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ABSTRACT

This study aimed to verify the validity and reliability of the Employee Advocacy Role Perception Scale (EARPS),
and to adapt it for Turkish organizations. In this study, the data obtained from 338 participants were divided into
two parts: for exploratory factor analysis (EFA) and confirmatory factor analysis (CFA). Data analyses were
performed with SPSS and AMOS software. The findings showed that the unidimensional scale was 64.779% of
the total variance. Our analysis showed a KMO value of 0.947 and a Bartlett statistical test value of y2=3287.423,
which was a significant difference (p<0.001), and the scale had a single-factor structure with item loads ranging
0.628-0.873. According to confirmatory factor analysis fit indices, the acceptable fit indices for Chi-squared test
was 2.62 and a RMSEA value of 0.072 were established. The GFI (0.955), AGFI (0.920), and CFI values (0.980)
showed good fit. The goodness-of-fit indices of the single-factor structure that emerged after the analysis
revealed a good and acceptable fit. In addition, the standardized regression weights of the scale items varied
between 0.548 and 0.885; t values from 9.626 to 11.695 that were statistically significant (p<0.001), and R2 values
of 0.301-0.783. These results confirm the construct validity of the single-factor model with explanatory factor
analysis. Regarding the internal consistency of the scale, Cronbach'’s Alpha value of the relevant scale was 0.933,
AVE was 0.647, CR was 0.959, and the correlation level between the two halves was 0.848 with a first half test
reliability of 0.927 and a second half test showing a reliability value of 0.918. We found a=0.868 for odd-numbered
scale items and a=0.876 for even-numbered scale items. We report an a=0.940 for the dataset that included 170
randomly selected items, and a=0.932 for the dataset of 168 items. When all these data were evaluated together,
we showed that the reliability of the nine items constituting the relevant scale was high. When EFA and CFA results
were evaluated together, the unidimensional structure of the EARPS, consisting of nine items, was valid and had
a high reliability level. As a result, the compatibility of the relevant scale with the Turkish cultural structure was
established, and it is expected that it will produce valid and reliable results for measurements regarding the
employee advocacy role perception of human resources.
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Introduction

According to social exchange theory, the employment relationship is based on an exchange
between employees and employers. In this relationship, the employer demands commitment to
the organization from employees, while employees seek to determine the level of compensation
and rewards they will receive or how much influence they have over the terms and conditions of
employment (Bakuwa, 2013, p. 40). This relationship, fundamentally built on a win—-win
understanding, necessitates the coordination of expectations and demands between the
parties, a role primarily assumed by human resources (HR) departments. Particularly in today’s
business world, talented human capital is considered one of the most valuable assets of

1 Ethical approval for the research was obtained from the Sileyman Demirel University Scientific Research and Publication Ethics
Committee on 11.04.2023, with decision number 135/5.
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organizations and a crucial factor in gaining a competitive advantage (Armstrong & Taylor, 2014,
p. 18—20). Moreover, the effective management of talented employees is widely recognized as
a crucial factor for enabling organizations to achieve their wider strategic goals (Mamman et al.,
2018, p. 3). Therefore, the overarching objective of human resource management is to ensure
that organizations achieve their business objectives using their human capital (Armstrong &
Taylor, 2014, p. 26). Human resources, which serve as a bridge between employers and
employees, are expected not only to reconcile the expectations and demands of both parties
but also to fulfill the role of employee advocacy. When human resources (HR) manage
employee—organization relationships through a win-win approach, employees tend to develop
more positive attitudes toward the organization and generate more favorable outcomes in
terms of organizational behavior. Employee advocacy, which is one of the factors influencing
these positive attitudes and behaviors, reflects the extent to which the organization values
employees’ contributions and prioritizes their interests (Yeh, 2014, p. 95).

The fundamental objective of HR is to maximize organizational efficiency by enhancing
employee effectiveness (Sims & Sauser, 2014, p. 2). Additionally, there is a consensus that HR
assumes an advocacy and protective role in safeguarding employee wellbeing (Wright, 2008;
Van Buren et al,, 2011). HR professionals are responsible for maintaining a balance between
employee needs—eg, supporting employee welfare—and organizational needs, which include
optimizing productivity and cost efficiency via employee selection and placement. HR achieves
this balance by aligning the interests of both parties (employees and the organization) within
the employment relationship, thereby integrating these interests toward a shared goal.
Consequently, HR's responsibility to manage human capital and personnel policies in alignment
with organizational objectives must be fulfilled with its advocacy role, which ensures employee
wellbeing (Stark & Poppler, 2017, p. 2). In this context, the ability of HR to function as an
employee advocate depends on its capacity to facilitate employee voice reaching management
and to safeguard the organization’s most valuable asset—its human capital (Mathis, Jackson &
Valentine, 2014).

