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Abstract: The purpose of this study is to determine whether organizational dissent has a mediating role in the relationship between elementary school
teachers’ job security perceptions and professional self-esteem. The research was conducted using the descriptive-relational survey model with 211
elementary school teachers working in 14 public primary schools in the city center of Amasya in the 2018-2019 academic year. The data in the study
were collected using Aricak's (1999) Professional Self-Esteem Scale, Kassing's (2000) Organizational Dissent Scale, and the Job Security Perception
Scale developed by the researcher. According to the results of the research, elementary school teachers exhibit vertical dissent behavior rather than
horizontal dissent behavior. In addition, job security positively and significantly affects Vertical and Horizontal dissent. Vertical Dissent affects Belief
in the Functionality of the Profession sub-dimensions significantly and positively; its” effect on Acceptance of the Profession and the Value of the
Profession is not statistically significant. Horizontal Dissent does not significantly affect Acceptance of the Profession, Value of the Profession, and
Belief in the Functionality of the Profession sub-dimensions. It was concluded that there is a low and positive relationship between elementary school
teachers’ job security perceptions and professional self-esteem, organizational dissent is a partial mediator in the relationship between job security
perception and professional self-esteem, and vertical dissent is a partial intermediator in the relationship between job security perception and belief
in the functionality of the profession.
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Oz: Bu arastirmanin amaci, siif Ggretmenlerinin is giivencesi algilari ile mesleki benlik saygilari arasindaki iliskide orgiitsel muhalefetin aracihik
roliiniin olup olmadiginin belirlenmesidir. Aragtirma betimsel-iligkisel tarama modeli kullanilarak yiriitiilmistiir. Aragtirma 2018-2019 Egitim-
Ogretim yilinda Amasya il merkezinde 14 kamu ilkokulunda gérev yapan 211 sinuf gretmenti ile gerceklestirilmistir. Arastirmada veriler Aricak (1999)
Mesleki Benlik Saygisi Olgegi, Kassing (2000) Orgiitsel Muhalefet Olgegi ve aragtirmact tarafindan gelistirilen s Giivencesi Algist Olgegi kullanilarak
toplanmugtir. Aragtirma sonuglarina gore; smnif gretmenleri yatay muhalefet davramgindan gok dikey muhalefet davranisi sergilemektedirler. Is
Giivencesi Algsi, Dikey ve Yatay Muhalefet'i pozitif yonde ve anlamli olarak etkilemektedir. Dikey Muhalefet; Meslegin islevselligine inang alt
boyutunu anlamli ve pozitif yonde etkilemekte ancak Meslegi Kabul ve Meslegin Degeri'ni anlamli olarak etkilememektedir. Yatay Muhalefet; Meslegi
Kabul, Meslegin Degeri ve Meslegin Islevselligine inang alt boyutlarim anlamli olarak etkilememektedir. Smif 6gretmenlerinin is giivencesi algilari ile
mesleki benlik saygilar1 arasinda diisiik ve pozitif diizeyde bir iligki oldugu, orgiitsel muhalefetin is giivencesi algisi ile mesleki benlik saygisi
arasindaki iligkide ve dikey muhalefetin de is giivencesi algis ile meslegin islevselligine inang arasindaki iliskide kismi araci oldugu sonucuna
varilmigtir.
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Organizational Dissent as an Intermediator in the Relationship Between Job Security Perception and Professional Self-
Esteem of Elementary School Teachers (Sinif Ogretmenlerinin Is Giivencesi Algilari ile Mesleki Benlik Saygilar1 Arasindaki
Tligkide Orgiitsel Muhalefetin Aracilik Etkisi)

1. INTRODUCTION

Human beings have always had to live together and meet their different needs. Since the beginning of
history, they have had to establish various organizations. Since their first emergence, these established
organizations have changed according to economic, social, political, and technological developments.
Every development and change affects the input and output of the organization. Organizations have to
keep up with these changes to survive and gain a competitive advantage. Educational organizations also
have to train and develop the teacher profile they need to reach their goals and keep up with the era.
Otherwise, an old-fashioned education system, which cannot keep up with contemporary requirements,
will bring the whole nation down in every field and aspect. Its negative consequences will affect all systems
directly and indirectly. It would not be wrong to say that teachers have the most critical and essential role
in the development and change of the education system. The teaching profession is a profession where
input and output are both human and require human qualities.

Achieving the targeted educational goals can become a reality with teachers who love their profession,
believe that their profession is respectable and important, and consider their profession to be identical to
their personality (Okan & Doger, 2017). If the individual chooses a profession compatible with his
personality, self-perception gets stronger, while a profession incompatible with the personality causes
dissatisfaction and conflicts (Super & Bohn, 1970). At this point, professional self-esteem can be considered
a necessary teacher quality to achieve the targeted educational goals by expressing the value and
importance given to the profession (Aricak, 1999). Professional self-esteem is an organized view of value
in a job role based on the individual's evaluation of one’s perception of competence in interpersonal
relationships related to work and role expectations (Kunes-Connel, 1991). Carmel (1997) defines
professional self-esteem as an individual’s positive and negative personal attitude towards professional
competence, performance, and professional value.

Studies have shown that professional self-esteem affects attitude towards the teaching profession (Girgin
et al.,, 2010); prospective teachers have higher professional self-esteem when they are satisfied with the
department they study (Aricak & Dilmag, 2003); what’s more, voluntarily choosing the teaching profession
and preference order of teaching as a profession affects professional self-esteem (Uslu, 2015). In addition,
teachers’ professional self-esteem is reported to be ata moderate level in some studies (Baloglu et al., 2006;
Cesur, 2007; Irmak, 2015; Kiris, 2016) while others report that teachers’ professional self-esteem levels are
high (Camadan et al., 2018). When these studies are evaluated, it is seen that teachers’ opinions about
professional self-esteem are at the level of “I agree,” and it is necessary to determine whether there are
different variables that affect teachers' professional self-esteem levels.

Professional self-esteem should not only be seen regarding one’s profession as a valuable and respected
job, nor should it be considered separately from individual and social values. Payne (2007) found that
employees with high organizational-based self-esteem exhibit more oppositional behavior than employees
with low and moderate self-esteem. Bozali & Camadan (2018) found a relationship between professional
self-esteem and supportive and intrusive over-role behavior. Teachers with a higher level of professional
self-esteem show supportive and intrusive behaviors more often compared to their colleagues. Teachers
with high professional self-esteem feel responsible for expressing this when they see a problem in their
organization or feel things are worsening. Shahinpoor & Matt (2007) state that the key concept in solving
the problems of social and organizational systems is not those who constantly glorify existence but the
enlightened employees who can look critically. Graham (1983) defines dissidents as those who can express
their dissenting views when organizational problems and practices exceed the threshold of acceptance of
their conscience. An organizational dissent is a form of employee voice, which includes the expression of
disagreements and contradictory opinions of employees about practices and policies in the organization
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(Kassing, 2002). In light of these explanations, it is thought that organizational dissent is related to
professional self-esteem.

It is not enough for a teacher to be competent in fulfilling their instructional duty. It is also important to
express themselves (Turan, 2004). Every individual joining the organization with different goals and
expectations brings some disagreement and differences of opinion (Ozdemir, 2010). It is necessary to
transform the organization into a social environment where the individuals working in the organization
participate in decisions and present their ideas and suggestions rather than just being a place where bread
is earned (Tosun, 1990). It is no longer sufficient to motivate the people of the global world only with
material motives. The individual feels happy and satisfied in organizations that value their thoughts,
regard themselves as respected, and even support their contrary thoughts. When members of an
organization from different backgrounds and environments have the opportunity to voice their different
thoughts and opinions about the organization, they improve the organization in terms of organizational
development, change, and democracy (Kassing, 2002). In the light of these explanations, organizational
dissent is a concept that enables individuals to express their dissatisfaction with the organization.

