015 .655
012 .643
03 .624
040 .482
Ozdeger 15.527 3.277
Varyans (%) 51.757 10.923
Aciklanan

2.681
Toplam Varyans 62.68

Giivenirlik

Guvenilirlik, bir testin veya prosediiriin her durumda sabit kosullar altinda benzer sonuglar iretme
oOlglsldir (Bell, 2014). Arastirma kapsaminda elde edilen veriler i¢ gegerlik agisindan karsilastirmak
amaciyla alt %27 ve Ust %27 gruplarin madde ortalama puanlari arasindaki farklar iliskisiz T-testi ile
incelenmistir. Testin i¢ gegerligine iliskin veriler Tablo 4’te verilmistir.

Tablo 4.
ic Gegerlik Verileri

N Ort +SS T p
Alt Grup (%27) 76 2.34+ .42
! 2. 01
Ust Grup (%27) 76 43634 244 <0
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Gruplar arasinda farklarin anlamli gikmasinin testin i¢ gegerliginin (tutarhihginin) bir gostergesi olarak
degerlendirildigi (Marczyk, DeMatteo ve Festinger, 2005) iliskisiz T-testi analizi sonuglarina gore alt
grupla st grubun puanlarinin aritmetik ortalamalari arasindaki fark istatistiksel olarak anlamli
bulunmustur (p<.01). Bu bulgular 1siginda, orgitsel iletisim iklimi dlgeginin yonetici kaynakh ve galisan
kaynakli gostergeleri birbirinden ayirdigi ve i¢ gecerlige sahip oldugu séylenebilir.

Arastirmada agimlayici faktor analizi veri seti ile gergeklestirilen analizlerde soru gikarilmadan dnce
Olgcegin genelinin Cronbach Alpha degeri .975 olarak bulunmustur. Bazi sorular gikarilip 6lgege son hali
verildikten sonra ise, yonetici kaynakli iletisim iklimi boyutunda .965, g¢alisan kaynakli iletisim iklimi
boyutunda .942, genelinde .967 bulunmustur.

Dogrulayici Faktor Analizi

Dogrulayici faktor analizi, 168 katilimciya uygulanan, 4 verinin ayni degerin tekrarli kullaniimasi
nedeniyle cikarildig, 164 katiimcinin verilerinin kullanildig1 veri seti ile gercgeklestirilmistir. DFA
oncesinde SPSS programi ile yapilan incelemede; ortalama (3.21), ortanca (3.12) ve tepe degerin (3.82)
birbirine yakin oldugu gortlmustir. Carpiklik (-.090) ve basiklk (.003) katsayilarinin degerlerinin sifira
yakin oldugu belirlenmistir. Bahsedilen verilerin incelenmesi ve normal Q-Q grafiginin simetrik
oldugunun gériilmesi lizerine dlcegin normal dagilim gésterdigine (Field, 2009) karar verilmistir. Olcek
gelistirme calismasinda DFA 6ncesinde de LISREL programi ile yapilan analizlerde onerilen en az
orneklem sayisinin 116 oldugu, verilerin tek degiskenli normal dagihmi karsiladig fakat cok degiskenli
normalligin karsilanmadigi belirlenmistir. Normallik varsayiminin karsilanmamasi nedeniyle LISREL ile
yapilan analizlerde maksimum olabilirlik (Maximum Likelihood) degil, diyagonal en kigik kareler
(Diagonally weighted least square) kullanilmistir (Simsek, 2007). Coklu dogrusal baglanti
(multicollinearity), bir baska ifadeyle (collinearity), bagimsiz degiskenler arasinda giiclt iliskilerin olmasi
anlamina gelir (Orhunbilge, 2000’den Akt. Albayrak, 2005). iletisim iklimi dlgegine iliskin DFA uygulamasi
Sekil 2’de, DFA uyum degerleri Tablo 5’te verilmistir.