Particularly in recent years, as organizations have increasingly shifted their focus toward
strategic activities, the need for advocacy mechanisms that ensure employees’ voices are heard
has also grown (Mamman et al.,, 2018, p. 3). In this context, the advocacy role of HR has gained
prominence in amplifying employees’ voices and enhancing their productivity. Measuring this
crucial role of HR via employees in terms of improving the efficiency of internal organizational
stakeholders has become a considerable tool for determining the effect of HR’s advocacy role
on positive organizational outcomes. Accordingly, the measurement of HR's employee
advocacy role, or employees’ perceptions of this role, is conducted using various assessment
tools. Within this framework, this study aimed to adapt the Employee Advocacy Role Perception
Scale (EARPS) into Turkish to assess employees’ perceptions of HR’s advocacy role. A review
of the literature reveals that only one such scale currently exists; therefore, expanding the range
of tools available to measure the extent to which HR departments fulfill their advocacy role for
employees and associating these measures with organizational behavior outcomes would
constitute a valuable contribution to the literature.

In the international literature, the concept of “employee advocacy” is used as the equivalent of
“isgoren savunuculugu.” This term is also referred to as “calisan savunuculugu” and is
conceptualized as employees advocating for their organization’s products, services, and brands
(Aksu, 2023). Another equivalent of the term “employee advocacy” in the national literature is
“isgoren avukathidl,” which is defined as the defense of employees’ rights by organizational
management, human resources personnel, and specialists. In line with the existing literature,
this study considers the term “isgdren savunuculugu” to be the most appropriate designation.
Based on this conclusion, the term “isgoren savunuculugu” is used throughout this study to refer

to the advocacy role of HR in protecting and defending employees’ rights and interests.
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Employee Advocacy

In general, the relationship between employees and organizations is built on a win—win
approach that enhances employees’ positive attitudes toward their work and organization
(Elsaied, 2019, p. 227). This win—win approach is primarily grounded in social exchange theory,
which states that employment relationships are a form of exchange by which employees expect
to receive rewards that compensate for the costs of participating in the exchange (Blau, 1968).
By its nature, social exchange theory represents the exchange of resources in social
relationships and leads to implicit obligations between the parties involved and is a process
whereby two or more individuals are mutually dependent on each other (Blau, 1968; Settoon,
Bennett & Liden, 1996, p. 220; Blau, 2017, p. 4). In the context of employment relationships, this
dynamic characterizes the psychological contract obligations between employees and
organizations. In fulfilling these mutual obligations within the employee—organization
interaction, it is essential to implement HR practices that enhance employee wellbeing, sustain
engagement, and strengthen employment relationships (Clarke & Hill, 2012, p. 702). In this
regard, social exchange theory focuses on the relationship that employees develop with their
managers or organizations and is based on mutual trust and expectations in the employment
relationship (Cropanzano & Mitchell, 2005, p. 874). From the perspective of social exchange
theory, positive inputs, such as managerial or supervisory support in favor of employees,
contribute to the perception that employees are valued and supported by their organizations. As
aresult of these positive inputs, favorable outcomes such as employee commitment and loyalty
can emerge. In essence, employees expect support from their organizations and, in return,
contribute with behaviors that benefit the organization (Yeh, 2014, p. 95). These exchange
processes influence employees’ attitudes toward their organization and work. Therefore, from
an organizational perspective, the critical threshold for fostering this positive exchange lies in
strengthening the employment relationship with the development of HR's employee advocacy
role.

In general, from an HR perspective, the role of employee advocacy entails responding to
employees’ daily challenges, concerns, and needs. Moreover, this role requires HR professionals
to see the world from the employees’ perspective, actively listen to them, understand their
concerns, empathize with them, and advocate for their issues and worries. At the same time,
employee advocacy involves facilitating the communication process from the perspective of
managers to ensure that employees receive the necessary information and resources to achieve
success. Therefore, the HR employee advocacy role encompasses ensuring a clear alignment
between the interests of employees and the goals and objectives of the organization, while also
supporting the maintenance of a positive psychological contract between employers and
employees (Bakuwa, 2013, p. 41).