In this context, it is thought that the responsibility of the employees to display an oppositional attitude also
affects their professional self-esteem levels. Organizational dissent contributes to intra-organizational
democracy and the solution of problems within the organization, thanks to the individual’s expressions of
different views and disagreements in the organization (Kassing, 1997). The existence of organizational
dissent in educational organizations can be seen as an expression of educational problems, and it can be
interpreted that organizational democracy is dominant in organizations where organizational dissent is
intense (Ozdemir, 2010). Organizational democracy states that individuals in the organization have the
right to participate in the management and organizational processes (Harrison & Freeman, 2004) and have
the right to live with the opinions and thoughts that are contrary to the organization (S6nmez, 2008).
Organizational democracy enables individuals in the organization to have their voices heard (Yazdani,
2010). It can be said that dissident teacher behavior is important in forming teachers” professional values
(Kad1 & Beytekin, 2015). However, if the members of the organization have a long-term employment
guarantee in their organization, they do not hesitate to express their opposing opinions to their superiors
by taking power from this guarantee (Ozdemir, 2010).

At this point, employeescan express the negativities they see in the organization, their different opinions,
an unethical situation, or their oppositional thoughts thanks to their job security. The concept of job security
refers to the protection of the individual’s right to work with the limitations imposed on the termination of
the employment contract without a valid reason (Fidan, 2006) to increase his seniority over time and thus
to live a safe life thanks to the standard of living and retirement in the future (Dereli, 2002). The concept of
job security is composed of the regulations that restrict and prevent the employee’s labor, prevent
termination by the employer without a justified reason, the legal dimension of the business relationship,
the arbitrary practices of the employer, and provide continuity to the service contract (Celebi, 2017). If the
individual has a perception that job security will protect him when he exhibits an opposing attitude, he
may have the courage to take an opposing attitude. Because the individual meets his physiological needs
thanks to his job and even meets the need for respect and appreciation by gaining a place in society with
his profession, in this context, job security provides a prerequisite for organizational dissent.

The high perception of job security supports organizational dissent by freely expressing different opinions
and disagreements in educational organizations. Organizational democracy can only be contributed by
organizations where different opinions and thoughts are not suppressed or even supported. Teachers who
are democratic, who agree with the decision, whose opinions are valued, and who can express this easily
even when they have contrary thoughts, are respectful to their profession and consider their profession
valuable. Employees who can express themselves with opposing thoughts and behaviors, change
organizational practices and policies, and impact other stakeholders feel stronger and have more control
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over their profession (Kesen & Pabuccu, 2016). From this point of view, it is thought that organizational
dissent behavior will contribute positively to professional self-esteem by giving teachers a sense of
professional power, control, self-expression, and creating change. A teacher evaluates their profession and,
according to the result of this evaluation, either sees their profession as valuable or worthless. In this
assessment made by the teacher, the importance of organizational dissent behavior becomes apparent.
Because if the teacher’s efficiency in school is low, their ability to correct mistakes has no effect on
organizational practices and policies, and it is difficult to have high professional self-esteem. If the teacher
sees himself as an active member within the organization, their evaluation of the profession will also be
positive. At this point, it is thought that the concept of job security can affect professional self-esteem
through organizational dissent.

Demir (2010) found that teachers without job security behave cautiously in their relations with their
administrators, perform tasks they do not have to do, and cannot perform their professional duties as they
wish due to their anxiety and fear. An employee who does not have job security is obliged to fulfill even
the orders that are not included in the employment contract, and even those that are illegal, for fear of being
fired (Poyraz & Kama, 2008). Opposing views will not be voiced when employees have limited
opportunities to find a job, if they need training for a new job, if they need to move, in short, if the cost of
leaving the job is high (Graham, 1983). The outcomes of this study show that determining the relationship
between job security and organizational dissent is important, and it is worth doing further research on.

Individuals get their first impressions of professional self-esteem in educational institutions, and therefore,
the prerequisite of creating a society with high professional self-esteem is institutions equipped with
educators with high professional self-esteem (Karadag et al., 2009). It is thought that the higher the
professional self-esteem of the teachers who shape society, the higher the respect of the students they
educate about their future professions. Generations that believe in freedom of thought, freedom of
conscience, and wisdom (Atatiirk, 1925) that the founders of the Turkish Republic expect can only be raised
by teachers who have the ability to think scientifically, give importance to freedom of thought, have the
courage to oppose, democratic, honorable, valuable and respected in their profession. In this context, it is
necessary to determine whether job security provided to teachers affects professional self-esteem through
organizational dissent.

In addition to general culture and professional training, teachers should have additional virtues such as
self-efficacy perception, positive attitude, and professional self-esteem (Girgin et al., 2010). It is important
to determine and understand the moral and psychological factors that affect the employees and meet their
expectations (Bursalioglu, 2011). In accordance with these findings, being at the heart of the education
system, it is important to reveal the factors related to teachers” professional self-esteem. When the literature
is examined, studies investigate the relationship between professional self-esteem and several variables.
These studies reported important results relating professional self-esteem to these variables. However, to
the best of our knowledge, no study has investigated the effect of job security perception on professional
self-esteem through organizational dissent. In this regard, we believe this study will contribute to the
literature.

1.1. Purpose of the Study

The purpose of this study is to determine whether organizational dissent has a mediating role in the
relationship between elementary school teachers’ job security perceptions and professional self-esteem.

1.2. Importance of the Study
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With this study, it is expected that determining the relationship between job security, organizational
dissent, and professional self-esteem concepts and their effects on each other will primarily be useful for
teachers. In addition, being directly affected by the quality of education, this study may raise awareness
among students and parents; what is more, having a great influence on determining the professional self-
esteem level of teachers and being an important factor in shaping organizational dissent in educational
organizations; school administrators and executives of Ministry of National Education [MoNE] may find
points in increasing teachers’ job security perceptions.

2. METHOD

2.1. Research model

This research was conducted using a relational model. In this type of research model, it is tried to determine
whether there is a change between the variables (Karasar, 2012). Predicting relationships between variables
and possible outcomes, 1t can be determined by relational research whether the variables show a consistent
change. (Metin, 2014). There are two independent variables and one dependent variable in this study. While
organizational dissent is a dependent variable with the assumption that it can be affected by the perceptions
of elementary school teachers’ job security, it is included in the model as an independent variable with the
assumption that it can affect elementary school teachers’ professional self-esteem. It is predicted that
classroom teachers' perceptions of job security may have an impact on their professional self-esteem
through organizational dissent, and by using the relational model, it is revealed whether the variables show
a consistent change together.

2.2. Participant

Due to the wide availability of the research population, sampling was not used, and the research was
carried out on the whole universe. The universe of the research consists of 247 elementary school teachers
working in 14 public primary schools in the city center of Amasya in the 2018-2019 academic year. Scales
were delivered to 247 elementary school teachers in the research universe, and the study was conducted
with 211 elementary school teachers who voluntarily participated in the study. 56.9% of the participants in
the research group are women, and 43.1% are men; 95.3% of the participants are married; theremaining
4.7% are single; 95.7% have a bachelors degree, 4.3% have master’s or Ph.D. degree; 88.6% of them are
members of a union, while 11.4% are not members of any union; 6.2% of them have seniority of 6-10 years,
4.3% for 11-15 years, 37% for 16-20 years and 52.6% for 21 years or more; and age strata is as follows; 22.3
% of them are 31-40, 42.2% are 41-50, 27% are 51-60 and 8.5% are 61 years or older.