Sekil 2. Orgiitsel iletisim iklimi Olcegi Birinci Diizey Dogrulayici Faktdr Analizi

Sekil 2 incelendiginde, Olcegin alt boyutlar arasindaki iliski katsayisinin yiksekligi (.78) dikkat
cekmektedir. Bu durum daha o6nce ifade edilen ¢oklu baglanti probleminin nedeni olarak gorlebilir.
Albayrak (2005), iki bagimsiz degisken arasindaki basit korelasyon katsayisinin oldukg¢a anlamh (r>%75)
olmasi durumunda, bu durumun c¢oklu dogrusal baglanti problemine yol agabilecegini ifade etmistir.
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SPSS programi ile 6lgegin alt boyutlar arasi Pearson korelasyon degeri hesaplanmis ve bu degerin .69 (p<
.01) oldugu goérilmustir. Sekilde tim maddelerin standardize edilmis iliski katsayilarinin (.49 - .89)
arasinda oldugu dolayisi ile maddelerin gegerli oldugu (r>.30), soru maddelerinde hata oraninin .21 ile
.76 arasinda degistigi gorilmektedir. Yapilan analizde t degerleri incelendiginde t degerlerinin (1.97 -
6.16) araliginda oldugu dolayisi ile (t>1.96) oldugundan elde edilen degerlerin .05 diizeyinde anlamli
oldugu tespit edilmistir.

Tablo 5.

iletisim iklimi Olcedi Dogrulayici Faktér Analizi Uyum Degerleri

Model ¥  (x*/sd) RMSEA SRMR NFI  CFl GFl IFl
Birinci Dluzey 666.56 1.64 .08 .07 .89 95 .99 .95

DFA ile test edilen modelin Tablo 5’deki uyum indeksleri incelenirken Schermelleh-Engel,
Moosbrugger ve Miiller (2003) ve Schumacker ve Lomax’in (2004) belirttigi uyum degerleri dikkate
alinmistir. Buna gore, DFA da; .05< RMSEA < .08, .05< SRMR < .10, .90 < NFI £ .95, .95 < CFI £ .97 kabul
edilebilir uyum araligi; xz/sd < 2,.95< GFI £.10 ve .95< IFI £ .10 mikemmel uyum araligi olarak kabul
edilmistir. Arastirmada elde edilen uyum degerlerinin (RMSEA = .08; SRMR = .07; CFl = .95) kabul
edilebilir ve (x2 = 666.56; sd = 404; x2 /sd = 1.64; GFI = .99; IFl = .95) mikemmel diizeyde oldugu
goriilmektedir. Bunun yaninda 6rneklem sayisina duyarli olan (Hooper, Coughlan ve Mullen, 2008) NFI =
.89 degeri de kabul edilebilir degere ¢ok yakin bir degerdedir. Bu nedenle elde edilen modelde,
faktorlerin veriler ile onaylandigi, 6lgegin iki boyutlu yapisinin dogrulandigi ve 6lgegin uygulanabilir
oldugu soylenebilir.

Orgiitsel iletisim iklimi Olgegi Uygulama Sonuglari

Arastirmacilar tarafindan gelistirilen o6rgltsel iletisim iklimi olcegi ile katilimcilarin c¢alistiklar
orgltlerdeki iletisim iklimine yonelik algilarinin cinsiyet, medeni durum, kidem ve goérev yapilan kuruma
gore farkhlik gosterip gostermedigi incelenmistir. Cinsiyet ve medeni durum degiskenleri igin T-testi,
kidem ve gorev yapilan kurum degiskenleri igin ise ANOVA uygulanmistir.

Cinsiyet

Cinsiyet degiskeni icin T-testi 6ncesi slrekli degiskenin gruplardaki dagilimi kontrol edilmis ve normal
dagihm sergiledigi (kadin icin Skewness : -.129, Kurtosis: -.403; erkek i¢in Skewness: .019, Kurtosis: -.150)
gorilmiustar.