Employee advocacy is defined as a transparent organizational structure that considers
employees’ complaints, strives to fulfill their interests optimally, protects them from
discriminatory practices and harassment, and ensures fairness in reward distribution (Kogak,
2020, p. 180). Employee advocacy also encompasses an employee’s perception of how much
the organization values their contributions and prioritizes their wellbeing (Eisenberger et al.,
1986, p. 500). In this context, the concept reflects employees’ evaluations of the extent to which
their organization appreciates their contributions and the transparency of organizational
policies (Yeh, 2014, p. 95). Another perspective defines employee advocacy as an organizational
policy that enables and supports employees in voicing their opinions and concerns, accessing
information and services, and advocating for their rights and responsibilities (El-Aty & Deraz,
2018, p. 158).

From a broader perspective, employee advocacy involves addressing employee complaints,
ensuring fair treatment (eg, in promotions and transfers), and protecting employees from
discriminatory employment practices such as harassment (Kim, 2009, p. 123; Akglindiiz & Sanli,
2016b, p. 284). These objectives and policies aim to foster employee wellbeing in the workplace.
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Furthermore, it has been suggested that the level of employee advocacy within organizations
might vary depending on labor market conditions and talent scarcity. During periods of labor
shortages when filling employee positions is more challenging, organizations tend to advocate
more strongly for their employees. Conversely, when labor is more readily available,
organizations exhibit this behavior less frequently (Rynes, 2004, p. 204).

Research findings in the national literature indicate that employee advocacy is positively
correlated with job satisfaction (Akgindiz & Sanli, 20164, p. 314) and negatively correlated with
turnover intention (Akgiindiz & Sanli, 2016a, p 314; Aykan & Akgll, 2018, p. 43). Additionally,
managers’ levels of employee advocacy reduces employees’ emotional exhaustion (Birdir &
Dalgig, 2015, p. 975). Employee advocacy negatively effects role conflict and role ambiguity
(Dalgig, Birdir & Giler, 2016, p. 1206) and positively influences employees’ perceived
organizational support and job embeddedness. Moreover, employee advocacy plays a partial
mediating role in the relationship between perceived organizational support and job
embeddedness (Aykan & Akgul, 2019, p. 2727-2728). Employee advocacy also enhances
employees’ job engagement and partially mediate the relationships between leader—-member
exchange and job embeddedness, and between leader—-member interaction and job
commitment (Akgindlz, Turksoy & Nisari, 2021, p. 501). Furthermore, perceived internal status
has been identified as a partial mediator in the relationship between employee advocacy and
psychological wellbeing (Kogak, 2020, p. 186), while employee advocacy has a positive effect
on employee energy levels (Kiprizci, 2022, p. 86).

Findings from studies in international literature reveal that holding regular staff meetings to
listen to employees’ opinions and concerns serves as a fundamental mechanism for
strengthening HR professionals’ role in employee advocacy (Bakuwa, 2013, p. 45). Employee
advocacy is positively associated with job satisfaction and organizational commitment, while
organizational innovation, managerial support, and employee empowerment are positively
linked to employee advocacy (Yeh, 2014, p. 98). Trust in leadership and leader—member
interaction partially mediate the relationship between organizational justice and job satisfaction,
advocacy, and turnover intention (Otaye & Wong, 2014, p. 197). Additionally, employee advocacy
has positive effects on all dimensions of organizational commitment (EI-Aty & Deraz, 2018, p.
165). A key factor contributing to the perception of HR practitioners as advocates for employees
is their role in motivating employees (Mamman et al., 2018, p. 10). Supportive leadership
positively influences employees’ advocacy behaviors and employee advocacy fully mediates the
relationship between supportive leadership and employees’ voice behaviors (Elsaied, 2019, p.
231).