2.3. Data collection tools

In this study, we collected the data using the “Professional Self-Esteem Scale” developed by Aricak (1999),
“Organizational Dissent Scale” developed by Kassing (2000) and adapted into Turkish culture by Dagl
(2015) and “Job Security Perception Scale developed by authors.

Professional Self-Esteem Scale: Developed by Aricak (1999), this scale consists of 30 items and 3 sub-
dimensions (Acceptance of the Profession, Value of the Profession, and Belief in the Functionality of the
Profession). Aricak (1999) determined the reliability coefficient of the scale as (ot =.93), the test-retest method
result as (.90) (p <.01), and also the reliability coefficients of the sub-dimensions as Profession Acceptance
as (a=.90), The Value of the Profession as (a«=.80) and Belief in the Functionality of the Profession as (a=.65).
Within the scope of the research, according to the scale evaluation criteria of Kalayc1 (2008); Acceptance of
the Profession is (a =.78), Value of the Profession is (a =.73), and Belief in the Functionality of the Profession
is (a =.63) sub-dimensions were found to be quite reliable. The Professional Self-Esteem Scale total (ot =.87)
was found to be highly reliable. The scale validity was determined using content and construct validity.
Items accepted by at least 75% of the experts were included in the scale. Factor analysis was performed for
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construct validity, and a 3-factor structure was derived, which explained 46% of the total variance, and 30
items had a factor load of more than 0.40.

Organizational Dissent Scale: The scale was developed by Kassing (2000) and adapted into Turkish by Dagh
(2015). The scale consists of 18 items and 2 sub-dimensions. The reliability coefficient (a=.83) of 9 items in
the open dissent (vertical dissent) sub-dimension, the reliability coefficient (a =.87) of 9 items in the hidden
dissent (horizontal dissent) sub-dimension, and the sum of the Organizational Dissent Scale (« = .87) have
all been determined by (Kassing, 2000). Within the scope of the research, according to the scale evaluation
criteria of Kalayc1 (2008), It was found that the vertical dissent is («=.79) and the horizontal dissent is (a=.75)
sub-dimensions were quite reliable. The total of the Organizational Dissent Scale (« = .85) was highly
reliable.The scale was translated into Turkish, and then we asked for expert opinions in terms of language,
content, measurement, and evaluation. The survey was administered to a group of teachers in Turkish and
then two weeks later in English, and Pearson’s Product-Moment Correlation Coefficient was found to be
0.976. Accordingly, it was observed that there was a high level, positive and significant relationship
between the English and Turkish scales. Factor analysis was performed to determine the construct validity.
A two-dimensional structure was obtained, consistent with the original scale, and explained 45.10% of the
total variance. Confirmatory factor analysis was performed to test the two-factor structure of the scale. The
goodness of fit values was obtained from the confirmatory factor analysis of the Organizational Dissent
Scale; x2/cd=2.23; CFI=.90; GFI=.88; AGFI=.84; RMSEA=.07; CFI=.90; NFI=. 84; NNFI(TLI)=.89; SRMR=.07.
The results of confirmatory factor analysis determined that the two-factor structure of the scale showed a
good fit.

Job Security Perception Scale: “Job Security Perception Scale” was developed by authors consisting of 6 items
and one dimension. We asked for expert opinion for the content validity of the scale again, and it was
observed that the items of the scale are significant at a 0.05 level of significance. What is more, the content
validity criterion was higher than 0.62. In addition, one-to-one interviews were conducted with 10 teachers
for linguistic validity, and the opinions of 2 Turkish teachers were taken. The result of the exploratory
factor analysis; Kaiser-Meyer-Olkin (KMO) test value is .87; Bartlett's Sphericity test value was 811.911 (p
<0.001); The item-total correlations of the items in the scale were between .65 and .84, and the variance
explained was 71.49%; It was determined that there is a factor with an eigenvalue greater than 1 in the scale
and the scale (a=.91) is highly reliable. The goodness of fit values was obtained from the confirmatory factor
analysis of the Job Security Perception Scale; x2/cd=1.73; CFI=.98; GFI=.97;AGFI=.94; RMSEA=.05; CFI=.98;
IF1=.98; NFI=97= NNFI(TLI)=.97; SRMR= .03 PGFI=.41 PNFI=.58 and RFI=.95.

2.4. Data analysis

The data obtained in the study was analyzed using SPSS and AMOS programs. In the analysis of the data;
for measuring the levels of professional self-esteem, organizational dissent, and job security perception
among primary school teachers, percentage (%), frequency (f), arithmetic mean (X), and median were used.
The Kolmogorov Smirnov-Normal Distribution test was used to help us decide which analysis to choose.
The Kolmogorov Smirnov-Normal Distribution test was applied for the research variables, and the
skewness and kurtosis coefficient were examined in the normality test of the scale and sub-dimension
scores. Pearson’s Product-Moment Correlation Analysis was conducted to determine the relationship
between job security, organizational dissent, and professional self-esteem. The Pearson Correlation
Coefficient was used to determine the relationship level and direction of the two variables since the
distribution meets normality. The Structural Equation Model was used to determine whether
organizational dissent is a mediating variable in the relationship between job security and professional self-
esteem. Finally, to see whether organizational dissent is a mediating variable in the relationship between
job security and professional self-esteem, the 95% confidence interval given by the Bootstrap technique was

Bolu Abant izzet Baysal Universitesi Egitim Fakiiltesi Dergisi- |slaascfle[Sa-u1sY:0d ReIq-Rashndasl Vo1 INS
476


https://dergipark.org.tr/tr/pub/aibuelt

Reyhan GEGDOGAN YILMAZ-Bahri AYDIN

used, which was determined according to the lower and upper limit values obtained from the 5000
Bootstrap sample.

2.5. Ethical approval

In this study, all rules stated to be followed within the scope of the “Higher Education Institutions Scientific
Research and Publication Ethics Directive” were followed. None of the actions specified under the title of
“Actions Violating Scientific Research and Publication Ethics,” which is the second part of the directive,
have not been carried out.

Ethics Committee Approval Information

Ethical committee = Bolu Abant Izzet Baysal University Ethics Committee
Data of ethical approval=21.11.2018

The number of ethical approvals=9EB.6929

3. FINDINGS

Normality test was applied to the data obtained from elementary school teachers; skewness, kurtosis, mean
and median values, normal distribution curves, and Q-Q normal graphic distributions were examined.
Descriptive statistics, skewness, and kurtosis values regarding the scales are given in Table 1.

Table 1.