Tablo 6.
Cinsiyet degiskeni T-testi sonuclari
Degisken Cinsiyet N x Ss T r]2
Orgutsel iletisim iklimi Kadin 934 » 3. 81
3 .068 .00
Erkek 208 26 74

Gergeklestirilen bagimsiz 6rneklemler T-testinde grup varyanslarinin esit oldugu goralmustar (sig. =
.095, p> .05). Ancak Tablo 6’da verilmis olan sonuglara gore kadinlar (X = 3.27, Ss= .81) ve erkeklerin (X =
3.26, Ss= .74) orgitsel iletisim iklimine yonelik algilarinda anlamli farkliik bulunamamustir [t (440) = .95,
N2=.00, p> .05].

Medeni durum

Medeni durum degiskeni icin T-testi oncesi slirekli degiskenin gruplardaki dagilimi kontrol edilmis ve
normal dagilim sergiledigi (bekar icin Skewness : -.302, Kurtosis: .087; evli icin Skewness: -.015, Kurtosis:
-.425) gorilmastar.
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Tablo 7.

Medeni durum degiskeni T-testi sonuglari

Degisken Medeni Durum N X Ss t nz
Orgiitsel iletisim iklimi Bekar 86 3.13 .78

Evli 356 3.30 78 -1.85 00

Gergeklestirilen bagimsiz 6rneklemler T-testinde grup varyanslarinin esit oldugu goralmustir (sig. =
.827, p> .05). Ancak Tablo 7’de verilmis olan sonuglara gore bekarlarin (= 3.13, Ss=.78) ve evlilerin (X =
3.30, Ss=.78) orgiitsel iletisim iklimine yonelik algilarinda anlamli farkhlik bulunamamistir [t (440= -1.85,
N’= .00, p> .05].

Kidem

Kidem degiskeni icin ANOVA oncesi surekli degiskenin gruplardaki dagilimi kontrol edilmis ve normal
dagilim sergiledigi (1-5 yil Skewness: -.269 , Kurtosis: .382; 6-10 yil Skewness: .242, Kurtosis: -.339; 11-15
yil Skewness: .209, Kurtosis: -.068; 16-20 yil Skewness: .029 , Kurtosis: -.513; 21-25 yil Skewness: -
.87197, Kurtosis: 1.519; 26 yil ve lstl Skewness: .087, Kurtosis: -.501) gorilmistir. Ayrica Levene testi
sonucuna gore grup varyanslari homojenlik (sig. = .381, p> .05) varsayimini saglamaktadir.

Tablo 8.

Kidem degiskenine gére betimsel istatistikler
Kidem N x Ss
1-5yil 77 3.50 .67
6-10 yil 97 3.10 .75
11-15 yil 92 3.22 77
16-20 yil 69 3.26 .80
21-25 yil 53 3.53 78
26 yil ve Ustl 54 3.05 .85

Calisanlarin orgitsel iletisim iklimine yonelik algilarina iliskin kidem degiskeni ile ilgili betimsel
istatistikler Tablo 8de yer almaktadir. Gruplarin ortalamalarinin 3.05 ile 3.53 arasinda degistigi aldig
goriilmektedir.

Tablo 9.

Kidem degiskenine gére ANOVA sonuglari

Varyansin Kaynagi Kareler toplami Sd Kareler F r]2
ortalamasi

Gruplar arasi 13.543 5 2.709

Gruplar igi 254.523 436 .584 4.640 .05

Toplam 268.066 441

p<.001

Calisanlarin orgitsel iletisim iklimine yonelik algilarina iliskin kidem degiskenine gore gercgeklestirilmis
tek faktorlt gruplar arasi ANOVA sonuglari da Tablo 9°da sunulmustur. Buna gore, calisanlarin orgitsel
iletisim iklimi algilarinda kideme gére anlamli farklilik bulunmustur. [F (s 436 = 4.640, n2= .05, p< .00].
Farklarin hangi gruplar arasinda oldugunu tespit etmek icin Scheffe post hoc testi uygulanmis ve 1-5 yil
arasinda kideme sahip galisanlarin, 6-10 yil ve 26 yil ve (isti kideme sahip galisanlara gére daha olumlu
orgutsel iletisim iklimi algilarina sahip oldugu belirlenmistir. Elde edilen bulgular kidemin o6rgitsel
iletisim iklimi algilar Gizerinde orta diizeyde (I"|2= .05) bir etkiye sahip oldugunu gostermektedir.