Methods

Research Aims and Significance

In contemporary organizations, human capital holds an indispensable role. The ability to
effectively leverage human talent is contingent upon organizations’ investments in employee
wellbeing. Organizations that prioritize and value employees tend to achieve greater efficiency
from their HR within a win—win framework. From the perspective of the social exchange theory,
while employees expect recognition and appreciation, employers in return, anticipate
commitment to work and the organization. Employee advocacy, as one of the key practices
aimed at balancing employer—employee expectations and interests, is fundamentally built upon
defending employees’ rights and valuing them. In this regard, the adoption of employee
advocacy roles by organizations and HR professionals becomes crucial for enhancing employee
wellbeing. On the other hand, the identification of managerial and HR professionals’ employee
advocacy roles are conducted via various measurement scales. In the national literature, only
one scale (Yeh, 2014) has been adapted into Turkish by Akgiindliz and Sanli (2016b) for this
purpose. Therefore, the need to increase the availability of alternative measures in this field is
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imperative. The aforementioned scale (Akglindlz & Sanl, 2016b) consists of general
statements and lacks extensive expressions for accurately identifying the advocacy role of HR
departments. In contrast, the scale used in this study addresses HR functions from a broader
perspective, ranging from employees’ financial needs to retention strategies. Accordingly, this
study aimed to adapt a scale designed to assess the employee advocacy role of HR for Turkish
organizations. The adaptation of this scale is expected to contribute to the national literature by
enabling a more detailed assessment of HR’s advocacy roles. In the future, the development of
alternative measurement scales for assessing HR's advocacy roles is deemed essential for the
advancement and accumulation of knowledge in the field. Within this scope, the study aimed to
conduct validity and reliability tests for the adapted scale.

Data Collection

The research data were collected using a survey technique, both online (via WhatsApp and
Google Forms) and face-to-face. The convenience sampling method was employed, as all
participants who completed the survey were included in the sample. Prior to the survey,
participants were informed about the purpose of the study, provided with a statement of
voluntary participation, and asked to sign a consent form. Data collection was performed in June
and July, 2023. The research data were obtained from 338 participants working in industries
with professional HR departments, including tourism and hospitality, industrial production,
finance, and banking, all within the central district of Antalya, Turkiye. The inclusion of firms from
various sectors was aimed at enhancing the reliability of the findings. Additionally, the literature
suggests that for validity and reliability analyses, the sample size should be at least five to ten
times the number of observed variables or should consist of a minimum 300 participants
(Nunnally & Bernstein, 1994; Tabachnick & Fidell, 2001; Blyukoztiirk, 2002, p. 480; Hair et al.,
2010). In line with these recommendations, efforts were made to reach the maximum sample
size. A total of 500 surveys were distributed online, with nearly half receiving responses, while
the remaining surveys were conducted face-to-face.

Research Measurement Instrument

A survey consisting of two sections was designed to collect data for this study. The first section
includes five questions aimed at gathering demographic information about the study group. The
second section comprises the EARPS, which is designed to explore the advocacy role of HR
departments. This scale with its unidimensional structure, was developed by Mamman et al.
(2018) based on the works of Conner and Ulrich (1996) and Ulrich and Brockbank (2005). The
scale was designed to assess employees’ perceptions of the extent to which HR practitioners
fulfill the role of employee advocates within organizations. In its original form, the scale
consisted of 13 items; however, following analyses conducted by Mamman et al. (2018), it was
refined into a nine-item structure. The original 13-item scale showed high internal consistency,
with a Cronbach'’s alpha coefficient of 0.916. In this study, as in the original scale, participants
were asked to respond to 13 statements using a five-point Likert scale, ranging from “strongly
disagree” (1) to “strongly agree” (5). Additionally, in this adaptation, the phrase “Our human
resources department” was added to the beginning of each original statement to ensure clarity
and relevance to the study context.

Translation into Turkish and Ethical Approval

As part of the research process, the EARPS was translated into Turkish following a rigorous
translation and adaptation procedure. To ensure linguistic and conceptual equivalence, the
translation was conducted using the back-translation method (Brislin, 1970). Initially, the scale
was translated from English to Turkish by two independent bilingual experts proficient in both
languages and specialized in HR management. Subsequently, a different set of experts, who
were unaware of the original scale, retranslated the Turkish version back into English. The
original and back-translated versions were then compared, and necessary adjustments were
made to ensure consistency and clarity. The finalized Turkish version of the scale was reviewed
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by an academic panel consisting of experts in organizational behavior and HR management to
confirm its appropriateness for the study. Additionally, in compliance with ethical research
standards, an ethics committee approval document was obtained before conducting the study.
The research adheres to the principles of voluntary participation, confidentiality, and anonymity.
Participants were fully informed about the study’s objectives and their consent was secured
with a signed voluntary participation form, ensuring that the research was conducted in
accordance with established ethical guidelines.