Descriptive Statistics on Scales

Scales andSub-Dimensions N X Median  Skewness Kurtosis
Professional Self-Esteem Total 211 4.40 4.46 -1.43 2.02
Acceptance of the Profession 211 436 4.50 152 2.07
The Value of the Profession 211 4.48 4.60 125 2.51
Belief in the Functionality of the Profession 211 4.34 433 -96 78
Organizational Dissent Total 211 3.70 3.73 _07 14
Vertical Dissent 211 384 387 -29 -22
Horizontal Dissent 211 355 357 11 01
Job Security Perception Total 211 3.74 3.83 _54 -25

In Table 1, it is seen that mean and median values are close to each other, and skewness and kurtosis values
are between skewness (-1.52) and kurtosis (2.51) values. According to George & Mallery (2010) and Kline
(2011), the predicted +2 and -2 values for normal distribution were taken as a criterion, normal distribution
curves and QQ normal graphic distributions were also examined, and it was determined that parametric
tests should be applied to the data, assuming that the data were normally distributed. In addition, in Table
1, we can see elementary school teachers’ Professional Self-Esteem Scale total (x= 4.40), Acceptance of the
Profession (x=4.36), Value of the Profession (x= 4.48), and Belief in the Functionality of the Profession (x=
4.34), we can see that their opinions in the sub-dimensions are at the level of “I strongly agree.” Considering
the opinions of elementary school teachers in the Job Security Perception Scale total (x= 3.74),
Organizational Dissent Scale total (x= 3.70), Vertical Dissent (x= 3.84), and Horizontal Dissent (x= 3.55) sub-
dimensions; it is seen to be at the level of “I agree.” On the other hand, the results of Pearson Moments
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Multiplication Correlation Analysis conducted to determine the relationship between job security,
organizational dissent, and professional self-esteem are given in Table 2.

Table 2.
Correlation Analysis Results Between Variables
Acceptance Value of the  Belief in the Professional  Job Security
of the Profession Functionality = Self-Esteem Perception
Profession of the Total
Profession
r r r r r
Job Security Perception  .30** 25%* 29%* 33%* 1
Vertical Dissent .15* .15* 28** 20 A7
Table 2. Continued
Correlation Analysis Results Between Variables
Acceptance Value of the  Belief in the Professional  Job Security
of the Profession Functionality = Self-Esteem Perception
Profession of the Total
Profession
r r r r r
Horizontal Dissent .14 18** 23%* 20%* 29%%
Organizational Dissent .16% .18** 29%* 22% 25

Total

*p<,05, **p<,01
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According to the criteria for evaluating the relationship level in Table 2 (Biiyiikoztiirk, 2009), elementary
school teachers’ job security perceptions and professional self-esteem total (r =.33; p =.00 <.01), Acceptance
of the Profession (r =. 30; p =.00 <.01) and the Value of the Profession (r =.25; p =.00 <.01) relationships have
been determined. The path analysis diagram for the mediation model designed in the research is given in
Figure 1.
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Figure 1. Path analysis diagram for the mediation model designed in the study

In Figure 1, we demonstrate path analysis showing the mediation effect of the Vertical and Horizontal
Dissent sub-dimensions of organizational dissent between the sub-dimensions of Job Security and
Professional Self-Esteem, such as Professional Acceptance, Value of the Profession, and Belief in the
Functionality of the Profession. High MI (Modification Indicates) values indicate that there is a link
between these variables; that is, they are not free, and the MI values of the covariances show the link
between the error terms. The evaluation stage should be conducted according to the MI values between
the error terms of the factors belonging to the same sub-dimensions (Yaslioglu, 2007). For this reason,
covariance was made between these sub-dimensions considering the high MI values of the error terms of
the Professional Self-Esteem Scale's sub-dimensions of Professional Acceptance, Value of Profession, and
Belief in the Functionality of the Profession and that these sub-dimensions are theoretically related. The
residual correlation was not detected when the latent variables were tested separately. Correlated
measurement residuals may indicate things as trivial as similar wording between items or method effects
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(Saris & Aalberts, 2003). Thus, a typical model modification allows for correlations between measurement
residuals within or across factors, particularly when shared method variance is expected (Hermida, 2015).
Brown (2015) considers several reasons to justify error correlations following modification indices, namely,
specific item content. In fact, correlating errors can improve the reliability of the latent construct's scale
(Saris & Aalberts, 2003).The path analysis results regarding the inter-subdimensional effects of the model
designed in the research are given in Table 3.

Table 3
Path Analysis Results Regarding the Inter-Subdimensional Effects of the Designed Model in the Research
Std.
Path regression Se t P
coefficients

Acceptance of the Profession — Job S. 41 07 3.82 o
Value of the Profession — Job S. .39 .04 3.69 .
Belief in the Functionality of the Profession — Job S. 22 07 202 .04*
Vercital Dissent — Job S. 44 .07 4.50 ok
Horizontal Dissent —» Job S. 47 .07 4.89 o
Acceptance of the Profession — Vertical D. 13 .07 1.52 12
Value of the Profession —» Vertical D. .00 .05 .09 92
Belief in the Functionality of the Profession— Vertical D. .35 .10 292 .00%
Acceptance of the Profession —» Horizontal D. -.10 .07 -1.18 23
Value of the Profession —% Horizontal D. .07 .05 .86 .38
Belief in the Functionality of the Profession—»Horizontal D. -.05 .07 -.59 .55

*p<.05 **p<.01 **p<.001

When Figure 2 and Table 3 are examined together, the effect of job security has a positive effect on the sub-
dimensions of Acceptance of the Profession (3 =.41; p <.001), Value of the Profession (£ =.39; p <.001) and
Belief in the Functionality of the Profession (£ =.22; p <.05) and it seems to be statistically significant In
Figure 2, it is determined that there is no decrease in the standardized regression coefficients in the sub-
dimensions of the job security Acceptance of the Job. The Value of the Profession and the significant effect
continue. In addition, considering organizational dissent, Two Tailed Significance (BC) values were
examined for the Bootstrap Confidence confidence interval in the sub-dimensions of job assurance and
Profession Acceptance and the Value of the Profession for the Acceptance of the Profession (.91; p>.05) and
the Value of the Job (.37; p>.05) sub-dimensions there was not a significant or significant relation, but it was
significant in the Belief in the Functionality of the Profession (.00; p <.01) sub-dimension.

In addition, job security positively and significantly affects Vertical (8 =.44; p <.001) and Horizontal (8 =.47;
p <.001) dissent. Vertical Dissent affects Belief in the Functionality of the Profession (3 =.35; p <.01) sub-
dimensions significantly and positively; its” effect on Acceptance of the Profession (3 =.13; p>.05) and the
Value of the Profession (£ =.00; p>.05) is not statistically significant. Horizontal Dissent does not affect
Acceptance of the Profession (£ = -.10; p>.05), Value of the Profession (8 = .07; p>.05), and Belief in the
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Functionality of the Profession (8 = -.05; p>.05) sub-dimensions significantly. The direct, indirect, and total
effect results on the sub-dimensions of Acceptance of the Profession, Value of the Profession, and Belief in
the Functionality of the Profession are given in Table 4.

Table 4
Direct, Indirect and Total Impact Results on the Sub-Dimensions of Acceptance of the Profession, Value of the
Profession, and Belief in the Functionality of the Profession

Direct Indirect Total Bootstrap %95 Two Tailed Impact

) Lower/Upper e g
Variables Impact Impact Impact Bounds Significance Type
(BC)
Acceptance of the Profession
Job Security Perception 41 .01 42
Vertical Dissent 44 44 -,034/,197 91
Horizontal Dissent 47 47 -,076/,162
Value of the Profession
Job Security Perception .39 .04 43
Vertical Dissent 44 44 -,047/,186 37
Horizontal Dissent A7 47 -008/,200 e
Belief in the Functionality of the Profession
Job Security Perception 22 13% .35
Vertical Dissent 44 44 ,036/,356 00 Partial
Horizontal Dissent 47 47 -041/,248
*p<.01

As given in Table 4, the coefficients of the Acceptance of Profession Sub-dimension are; the direct impact
coefficient is (.41), the total impact coefficient is (.42), and the indirect effect is (.01). When the Two Tailed
Significance (BC) values were examined for the Bootstrap confidence interval, it was seen that the indirect
effect was not significant for the Acceptance of the Profession (.91; p>.05) sub-dimension. The direct impact
coefficient of the Value of the Profession sub-dimension is (.39), the total impact coefficient is (.43), and the
indirect effect is (.04). When the Two Tailed Significance (BC) values for the Bootstrap confidence interval
were examined, it was seen that the indirect effect was not significant for the Value of the Job (.37; p>.05)
sub-dimension.