Gorev yapilan kurum

Gorev yapilan kurum degiskeni icin ANOVA oncesi siirekli degiskenin gruplardaki dagilimi kontrol
edilmis ve normal dagilim sergiledigi (Universite Skewness: -.065, Kurtosis: .069; Ozel Sektdr Skewness:
.033, Kurtosis: .063; Saglk Bakanligi Skewness: .262, Kurtosis: -.037; Milli Egitim Bakanligi Skewness: -
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.561, Kurtosis: -.635; Sosyal Guvenlik Kurumu Skewness: .017, Kurtosis: -.156) gorulmistir. Levene testi
sonucuna goére grup varyanslari homojen (sig. = .037, p< .05) olmadigi belirlenmistir.

Tablo 10.

Gorev yapilan kurum degiskenine gére betimsel istatistikler
Gorev Yapilan Kurum N x Ss
Universite 151 3.03 77
Ozel Sektor 76 3.42 .61
Saglik Bakanhgi 63 3.15 .61
MillT Egitim Bakanligi 94 3.75 .80
Sosyal Givenlik Kurumu 58 3.03 .74

Calisanlarin orgutsel iletisim iklimine yonelik algilarina iliskin gérev yapilan kurum degiskeni ile ilgili
betimsel istatistikler Tablo 10’da yer almaktadir. Gruplarin ortalamalarinin 3.03 ile 3.75 arasinda
degistigi aldig1 gorilmektedir.

Tablo 11.

Gorev yapilan kurum dediskenine gére ANOVA sonuglari

Varyansin Kaynagi Kareler toplami Sd Kareler F I']2
ortalamasi

Gruplar arasi 36.137 4 9.034

Gruplar igi 231.929 437 531 17.022 .13

Toplam 268.066 441

p< .00

Calisanlarin orgutsel iletisim iklimine yonelik algilarina iliskin, galisanlarin gérev yaptig§i kurum
degiskenine gore gerceklestirilmis tek faktorli gruplar arasi ANOVA sonuglari Tablo 11’'de yer almaktadir.
Homojen dagilim gosterilemedigi icin Robust Tests of Equality of Means gergeklestirilmistir.

Tablo 12.
Robust Tests of Equality of Means

Statistic®  dfl df2 Sig.
Welch 15.099 4 186.898 .000
Brown-Forsythe 17.991 4 374.898 .000

Robust Tests of Equality of Means sonuglari da Tablo 12’de sunulmustur. Buna gore, g¢alisanlarin
orgutsel iletisim iklimi algilarinda gorev yapilan kuruma goére anlamli farklihk bulunmustur. [Welch F
4,1869) = 15.099, p<.00]. Farklarin hangi gruplar arasinda oldugunu tespit etmek i¢cin daha tutucu olmasi
nedeniyle tercih edilen Tamhane T2 post hoc testi uygulanmis ve 6zel sektorde gérev yapan calisanlarin
Universite ve Sosyal Giivenlik Kurumu’nda gérev yapan ¢alisanlara gére; Milli Egitim Bakanlhigi’na bagli
olarak gérev yapan calisanlarin ise arastirmada yer alan tim diger kurumlarda (Universite, Ozel sektor,
Saglik Bakanligi ve Sosyal Guvenlik Kurumu) gérev yapan calisanlara gore daha olumlu 6rgitsel iletisim
algilarina sahip oldugu belirlenmistir. Elde edilen bulgular gérev yapilan kurumun orgitsel iletisim iklimi
algilar Gzerinde yiksek dizeyde (r]2 =.13) bir etkiye sahip oldugunu gostermektedir.