Research Population and Sample Group

The research population consisted of employees working in firms with professional HR
departments operating in the central district of Antalya, Turkiye. The research sample
comprised 338 participants.

The validity and reliability analyses of the EARPS were conducted using two separate datasets.
An exploratory factor analysis (EFA) was performed on the first study group (n=170) and a
confirmatory factor analysis (CFA) conducted on the second study group (n=168). The
frequency and percentage distributions of the sociodemographic characteristics of the research
sample are presented in Table 1.

Table 1 Sociodemographic characteristics of the study groups

Study Group 1: (EFA) Study Group 2: (CFA)
Gender n % Gender n %
Female 77 455 Female 72 428
Male 93 54,5 Male 96 57,2
Marital status n % Marital status n %
Married 74 43,5 Married 78 48,8
Single 96 56,5 Single 82 51.2
Age n % Age n %
Between 20-29 68 40 Between 20-29 55 34,4
Between 30-39 53 31,2 Between 30-39 51 31,9
Between 40-49 39 23 Between 40-49 48 30
Between 50-59 10 58 Between 50-59 6 3,8
Education level n % Education level n %
Primary school 11 6,5 Primary school 28 17,5
Secondary and high school 63 37,1 Secondary and high school 73 45,6
Associate degree 20 11,8 Associate degree 12 7.5
Undergraduate degree 62 36,4 Undergraduate degree 40 25
Graduate degree 14 8,2 Graduate degree 7 4.4
Total 170 100 Total 168 100

An examination of the statistical proportions for the first study group in table 1 revealed that
more than half (54.5%) of the participants are male and 56.5% of the participants are single. In
terms of age distribution, most participants (71.2%) were younger than 40 years. It is also
noteworthy that 56.4% of the participants hold an associate degree or higher. The second study
group had similar characteristics, indicating a consistent demographic distribution across both
groups.

Research Analysis

To adapt the relevant scale into Turkish, descriptive statistical analyses were conducted as an
initial step. Within this framework, the skewness and kurtosis values of the scale were examined.
Subsequently, EFA and CFA were performed to assess the construct validity of the scale. The
analyses performed using SPSS and AMOS software. As part of the EFA, an item-factor analysis
was conducted using SPSS. For CFA, fit index values were examined with AMOS. Additionally,
standardized factor loadings, standard error values, t-values, and R? values were analyzed. For
reliability assessment, Cronbach’s alpha, average variance extracted (AVE), and composite
reliability (CR) values were tested. Furthermore, split-half reliability and reliability analyses for
single and double items and random halves were performed. For scale development and
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adaptation studies, it is recommended to conduct EFA first followed by CFA on a new dataset
to validate the structure. One common method involves randomly selecting a certain percentage
of the dataset (eg, 50%) for EFA, while using the remaining portion for CFA (Organ, 2018, p. 413).
Accordingly, in this study, the dataset was divided into two parts with EFA applied to the first
half to identify the factor structure and CFA applied to the second half to confirm this structure.
Within this scope, the full dataset (n=338) was split into two groups, with EFA (n=170) and CFA
(n=168) analyses conducted separately.

Findings

Descriptive Statistics

An examination of participants’ perceptions regarding the employee advocacy role of HR
departments revealed a minimum score of 1 and a maximum score was 5. The mean score for
participants’ responses concerning employee advocacy was X=3.63, suggesting that
participants’ perceptions of HR practitioners’ employee advocacy role were above average.
Additionally, the skewness and kurtosis values of the scale were within the range of +1 to -1.
These values imply that the responses provided for the scale followed a normal distribution
(Table 2). The fact that skewness and kurtosis values fall between -2 and +2 indicates that the
distribution of scores across the items adheres to normality (George & Mallery, 2010, p. 409).

Table 2 Descriptive statistics for the EARPS

Scale n Min. Max. X SD Skewness SE Kurtosis SE
EARPS 338 1 5 3,63 80022 -,652 137 387 274

Findings on the Construct Validity of the Scale

EFA and CFA were conducted to assess the construct validity of the EARPS. The literature
suggests that both EFA and CFA should be performed when adapting a scale to ensure its
validity (Organ, 2018, p. 414); therefore, both analyses were performed. Within this framework,
EFA was conducted using data from the first study group (n=170) and CFA was performed using
data from the second study group (n=168).