The direct effect coefficient of the Belief in the Functionality of the Profession sub-dimension is (.22), and
the total effect coefficient is (.35). 13 of the relations between job security and Belief in the Functionality of
the Profession stems from the vertical dissent sub-dimension. When the Bootstrap confidence interval Two
Tailed Significance (BC) values were examined, the indirect effect of the Vertical Dissent sub-dimension
for Belief in the Functionality of the Profession was (.00; p <.01).

In the relationship between Belief in the Functionality of Profession and job security, Vertical Dissent can
explain all or part of this relationship. When Vertical Dissent is included in the analysis, there is a decrease
in the level of relationship between Belief in the Functionality of the Profession and job security, but the
relationship remains significant. Moreover, Bootstrap analysis also confirms the significance of the indirect
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effect. In this context, it has been determined that the Vertical Disent partially mediates this relationship.
Organizational dissent was a partial mediator in the relationship between job security perception and
professional self-esteem, as well as the Vertical Dissent sub-dimension in the relationship between Job
Security Perception and the Belief in the Functionality of the Profession sub-dimension.

4. RESULTS and DISCUSSION

In this study, it was concluded that organizational dissent was a partial mediator in the relationship
between job security perception and professional self-esteem, as well as the Vertical Dissent sub-dimension
in the relationship between Job Security Perception and the Belief in the Functionality of the Profession
sub-dimension. However, previous related work on job security, organizational dissent, and professional
self-esteem support the results of the research done conceptually.

According to the research findings, teachers’ opinions on professional self-esteem are at the level of “I
strongly agree” and very high; the fact that the teachers who have worked for a long time in the educational
organization because of the high professional seniority and age range of the research group have accepted
the values and principles of the teaching profession, teachers value and respect their profession, and
understand the value and functionality of the teaching profession. Baloglu et al. (2006) stated that teachers’
professional self-esteem is moderate; Cesur (2007) stated that teachers’ opinions about the Attitudes and
Behaviors Regarding the Teaching Profession, their Evaluations of the Teaching Profession, and the
General Satisfaction Level with the Teaching Profession are at the level of “I agree”; Irmak (2015) and Kiris
(2016) stated that teachers’ views on professional self-esteem are at the level of “I agree” and that teachers
working in primary schools have the highest professional self-esteem level, while teachers working in high
schools have the lowest professional self-esteem level; Camadan et al. (2018) found that teachers’
professional self-esteem levels are high.

According to the research findings, teachers’ views on organizational dissent are at the level of “I agree”;
the negative situation that teachers see in their organizations can be explained by the fact that they easily
share events and contrary thoughts, school administrators support open and direct dissent, support
communication channels and interpersonal communication, and teachers have a responsibility as a
personality structure. Yildiz (2013) found that teachers’ perceptions of Open Dissent were low in the total
Dissent Scale and in the Sub-dimensions of Implicit Dissent and Informing, while their perception of Open
Dissent was moderate; Agalday (2013) stated that teachers mostly opposed the unethical practices of
administrators and used the Explicit Dissent strategy at the highest level; Agalday et al. (2014) stated that
teachers prefer direct dissent; Yildiz (2014) stated that elementary school teachersperceptions of
organizational dissent are low; Aydin (2015) reported that teachersorganizational dissent is occasionally at
the moderate level and that teachers often oppose at this level for personal reasons and also rarely exhibit
whistleblowing level; Akada (2015) stated that teachers occasionally opposed at the level of dissent, that
teachers often displayed upward dissent behavior and occasionally horizontal dissent and whistleblowing;
Korucuoglu (2016) stated that teachers’ perceptions of organizational dissent are high and it is the highest
in the Open Dissent dimension and the lowest in the Hidden Dissent dimension; Daglh (2017) stated that
teachers mostly use the upward and horizontal dissent strategy; Ergiin (2017) stated that teachers’
perceptions of organizational dissent are at medium and above medium level, the highest average is in

Vertical Dissent dimension and above medium level, and the lowest is in the External Dissent dimension
and medium level; Iliman Piiskiilliioglu & Altinkurt (2018) stated that teachers’ dissent behavior was
moderate and teachers expressed their dissent to their administrators, then their colleagues, and their
family and friends outside of school; Agalday & Dagli (2018) found that teachers’ views on organizational
dissent were mostly at the level of agreeing, and that teachers participated in the Vertical Dissent dimension
the most, and the Horizontal Dissent at least.
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According to the research findings, teachers’ opinions on job security perceptions are at the level of “I
agree”; Considering the demographic variables of the teachers, it can be explained by the fact that the
majority of the research group has a seniority of 21 years or more, the average age is high, and they have
worked in the education sector for many years. They have not encountered a negative and unusual life at
the point of their experience and job loss. In their study, Carik¢i & Oksay (2005) stated that employees
stated the factors of salary, job security and a safe working environment as the reasons for preferring their
current profession, and that there was no significant difference in the perceptions of public and private
sector employees regarding job security; Demirel (2006) stated that teachers agree with the item “Classroom
teaching has job security” at a high level and they provide higher job satisfaction than job security; Poyraz
& Kama (2008) found in their research with public and private sector employees that job security
perceptions of those working in the public sector were higher than those of private sector employees;
Turkish Education Association [TED] (2014) stated that 59.4% of teachers preferred the teaching profession
because it is a state-guaranteed job; Akiin (2015) stated that the first factor affecting teachers” motivation is
job security; Hatipoglu (2016) stated that teachers’ views on job security are at the level of agreeing; Dede
(2017) found that the general and qualitative job insecurity perceptions of teachers working in public
schools were higher than teachers working in private schools.