Tartisma ve Sonug

Bu c¢alismada, calisanlarin orgitsel iletisim iklimi algilarini belirlemek amaciyla bir olgek
gelistirilmistir. 30 maddeden ve iki boyuttan olusan Ol¢egin genelinin Cronbach Alpha degeri .967
bulunmustur. 16 maddeden olusan ilk boyut toplam varyansin %33.8’ini agiklamaktadir ve yonetici
kaynakli iletisim iklimi olarak isimlendirilen bu boyutun Cronbach Alpha degeri .965’tir. 14 maddeden
olusan ikinci boyut ise toplam varyansin %26,3’tGni agiklamaktadir ve ¢alisan kaynakli iletisim iklimi isimli
bu boyutunun Cronbach Alpha degeri 0.942’dir. Gergeklestiriien DFA sonucunda oOlgegin uyum
degerlerinin kabul edilebilir ve mikemmel diizeylerde oldugu gériilmektedir. Olcekte ters madde
bulunmamaktadir. Olgekte elde edilen puanin yiiksek olmasi algilanan érgiitsel iletisim ikliminin olumlu
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oldugu anlamina gelmektedir. Olcegin gelistiriimesi ¢alismasi hem kamu hem de 6zel sektérde calisan,
birbirinden farkli 6rgutlerden isgérenlerin katimiyla gergeklestirilmistir. Bu nedenle 06lgek, cesitli
alanlardaki 6rgutlerin, orgutsel iletisim iklimine ydnelik mevcut durumlarini ortaya koymak amaciyla
kullanilabilir niteliktedir.

Olgegin islerligini test etmek amaciyla mevcut veri seti ile T-testi ve ANOVA uygulanmistir. T-testi
sonuglarina gore, arastirmada yer alan katihmcilarin orgitsel iletisim iklimine yonelik algilarinin cinsiyet
degiskenine gore anlamli diizeyde farklilasmadigi sonucuna ulasiimistir. Saglik kurumlarinda hemsireler
ile gergeklestirdigi iletisim doyumu arastirmasinda Bal (2013) ve ilkégretim okullarinda gérev yapan
O0gretmenlerin iletisim doyumunu belirlemeye yonelik olarak gergeklestirdigi arastirmasinda Koksal
(2012) orgutsel iletisim doyumunun alt boyutu olarak iletisim iklimini incelemisler ve benzer sekilde
cinsiyet degiskeni agisindan calisanlarin iletisim iklimi algilarinda anlamh diizeyde bir farklilik olmadigini
belirtmislerdir.

T-testi sonuclarina gore, arastirmada yer alan katilimcilarin orgitsel iletisim iklimine yonelik
algilarinin medeni duruma goére anlamli diizeyde farklilasmadigi sonucuna ulasilmistir. Benzer sekilde Bal
(2013) da arastirmasi sonucunda medeni durumun iletisim iklimi algilarinda anlamli bir farkllik
olusturmadigi sonucuna ulagmistir.

Arastirmada kidem degiskeni ile ilgili yapilan ANOVA sonuglarina gore 1-5 yil arasinda kideme sahip
calisanlarin, 6-10 yil ve 26 yil ve Usti kideme sahip calisanlara goére daha olumlu orgiitsel iletisim
algilarina sahip oldugu belirlenmistir. Kéksal (2012) arastirmasinda galisanlarin iletisim iklimi algilarinda
kidem degiskenine gore anlamh bir farkhihk bulunmadigini ifade ederken, Bal (2013) calismasinda 1
yildan az siire gorev yapan saglik calisanlarinin diger calisanlara gére anlaml dizeyde daha olumlu
iletisim iklimi algilarina sahip oldugu sonucuna varmistir. Benzer sekilde, Yogurtcuoglu (2013) iletisim
doyumunu calisanlar agisindan degerlendirdigi arastirmasinda orgiitsel iletisim doyumunun alt boyutu
olarak iletisim iklimini incelemis ve 1-5 yil (3.38) galisma siiresine sahip ¢alisanlarin diger kidemlerdeki
calisanlara gore daha yliksek ortalamalara sahip oldugunu yani belirtilen kidem araligindaki calisanlarin
iletisim iklimi algilarinin daha olumlu oldugunu ifade etmistir. Mevcut ¢alismada ve benzer ¢alismalarda
(Orn: Bal, 2013; Yogurtcuoglu, 2013) calisma siiresi daha az olan, hatta 6zellikle ¢alisma hayatinin ilk
yillarinda olan calisanlarin diger calisanlara gére daha olumlu orgiitsel iletisim iklimi algilarina sahip
olmasi orgilite dair olumsuz yasantilarin, sorunlarin zamanla artmis olabilecegi ya da zamanla ortaya
¢ikan tukenmiglik algisinin 6rgite yonelik olumsuz algilari pekistirmis olabilecegi olasiliklarini akla
getirmektedir. Orgiite dair gesitli kavramlar incelendiginde calisanlarin érgiitsel baghlik (Ozutku, 2008),
orglitsel adalet (Korkut, 2019), 6rgitsel sessizlik (Kahveci ve Demirtas, 2013) gibi kavramlara yonelik
algilarinin da kidemle degiskenlik gosterdigi gortlmektedir. Bu durum calisanlarin yillar icinde
orgutlerinde farkli tecriibelerle karsi karsiya gelmelerinden, yasamisliklarinin sireg¢ iginde onlarda
biraktigi izlerin durumlara ve olaylara bakislarinda, o6rgitten beklentilerinde ve yaptiklari
degerlendirmelerde dnceki yillara gore farklhihklar olmasindan kaynaklanabilmektedir.