Table 3 Factor loadings of the EARPS items

Item Scale items Mean Eigenvalue Factor loadings
1 Our human resources department listens to its employees 3.99 0.580 0.761
2 Our human resources department strives to implement 3.79 0.642 0.807
employees' valuable suggestions and feedback

3 Our human resources department prioritises employees’ 3.64 0.636 0.796
financial needs

4 Our human resources department takes employees’ family 3.52 0.717 0.852
needs into consideration

5 Our human resources department cares about employees’ 3.87 0.587 0.765
health needs

6 Our human resources department is the primary defender 3.58 0.760 0.873
of employees’ rights

7 Our human resources department endeavours to retain 3.72 0.649 0.802
talented employees and encourages them accordingly

8 Our human resources department strives to be fair to all 3.72 0.654 0.802
employees without favouring any individual

9 Our human resources department shares in both the 3.68 0.759 0.872
happiness and sorrow of its employees

10 Our human resources department organises trips (social 3.55 0.506 0.628
activities) for employees

11 Our human resources department holds regular meetings 3.19 0.645 0.807
to communicate with and listen to employees

12 Our human resources department contributes to 3.49 0.685 0.824

employees’ motivation to help them succeed in their work
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13 Our human resources department perceives itself as an 3.47 0.718 0.845
advocate for employees
Kaiser-Meyer-Olkin measure:  0.947

Bartlett's test value: 3287.423
Explained variance ratio (%):  64.779
Eigenvalue: 8.418

Analyses conducted to test the suitability of the data for factor analysis indicate that the Kaiser-
Meyer-0lkin (KMO) measure of sampling adequacy was 0.947, and Bartlett's test of sphericity
yielded a statistically significant value (x?=3287.423, p=<0.001), confirming the appropriateness
of proceeding with further statistical analyses (Buyukoztlirk, 2023, p. 143; Table 3).

To determine the factor structure of the scale, an EFA was conducted without imposing any
dimensional constraints, using the varimax rotation technique. The results revealed that the
scale exhibited a unidimensional structure, with factor loadings ranging between 0.628 and
0.873, while communalities varied between 0.506 and 0.760. Additionally, this single-factor
structure accounted for 64.779% of the total variance. In factor analysis, factor loadings greater
than 0.45 and an explained variance of at least 30% for single-factor scales are considered
acceptable (Blyukoztirk, 2023, p. 134). The analysis further showed that the scale formed a
single-factor structure with an eigenvalue exceeding 1. When all results were evaluated
collectively, none of the items exhibited issues related to communalities or factor loadings,
confirming a robust unidimensional structure. Moreover, among the items in the scale, item 1
("Our human resources department listens to its employees”) had the highest mean score (3.99),
while item 17 (“Our human resources department holds regular meetings to communicate with
and listen to employees”) had the lowest mean score (3.19).

Following EFA, a CFA was performed. In model 1, the goodness-of-fit indices were considerably
distant from acceptable thresholds. The analysis results indicated that the values did not even
meet the minimum acceptable fit index criteria (Table 4).

Table 4 Goodness-of-fit indices for the EARPS (model 1)

Fit measure God fit Acceptable fit Model Fit
x’ - - 311.315 -
df - - 114 -
x2/df O<x?/df<2 2<x?/df<3 6.591 Not compatible
GFI 095<CFI=1.00 092<CF<0095 0.819 Not compatible
AGFI 0.90 < AGFI < 1.00 0.85<CF<0.90 0.746 Not compatible
CFI 095<CFI=1.00 090<CF<0095 0.894 Not compatible
RMSEA 0.00 < RMESA <0.05 0.05<RMESA <0.08 0.133 Not compatible

References: Bentler, 1980; Browne & Cudeck, 1993; Schermelleh-Engel & Moosbrugger, 2003; Munro, 2005; Yilmaz & Celik, 2009;
Kline, 2011; Capik, 2014; Cokluk, Sekercioglu & Biiytikoztlrk, 2023.