In the context of the finding that there is a low level of significance and positive relationship between
elementary school teachers’ job security perceptions and organizational dissent total, Vertical, and
Horizontal Dissent sub-dimensions, Ozdemir (2010) found that teachers most frequently opposed the
administrators in the form of direct objection and that the more middle-aged, unionized, middle-level
senior and long-term teachers were more opposed. In addition, Kassing & Avtgis (1999) found that
employees with higher professional seniority exhibit more dissenting behavior, the level of verbal teasing
and discussion, and their position in the organization are clearly stated and prompted them to use a
horizontal dissent strategy. The emergence of a significant relationship between the perception of job
security and the total and vertical dissent sub-dimensions of organizational dissent can be understood more
clearly with the structure of the research universe. Research universe; Most of them are unionized teachers
with high seniority, age, and service time. In addition, Kassing (1997) reported that if individuals perceive
that they will be regarded as constructive by the organization and will not receive negative feedback when
they oppose, they will be able to choose the vertical dissent strategy by conveying the situation that is the
subject of dissent to their top managers. If the members of the organization have a long-term employment
guarantee in their organization, they do not hesitate to express their opposing opinions to their superiors
by taking power from this guarantee (Ozdemir, 2010). Based on this, this result can be explained by the fact
that when teachers express their opposing opinions to their administrators, they will not encounter any
opposing attitudes and do not feel afraid of losing their jobs. In addition, the higher correlation of job
security perception with Horizontal Dissent can be explained by the identification of employees. As the
level of identification of employees increases, their willingness to exhibit organizational cynicism and
dissent is low, and at this point, organizational identification behavior restricts employees’ decision to
oppose (Beldek, 2017). If employees feel identified with their organization, they will engage in long-term
projects, experience fewer conflicts about the organization’s practices and policies, enjoy their work, and
defend the organization’s practices and policies in different settings (Cheney & Tompkins, 1987). The
employee, who identifies themselves with the organization, sees themselves as a representative of the
organization and defends the interests of the institution against those who develop an attitude contrary to
the aims and values of the organization (Tiiziin, 2006). Even if the employees of the organization feel uneasy
when they encounter an unfair situation, they are reluctant to report their dissatisfaction to the managers
in order not to affect the harmony within the organization and other employees negatively (Ata, 2018). The
fact that teachers have been in the education system for many years, that they are employees who are
identified with their organizations, and that they adopt the school culture and convey their opposing ideas
to their colleagues suggest that teachers are employees identified with their profession.
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In the context of the finding that there is a positive and low-level relationship between elementary school
teachers’ perceptions of organizational dissent and their professional self-esteem, Bozali and Camadan
(2018) found a relationship between professional self-esteem and supportive and intrusive over-role
behavior. Teachers with a high level of professional self-esteem show more supportive and intrusive
behaviors than their colleagues. When teachers with high professional self-esteem see a problem in their
organization or feel that things are getting worse, they feel the responsibility to express this situation on
their own. Graham (1983) defines opponents as those who can express dissenting views when
organizational problems and practices cross the threshold of acceptance of their conscience. Ozdemir (2013)
states that teachers working in general high schools oppose the administrator for personal and
administrative reasons; teachers’ main reasons for dissent are the violation of legal rights by the
administrators, ethical and illegal demands, unjust decisions, and despotic behaviors, Payne (2007)
reported that employees with high organizational self-esteem display more oppositional behavior than
employees with low and moderate self-esteem; Kad1 & Beytekin (2015) found that teachers’ organizational
dissent behavior positively affected their professional values. An individual who can oppose vertically can
make their work more meaningful, thinking that the will is in their own hands (Kesen & Pabugcu, 2016).
The result of the study suggests that teachers who can express their opposing opinions are aware of the
dignity, value, and functionality of their profession.

In regards to the finding that there is a positive and low-level relationship between the job security
perceptions of elementary school teachers and their professional self-esteem, Carik¢1 & Oksay (2005)
determined that the reasons for public and private sector employees to choose their profession are salary,
job security, and safe working environment, respectively. Professional self-esteem is an important concept
for individuals to be successful and adaptable in their profession, and the self-efficacy beliefs perceived by
the individual about their profession, and also individuals have more respect and self-confidence about the
professions they choose and do voluntarily (Gengtanirim Kurt & Giirlen, 2016). Akiin (2015) lists the
following as the primary motivation tools for teachers; 1. Job security 2. Managers appointed according to
objective criteria 3. Social rights 4. Fairness of the disciplinary system, and 5. Good communication system.
Pekkaya & Colak (2013) found that university students attach importance to job security, professional gain,
and career opportunities, respectively, while choosing a profession. Having job security is accepted as an
important professional value in the selection of a profession. Especially in our country, one of the most
important reasons why most people want to work in the public sector is job security. The importance
attributed to a professional value, such as job security, can directly affect the value that an individual gives
to their profession. In this context, the fact that the teachers participating in the study chose the teaching
profession voluntarily because of job security may have revealed this result. The job security of a profession
can affect both the individual and society’s respect for the profession and the profession’s being sought
after and desired. The fact that the teaching profession provides job security to the public and is seen as a
respectable profession by society may be explained by the value of the profession, its prestige, and the
perception that it is worth doing.

In regards to the finding that organizational dissent is a mediating variable in the relationship between job
security and professional self-esteem, If the members of the organization have a long-term employment
guarantee in their organization, they do not hesitate to express their opposing opinions by taking power
from this guarantee (Ozdemir, 2010). The concept of job security also ensures that the right to work
continues without a valid reason for termination (Fidan, 2006). This result suggests that teachers” being
able to express their opinions and opposing views openly by getting strength from their job security in
their organization affects their professional self-esteem. Herzberg (1966) defines hygiene factors as factors
that do not motivate in their presence but cause dissatisfaction in their absence. Job security provided to
the employee provides professional self-esteem, but it may not be a reason for satisfaction alone, and the
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lack of job security lowers professional self-esteem. The reason for that is; thanks to job security, the
employee benefits from many motivating gains. Gokge et al. (2010) stated that employees would not be
able to say “no” to the desire to be overworked for fear of being fired, even 54.4% would increase their
performance in order not to be fired, and 47.8% were given more jobs than they would do or even more
and stated that they would not react in case of frequent extra shifts. Employees were asked what their
reaction would be in the face of a negative situation about themselves and the work environment in the
organization they work for, and 43.4% of the employees stated that they would remain silent, 30% would
quit their job, and 28.4% would come to work late, loafing, and restlessness. They stated that they would
react in the form of removing and slowing down the work. For this reason, employees attach importance
to the concept of job security and prefer silence and latent dissent to leaving their jobs despite the negativity
in the work environment. Individuals who prefer the vertical dissent strategy openly express their
opposing thoughts to those who will directly resolve them rather than transferring them to ineffective
units. It can be expressed as an attitude that individuals cannot afford to express their opposing thoughts
at the risk of retaliation. Loss of job, change of assignment, being taken under control, being ignored, etc.,
due to the opposing attitude of the individual. In short, it may face a lot of different sanctions. It can be
explained by the fact that individuals in the organization are able to demonstrate vertical dissent by
evaluating all these sanction risks, feel confident that their job security will protect them, or prefer to adopt
a humanitarian and conscientious attitude by taking all these risks. Thanks to vertical dissent, it can be
interpreted as an increase in the beliefs of the employees who think they have an effect and contribution to
organizational practices and policies by making sense of their profession.

Job security provided to teachers enables the expression of dissenting thoughts and opinions and the
professional self-esteem of teachers who can express their views and opinions increases. At this point, it
should not be considered sufficient to motivate today’s people only with material incentives. The
individual wants to see himself in a valuable and respected place in the organization. Employees who
participate in decisions, whose opinions are valued, responsible, and appreciated, respect their profession
and have high professional self-esteem. Employees who cannot express themselves in the organization,
who cannot even express negativities, that is, cannot show an opposing attitude, may lose respect for their
character and personality, and profession over time. School administrators may be advised to create an
environment in which organizational dissent is not suppressed or even supported and that they always
keep their communication channels open. Opposing thought boxes can be created in schools for teachers
who cannot express their opposing opinions due to fear of reprisal or punishment, in which they can
express their negative situations or contrary opinions anonymously. Noting that news, statements, or even
rumors claiming that job security will be reduced may cause a decrease in teachers’ job security perceptions,
which is usually the case even if these claims are not true; top managers and administrators may be
suggested to avoid unfounded discourses and expressions. Causes and consequences of organizational
dissent and research can be conducted to reveal the factors affecting the professional self-esteem of
teachers. The research reveals the results regarding the mediating role of organizational dissent in the
relationship between job security and professional self-esteem and the results that organizational dissent
is a partial mediator variable, variables that can fully mediate between job security and professional self-
esteem can be investigated. Finally, since the teachers in the study are experienced teachers, similar studies
can be conducted with teachers who are paid, contracted, working in private schools, and are in the first
years of their profession.
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GENISLETILMIS OZET
1. GIRIS