Goérev yapilan kurum ile ilgili ANOVA sonucuna gére 6zel sektdrde gérev yapan calisanlarin Universite
ve Sosyal Giivenlik Kurumunda goérev yapan c¢alisanlara gére; Milli Egitim Bakanligi’'na bagli olarak gorev
yapan calisanlarin ise arastirmada yer alan tiim diger kurumlarda (Universite, Ozel sektér, Saghk
Bakanligi ve Sosyal Givenlik Kurumu) goérev yapan calisanlara goére daha olumlu o6rgitsel iletisim
algilarina sahip oldugu belirlenmistir. Benzer sekilde Giil ve Sezici (2017), OMU Vakfi iktisadi isletmesinin
Uc ayri birimi olan OMKAN (iktisadi bir isletme), OMEK (egitim kurumu) ve OMTEL (otel)'de
gerceklestirdikleri arastirmalari sonucunda bu (g farkli birimdeki ¢alisanlarin 6rgiitlerine yonelik 6rgtitsel
iletisim iklimi algilarinin anlaml diizeyde farkhlastigini ve bunun kurumlarin kendine has 6zelliklerinden
kaynaklanabilecegini belirtmislerdir. Benzer bir arastirmayl egitim kurumlarinda &gretmenlerle
gerceklestiren Koksal (2012) arastirmasinda 6gretmenlerin iletisim iklimi algilarinda kamu ve 6zel sektor
degiskenlerine gore 6zel ilkégretim 6gretmenleri lehine anlamli bir farklilik oldugu sonucuna varmistir.
Egitim Orgutlerinin diger 6rgitlerden yapisi ve amaclari (Toprakei, 1995) bakimindan farklilasmasi, bunun
yaninda “68retmen” ve “6gretmenlik meslegi”ne yiklenen anlamlarin (Kog, 2014), siireclerde yer alan
paydaslarin birbirleriyle iliskilerinin diger orgltlerden oldukga farkli olmasi, egitim orgitlerinin diger
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orgltlere gore daha olumlu orgutsel iletisim iklimi algilarina sahip olmasina katki saglayan etmenler
olarak gosterilebilir. Mevcut arastirmada elde edilen sonuglara gore gorev yapilan kurumun 6rgitsel
iletisim iklimi algilari Gzerinde etki duzeyinin ylksekligi de gbz 6niinde bulunduruldugunda gorev yapilan
orgitun algilanan orgitsel iletisim iklimi agisindan 6nemli bir degisken oldugu sdylenebilir. Ortaya ¢ikan
anlamh farkliigin, farkli 6rgiit yapilarinin sahip oldugu cesitli 6zelliklerin, farkli yasantilarin ve 6rgitsel
gerekliliklerin bir sonucu olmasi olasiliklar dahilinde olup derinlemesine arastirilmasi gerekmektedir.