Following CFA, it was observed that the fit indices of the initial model containing 13 items were
not within the acceptable range. During the CFA process, items that contributed the most to the
Chi-squared (x?) value were sequentially removed one by one, and the analysis was repeated.
After repeated analyses, to further improve the goodness-of-fit indices in terms of construct
validity, a process similar to that applied in the original scale analysis was followed. Accordingly,
four items (item 2: “Our human resources department strives to implement employees’ valuable
suggestions and feedback”, item 4: “Our human resources department takes employees’ family
needs into consideration”, item 5: “Our human resources department cares about employees’
health needs”, and item 11: “Our human resources department holds regular meetings to
communicate with and listen to employees”) were sequentially removed from the second CFA
model, after which model 2 was tested. After EFA, the initial 13-item structure caused structural
fit issues in the CFA analysis, leading to the removal of four problematic items. Consequently,
the revised nine-item scale was tested and the fit indices obtained from the CFA analysis were
found to be at an acceptable level (Table 5).
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Table 5 Goodness-of-Fit indices for the EARPS (model 2)

Fit measure God fit Acceptable fit Model Fit

I - - 65.543 -

df - - 25 -

x2/df O<y?/df<2 2<x?/df<3 2.622 Acceptable fit
GFl 0.95<CFl<1.00 092<CF<0.95 0.955 Good fit
AGFI 0.90<AGFI<1.00 0.85<CF<0.90 0.920 Good fit
CFlI 0.95<CFl<1.00 090<CF<0.95 0.980 Good fit
RMSEA 0.00 < RMESA < 0.05 0.05<RMESA < 0.08 0.072 Acceptable fit

References: Bentler, 1980; Browne & Cudeck, 1993; Schermelleh-Engel & Moosbrugger, 2003; Munro, 2005; Yilmaz & Celik, 2009;
Kline, 2011; Capik, 2014; Cokluk, Sekercioglu & Buylkoztirk, 2023.

As shown in table 5, the fit indices for model 2 indicates that the Chi-squared value (x?/df=2.62)
falls within the acceptable fit range, while the GFI (0.955), AGFI (0.920), and CFI (0.980) values
show good fit whereas the RMSEA value (0.072) is within the acceptable fit range. The fit indices
for the single-factor structure in model 2 showed both good and acceptable fit levels. The CFA
results confirmed that the single-factor structure of the EARPS is valid and can be used,
establishing its construct validity.

Upon examining the modification indices in the analysis, pairing the error covariances between
item 7 and item 8, and between item 8 and item 9, resulted in a significant reduction in Chi-
squared values. Model 2 was tested after matching the error covariances between these items
(Figure 1).

Figure 1 Path diagram of the Employee Advocacy Role Perception Scale (Model 2)

As shown in figure 1, the scale consists of nine items. The factor loadings for these scale items
ranged between 0.23 and 0.76. The results of the CFA indicate that no item had a factor loading
less than 0.20 (Gurbuz, 2024, p. 194; Table 6).

Moreover, when interpreting the CFA model, it is essential to consider standardized path
coefficients, standard errors, t-values, significance levels, and multiple correlation values (R?),
which are presented in Table 6.

Table 6 Standardized path coefficients, standard errors, t-values, and significance levels for the model

EARPS Factor loadings Std. B SD t P R2

ltem 1 0.372 0.716 0.030 11.695 p<0.001 0.513
ltem 2 0.229 0.757 0.032 11.461 p<0.001 0.573
ltem 3 0.352 0.885 0.024 9.626 p<0.001 0.783
ltem 4 0.357 0.809 0.032 11.024 p<0.001 0.654
ltem 5 0.259 0.812 0.032 10.342 p<0.001 0.659
ltem 6 0.763 0.855 0.025 10.342 p<0.001 0.732
ltem 7 0.440 0.549 0.063 12177 p<0.001 0.301
ltem 8 0.316 0.778 0.039 11.248 p<0.001 0.605
[tem 9 0.353 0.838 0.030 10.573 p<0.001 0.702

According to Table 6, the standardized regression weights for each item ranged between 0.549
and 0.885, and all items are highly loaded onto the factor. Similarly, the t-values (critical ratio,
CR) that explain the latent variables of the items ranged between 9.626 and 11.695 and were
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statistically significant (p<0.001). The significance of the p-values indicates that the items are
correctly loaded onto the factors (Glrbiiz, 2024, p. 194). The squared multiple correlation (R?)
values, which determine the strength of the relationship between each item and the latent
variable, showed that the scale items explain the variable that the scale aims to measure.
Furthermore, the R? values ranged between 0.307 and 0.783. When the t-values and R? values
of the model are examined, item 3 provides the highest contribution, whereas item 7 had the
lowest contribution to the measurement model. These coefficients show that the scale items
explain between 30% and 78% of the latent structure. In conclusion, standardized coefficients
were high, standard error values were low, t-values are significant, and R? values were high.
These results confirm that the single-factor model identified by EFA has been validated by CFA.