Insanlar birlikte yasamak, farkli ihtiyaclarini karsilamak zorunda olduklarindan gesitli drgiitler kurmak
durumunda kalmislardir. Kurulan bu orglitler yasanilan donemdeki ekonomik, sosyal, siyasal ve
teknolojik gelismelere gore degisimler gecirmektedir. Her gelisme ve degisim orgiitiin girdi ve giktisini
etkilemektedir. Orgiitler ayakta kalmak ve rekabet avantaji saglayabilmek icin bu degisimlere ayak
uydurmak zorundadir. Egitim orgiitleri de hedefledigi amaglara ulasmak ve bulundugu c¢aga ayak
uydurmak i¢in ihtiya¢ duydugu 6gretmen profilini yetistirmek ve gelistirmek durumundadir. Egitimde
hedeflenen amaglara ulasilmasi, meslegini kendine yakistiran, mesleginin saygin ve 6nemli olduguna
inanan ve meslegini kisiligi ile 6zdes goren 6gretmenler ile gerceklestirilebilir (Okan ve Doger, 2017). Birey
benligi ile uyumlu bir meslek segerse benlik algis1 gii¢lenirken, benlik sistemi ile uyumsuz bir meslek
se¢imi bireylerin doyumsuzluk ve ¢atisma yasamalarina neden olur (Super ve Bohn, 1970).

Mesleki benlik saygisi sadece meslegini degerli ve saygin gorme olarak goriilmemeli, bireysel ve toplumsal
degerlerden ayr diistiniilmemelidir. Payne (2007) orgiit temelli benlik saygisi yiiksek ¢alisanlarin, diisiik
ve orta diizeyde benlik saygisina sahip ¢alisanlara gore daha fazla muhalif davramis sergilediklerini, Bozali
ve Camadan (2018) mesleki benlik saygisi ile destekleyici ve miidahaleci rol fazlasi1 davrars arasinda bir
iliski saptamislardir. Shahinpoor ve Matt (2007) sosyal ve orgiitsel sistemlerin sorunlarinin ¢oziimiinde
anahtar kavramin siirekli olarak mevcudu yticeltenler degil, elestirel bakabilen aydin ¢alisanlar oldugunu,
Garner (2012) yoneticisi gibi diisiinmeyen tiyelerin farkl diisiincelere sahip olabilecegini ve bu goriislerini
ozgiirce dile getirebilmesi gerektigini ifade eder. Graham (1983) muhalifleri, oOrgiitsel sorun ve
uygulamalar kendi vicdanlarmin kabul esigini astiginda muhalif goriislerini aciklayabilenler olarak
tanimlamaktadir. Orgiitteki uygulama ve politikalar konusunda galisanlarin anlagsmazlik ve aykirt
diisiincelerinin ifade edilmesini igeren ¢alisan sesinin bir big¢imi orgiitsel muhalefettir (Kassing, 2002). Bu
agiklamalar 1s1g1nda, orgiitsel muhalefetin mesleki benlik saygisi ile iligkili oldugu diistiniilmektedir.

Is giivencesi kavramy, is sézlesmesinin gegerli bir sebep olmaksizin feshedilmesine getirilen simirlamalar
ile bireyin ¢alisma hakkinin korunmasini (Fidan, 2006), zaman icerisinde kidemini arttirmayi, bu sayede
yasam standard: ve gelecekte emeklilik sayesinde giivenli bir yasam siirecegi anlamina gelen bir kavrami
ifade eder (Dereli, 2002). s giivencesi kavrami, ¢alisanin emeginin garantiye alinmasini, calisana hakli bir
sebep gostermeksizin isveren tarafindan isinin sonlandirilmamasini, is iliskisinin hukuki boyutunu,
isverenin keyfi uygulamalarini kisitlayan ve engelleyen, hizmet sozlesmesine devamlilik saglayan
diizenlemelerdir (Celebi, 2017). Demir (2010) is giivencesi olmayan Ogretmenlerin yOneticileri ile
iliskilerinde temkinli davrandigini, yapmak zorunda olmadiklar1 gorevleri yaptiklarimi ve yasadiklar
kaygi ve korku durumlarindan dolayr mesleki gorevlerini istedikleri gibi yerine getiremediklerini
saptamistir. Is giivencesine sahip olmayan calisan isten atilabilirim korkusuyla is sozlesmesinde
bulunmayan hatta yasaya aykir1 olan emirleri bile yerine getirme zorunlulugunda kalmaktadir (Poyraz ve
Kama, 2008). Calisanlarin is bulma imkanlari kisitli oldugunda, yeni bir is i¢in egitim alma ihtiyaci var ise,
tasinmas1 gerekiyorsa yani kisacasi isten ayrilma maliyeti yiiksek ise mubhalif goriisler
seslendirilmeyecektir (Graham, 1983). Bu baglamda, 6gretmenlere saglanan is gilivencesinin Orgiitsel
muhalefet aracilifiyla mesleki benlik saygisini etkileyip etkilemediginin belirlenmesi gereklidir. Bu
noktada, egitim sisteminin 6nemli unsurlarindan biri olan 6gretmenlerin mesleki benlik saygilari ile iligkili
faktorlerin ortaya ¢ikarilmas: onemli goriilmiistiir. Literatiir incelendiginde mesleki benlik saygzst ile farkli
degiskenlerin iliskisini arastiran arastirmalar bulunmaktadir. Yapilan arastirmalar ele alindiginda, mesleki
benlik saygzst ile ilgili farkli degiskenler incelenmis ve dnemli sonuglara ulasilmistir. Ancak is giivencesi
algisnin  Orgiitsel muhalefet aracilifiyla mesleki benlik saygisina etkisini saptamaya yonelik bir
arastirmaya rastlanmamaistir. Bu noktada, bu arastirmanin literatiire katkisi olacag diisiiniilmektedir.
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2. YONTEM

Bu arastirma iliskisel model kullanilarak gerceklestirilmistir. Bu tiir arastirma modelinde degiskenler
arasinda degisim olup olmadig1 belirlenmeye calisilir (Karasar, 2012). Degiskenler ve olast sonuglar
arasindaki iliskileri yordayarak, degiskenlerin tutarh bir degisim gosterip gostermedigi iliskisel arastirma
ile belirlenebilir. (Metin, 2014). Bu ¢alismada iki bagimsiz degisken ve bir bagiml degisken bulunmaktadir.
Orgiitsel muhalefet, sinif gretmenlerinin is giivencesi algilarindan etkilenebilecegi varsayimiyla bagimli
bir degisken iken, smif 6gretmenlerinin mesleki benlik saygilarin etkileyebilecegi varsayimiyla bagimsiz
degisken olarak modele dahil edilmistir. Siuf 6gretmenlerinin is giivencesi algilariin orgiitsel muhalefet
araciligryla mesleki benlik saygilar1 {izerinde etkili olabilecegi tahmin edilmis ve iliskisel model
kullanilarak degiskenlerin birlikte tutarli bir degisim gosterip gostermedigi ortaya konulmustur. Arastirma
evreninin ulasilabilir olmas1 nedeniyle 6rneklem alma yoluna gidilmemis, arastirma evren iizerinde
gerceklestirilmistir. Arastirmanin evrenini 2018-2019 Egitim-ogretim yilinda Amasya il merkezinde
kamuya bagl 14 ilkokulda gorev yapan 247 smif 6gretmeni olusturmaktadir. Arastirma evrenindeki 247
smif ogretmenine Olgekler ulastirilmis olup arastirmaya goniillii olarak katilan 211 smuf 6gretmeni ile
arastirma gerceklestirilmistir.