Orgiitsel etkinlige ve basariya farkli agilardan yiiksek diizeyde katkilari bulunan érgiitsel iletisim
iklimine (Nordin ve dig., 2014) yonelik c¢alisan algilarinin farkli perspektiflerden, dogru ve glivenilir
sekilde belirlenmesi mevcut algilarin olumlu sekilde degismesi adina 6rgut agisindan dnem tagimaktadir.
Arastirmacilar tarafindan gelistirilen “Orgitsel iletisim iklimi Olgegi” bu amaca hizmet edecek gecerli ve
givenilir bir o6lgektir. Ulusal alanyazinda orgiitsel iletisim iklimine yonelik sinirh sayida arastirma
bulunmaktadir. Konunun énemi géz 6niinde bulunduruldugunda konuya yoénelik farkindaligin arttirilmasi
ve olumlu o6rgitsel iletisim iklimleri olusturulmasi adina gerekli eylemlerin gergeklestirilmesi icin daha
fazla calisma yapilmasi gerektigi soylenebilir. Gelistirilen bu 6lcegin de bu anlamda yapilacak yeni
arastirmalara i1sik tutacagl 6ngorilmektedir.

Bu arastirma siirecinde “Yuksekdgretim Kurumlari Bilimsel Arastirma ve Yayin Etigi Yonergesi”nde yer
alan tum kurallara uyulmus, etik kural ihlaline meydan verecek higbir etkinlik gergeklestirilmemistir.
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ORGANIZATIONAL COMMUNICATION CLIMATE SCALE

| strongly disagree

| disagree

| agree moderately

| agree

| strongly agree

1.Management trusts the employees of the organization in business-related matters.

w

wv

2.The management refers sufficiently to the opinions of the organization employees regarding the decisions to be
taken in the organization.
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3.Employees of the organization behave honestly with each other about business.

4.| can easily reach management in all matters related to business.

5.Management trusts the employees of the organization in relations in the workplace.

6.Employees of the organization exhibit an honest attitude towards each other in relations at work.

7.The management shares the necessary information with the employees sufficiently to carry out the functioning of
the organization effectively.
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8.Employees of the organization can easily present their new business-related suggestions to the management.

9.Employees of the organization are firmly committed to common goals.

10.

Employees of the organization trust each other in business-related matters.

11.

Management especially seeks my opinion on matters related to my job.

12.

Employees of the organization behave honestly towards management in business matters.

13.

The management takes into account the suggestions offered by the employees of the organization.

14.

Employees of the organization try to show performance towards common goals.

15.

Employees of the organization trust each other in relationships at work.

16.

Employees of the organization are honest with management in their relationships at work.

17.

Management listens without prejudice to the posts of employees of the organization .

18.

Employees of the organization perform at the highest level.

19.

The behavior of the management increases the trust of the employees of the organization.

20.

| find the information given by management about the job sufficient.

21.

Employees of the organization feel free when talking to management.

22.

There is an environment in the organization where everyone can openly share their true thoughts.

23.

Management values my views on the business.

24.

Employees in the organization are aware of the importance of their performance for the organization.

25.

Employees of the organization support each other in troubled times.

26.

There is a working environment based on trust in the organization.

27.

Employees use the resources in the organization efficiently.

28.

Management realizes the problems experienced by the employees regarding the job.

29.

| trust the information given to me by the management.

30.
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Employees in the organization try to achieve high quality at low cost.

NN N NN NN NNN NN NN NN NN

Wl W W W W W W W W W W W w w w w ww w w wlw w

N SO SO (O I ) (S N [ [ N (S G G [T G G (Y S [ NG S ) I NG ) I S Y

vl v Ll il Ll L Ll Ly L L Ly L Ln| L1 Ll Lnf Ln| L1 Ln| L L|

Management-based dimension: 1, 2, 4,5, 7, 8,11, 13,17, 19, 20, 21, 22, 23, 28,29 (16 items)
Employee-based dimension: 3, 6, 9, 10, 12, 14, 15, 16, 18, 24, 25, 26, 27, 30 (14 items)
There is no reverse item in the scale.
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The high score obtained from the scale indicates a positive - open organizational communication
climate, while the low score indicates a negative - closed organizational communication climate.

ORGUTSEL iLETiSiM iKLIMi OLCEGi

£
E f
5 s £
(=] 4_: E
I
i (] i
[ [ [J) =] [)]
| 2| o] 6| =
E|E| T | 2|E
2| E|E| 8|3
¥ N (@) A ¥
1. Yonetim isle ilgili konularda 6rgit calisanlarina glivenir. 1 2 3 4 5
2. Yonetim orgltte alinacak kararlarla ilgili olarak 6rgut calisanlarinin fikirlerine yeterince basvurur. 1 2 3 4 5
3. Orgit calisanlari is konusunda birbirlerine karsi diiriist davranir. 1 2 3 4 5
4. Isleilgili her konuda ydnetime kolaylikla ulasabilirim. 1 2 3 4 5
5. Yonetim is yerindeki iliskilerde 6rgit calisanlarina glvenir. 1 2 3 4 5
6. Orgit calisanlari is yerindeki iliskilerde birbirlerine karsi diiriist tavir sergiler. 1 2 3 4 5
7. Yonetim orgitte isleyisin etkili sekilde yurutilebilmesi icin gerekli bilgileri galisanlarla yeterince | 1 2 3 4 5
paylasir.
8. Orgiit calisanlari yénetime isle ilgili yeni énerilerini rahatlikla sunabilir.

9. Orgiit calisanlari ortak hedeflere siki sikiya baglidir.

10. Orgiit calisanlari isle ilgili konularda birbirlerine giivenir.

11. Yonetim ozellikle isimle ilgili konularda gorisiime basvurur.

12. Orgiit calisanlari is konusunda yénetime karsi diiriist davranir.

13. Yonetim orgit calisanlarinin sundugu onerileri dikkate alir.

14. Orgiit calisanlar ortak hedeflere yénelik olarak performans sergilemeye calisir.

15. Orgiit calisanlari is yerindeki iliskilerde birbirlerine giivenir.

16. Orgiit calisanlari is yerindeki iliskilerinde ydnetime karsi diiriist olur.

17. Yonetim o6rgit calisanlarinin paylasimlarini 6nyargisiz olarak dinler.

18. Orgiit calisanlari en iist seviyede performans sergiler.

19. Yonetimin davranislari 6rgiit calisanlarinin ona duydugu gliveni arttirir.

20. Yonetimin isle ilgili bilgilendirmelerini yeterli bulurum.

21. Orgiit calisanlari ydnetimle konusurken kendilerini 6zgiir hisseder.

22. Orgitte herkesin gergek diisiincelerini agikca paylasabildigi bir ortam vardir.

23. Yonetim isle ilgili gorislerime deger verir.

24. Orgitteki calisanlar gdsterdikleri performansin érgiit icin dneminin farkindadir.

25. Orgiitte calisanlar birbirlerine sikintili zamanlarda destek olur.

26. Orgiitte giivene dayali bir calisma ortami vardir.

27. Calisanlar 6rgutteki kaynaklari verimli kullanir.

28. Yonetim galisanlarin isle ilgili yasadiklari sikintilari fark eder.

29. Yonetimin bana verdigi bilgiye glivenirim.
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30. Orgiitte calisanlar diisiik maliyetle yiiksek kalite elde etmeye calisir.

Yonetici kaynakl boyutu: 1, 2,4, 5,7, 8, 11, 13, 17, 19, 20, 21, 22, 23, 28,29 (16 madde)
Calisan kaynakh boyutu: 3, 6,9, 10, 12, 14, 15, 16, 18, 24, 25, 26,27, 30 (14 madde)
Olgekte ters madde bulunmamaktadir.
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Olgekten elde edilen yiiksek puan olumlu — agik bir érgiitsel iletisim iklimine isaret ederken, diisiik puan
olumsuz — kapali bir orgitsel iletisim iklimine isaret eder.
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