3. BULGULAR, TARTISMA ve SONUCLAR

Bu arastirmada Orgiitsel muhalefetin is giivencesi algis: ile mesleki benlik saygis1 arasindaki iliskide ve
ayrica Dikey muhalefet alt boyutunun da is giivencesi algisi ile Meslegin Islevselligine Inang alt boyutu
arasindaki iliskide kismi araci oldugu sonucuna varilmistr.

Smif 6gretmenlerinin is giivencesi algilar ile orgiitsel muhalefet toplam, Dikey ve Yatay Muhalefet alt
boyutlar1 arasinda diisiik diizeyde anlamli ve pozitif bir iliski oldugu bulgusu baglaminda; Ozdemir (2010)
ogretmenlerin yoneticilere en sik dogrudan itiraz etmek seklinde muhalefet ettiklerini, orta yasli, sendikals,
orta diizeyde kidemli ve okuldaki hizmet siiresi fazla 6gretmenlerin daha fazla muhalefet ettiklerini
saptamistir. Ayrica Kassing ve Avtgis (1999) mesleki kidemi fazla olan calisanlarin daha fazla muhalif
davranis sergiledigini, calisanlarin sozlii satasma ve tartismaya yatkinhik diizeyi ile Orgiitteki
pozisyonunun agikca belirtilmis ve yatay muhalefet stratejisini kullanmaya sevk ettigini saptamistir.

Sinif 6gretmenlerinin orgiitsel muhalefet algilar ile mesleki benlik saygilar1 arasinda pozitif ve diisiik
diizeyde bir iliski oldugu bulgusu baglaminda; Bozali ve Camadan (2018) mesleki benlik saygis1 ile
destekleyici ve miidahaleci rol fazlas1 davramis arasinda bir iliski saptamiglardir. Yiiksek diizeyde mesleki
benlik saygisina sahip 0gretmenler destekleyici ve miidahaleci davranislar1 diger meslektaslarina gore
daha fazla gostermektedirler. Mesleki benlik saygisi yliksek Ogretmenler orgiitlerinde bir problem
gordiiklerinde ya da islerin kotiiye gittigini hissettiklerinde kendilerinde bu durumu dile getirme
sorumlulugu hissetmektedirler. Graham (1983) mubhalifleri, Orgiitsel sorun ve uygulamalar kendi
vicdanlarin kabul esigini astiginda muhalif goriislerini agiklayabilenler olarak tanimlamaktadir.
Ozdemir (2013) genel liselerde gorev yapan &gretmenlerin kisisel ve yonetsel nedenlerden yoneticiye
muhalefet ettiklerini, 6gretmenlerin baslica muhalefet etme nedenleri olarak yoneticilerin yasal haklarin
kullanimini ihlal etmeleri, etik ve kanun dis1 istemleri, adaletsiz kararlar1 ve despot davranislar: oldugunu,
Payne (2007) orgiit temelli benlik saygis1 yiiksek calisanlarin, diisiik ve orta diizeyde benlik saygisina sahip
calisanlara gore daha fazla muhalif davranis gosterdiklerini, Kadi ve Beytekin (2015) 6gretmenlerin
orglitsel muhalefet davraniglarinin, mesleki degerlerini pozitif yonde etkiledigini saptamiglardir.

Smif 6gretmenlerinin is giivencesi algilar ile mesleki benlik saygilar arasinda pozitif ve diisiik diizeyde
bir iliski oldugu bulgusu baglaminda; Carik¢t ve Oksay (2005) kamu ve 6zel sektor g¢alisanlarinin
mesleklerini tercih etme nedenleri olarak sirasiyla maas, is giivencesi ve giivenli ¢alisma ortami oldugunu
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saptamiglardir. Mesleki benlik saygisi, bireylerin mesleklerinde basarili ve uyumlu olmalarinda, bireyin
meslegi hakkinda algiladig1 6z yeterlik inancinda 6nemli bir kavramdir ve ayrica bireyler goniillii olarak
sectikleri ve yaptiklar1 meslekler hakkinda daha fazla sayg1 ve 6zgiiven duymaktadirlar (Genctanirim Kurt
ve Giirlen, 2016). Akiin (2015) 6gretmenlerin sirasi ile motive araglar:1 olarak; 1. is giivencesi 2. objektif
olciitlere gore atanan yoneticiler 3. Sosyal haklar 4. Disiplin sisteminin adaletli olmasi ve 5. Iletigim
sisteminin iyi olmasi konularini tespit etmistir. Pekkaya ve Colak (2013) iiniversite 6grencilerinin meslek
secerken basta is giivencesi olmak tizere sirasiyla mesleki kazang ve kariyer imkanlarina 6nem verdiklerini
saptamiglardir.

Orgiitsel muhalefetin is giivencesi ile mesleki benlik saygisi arasindaki iliskide araci bir degisken oldugu
bulgusu baglaminda; 6rgiit iiyeleri bulunduklar: 6rgiitte uzun siireli istihdam garantisine sahip iseler bu
garantiden gii¢c almak suretiyle muhalif diisiincelerini ifade etmekten gekinmezler (Ozdemir, 2010). Is
glivencesi kavrami da calisma hakkinin gecerli bir fesih nedeni olmaksizin devam etmesini saglar (Fidan,
2006). Bu sonug, 6gretmenlerin bulunduklar: orgiitte sahip olduklari is giivencesinden gii¢ almak suretiyle
diistincelerini ve muhalif goriislerini acgik¢a ifade edebilmelerinin mesleki benlik saygilarinda etkili
oldugunu distindiirmektedir. Herzberg (1966) hijyen faktorleri, varliginda motive yaratmayan ancak
yoklugu tatminsizlik olusturan faktorler olarak ifade eder. Calisana saglanan is giivencesi mesleki benlik
saygisi saglar ancak tek basina tatmin nedeni olmayabilir ve is giivencesinden yoksunluk mesleki benlik
saygisi diisiiriir. Clinkii ¢alisan is giivencesi sayesinde motive edici bir¢ok kazanimlari da beraberinde
elde etmektedir. Ogretmenlere saglanan is giivencesi muhalif diisiince ve goriislerin ifade edilmesini
saglamakta, goriis ve diisiincelerini ifade edebilen 6gretmenlerin ise mesleki benlik saygilarinda artis
olmaktadir. Bu noktada, giintimiiz insanin1 sadece maddi giidiiler ile giidiilemek yeterli goriilmemelidir.
Orgiitte kendini ifade edemeyen, olumsuzluklari dahi dile getiremeyen yani muhalif tavir sergileyemeyen
calisanlarin zamanla benliklerine ve mesleklerine karsi saygilar1 azalabilir. Okul yoneticilerine, orgiitsel
muhalefetin bastirilmadig1 hatta desteklendigi bir ortam olusturmalar1 ve iletisim kanallarmi hep acik
tutmalar1 onerilebilir.
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