Findings on the Internal Consistency of the Scale

The internal consistency of the scale was tested using the Cronbach’s Alpha coefficient, AVE-
CR values, split-half reliability coefficients, reliability analyses for odd and even-numbered items,
and randomly selected split-half reliability tests (Table 7).

Table 7 Reliability analysis results of the EARPS

Values EARPS
Cronbach'’s alpha (nine items) 0.933
AVE 0.647
CR 0.959
Alpha value for the first half of the scale 0.897
Alpha value for the second half of the scale 0.862
Split-half correlation value 0.843
Alpha value for odd-numbered scale items 0.868
Alpha value for even-numbered scale items 0.876
Alpha value for randomly selected dataset (170 survey) 0.940
Alpha value for randomly selected dataset (168 survey) 0.932
Smallest and largest item-total correlation values 0.548/0.838
Smallest and largest multiple R? values 0.301/0.783
Negative item-total correlation values None

As shown in Table 7, the Cronbach'’s Alpha internal consistency coefficient for the entire scale
was 0.933, the average variance extracted (AVE) value was 0.647, and the composite reliability
(CR) value was 0.959. In this context, a CR value greater than 0.70 indicates high factor reliability,
while an AVE value lower than the CR value but above 0.50 confirms the convergent validity of
the EARPS (Fornell & Larcker, 1981; Hair et al., 2010). The split-half correlation level of the scale
was 0.843, and the reliability coefficient for the first half was a=0.897, whereas for the second
half it was a=0.862. The nine-item scale was further divided into odd-numbered and even-
numbered items, revealing that the reliability coefficient for odd-numbered items was a=0.868,
and a=0.876 for even-numbered items. For the randomly selected dataset, the reliability
coefficient was a=0.940 for the dataset covering 170 items, and a=0.932 for the dataset
covering 168 items. Additionally, the lowest item-total correlation value was 0.548, while the
highest item-total correlation value was 0.838. The lowest R? value was 0.301 and the highest
was 0.783. Furthermore, no negative item-total correlation values were observed within the
scale. When all these findings are evaluated collectively, the nine items constituting the scale
exhibit high reliability.

In addition, item-total correlation coefficients were examined to determine the reliability of the
scale. Item-total correlation represents the relationship between scores obtained from scale
items and the total score of the scale. A positive and high item-total correlation indicates that
the items represent similar behaviors and that the internal consistency of the scale is high. In a
measurement scale, item-total correlation coefficients of 0.30 or higher are considered
sufficient (Blyukoztirk, 2023, p. 183). The item-total correlation coefficients for the scale are
presented in Table 8. The coefficients for the scale items were positive, with the lowest value at
0.548 and the highest at 0.838. The analysis did not identify any negative item-total correlations.
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The fact that all item-total correlation values were positive and above 0.300 indicates that the
scale has a high internal consistency. Furthermore, the fact that correlation values do not
exceed 0.85 suggests that the estimated correlations between items are not excessively high
(Cokluk et al,, 2023, p. 277).

Table 8 Item-total correlation analysis results of the EARPS

Item Scale items Item-total correlation
1 Our human resources department listens to its employees 0.694
2 Our human resources department prioritises employees’ financial needs. 0.838
3 Our human resources department is the primary defender of employees’ 0.762
rights

4 Our human resources department strives to retain talented employees and 0.772
encourages them accordingly

5 Our human resources department seeks to be fair to all employees without 0.827
favouring any individual

6 Our human resources department shares in both the happiness and sorrow 0.548
of its employees

7 Our human resources department organises trips (social activities) for 0.784
employees

8 Our human resources department contributes to employees’ motivation to 0.817
help them succeed in their work

9 Our human resources department perceives itself as an advocate for 0.730
employees

EARPS=Employee Advocacy Role Perception Scale.

Conclusions and Recommendations

This study aimed to test the validity and reliability of the EARPS and adapt it for Turkish
organizations. For this purpose, the data collected from 338 participants were split into two
halves, with EFA applied to the first half and CFA applied to the second. Statistical analyses were
conducted using SPSS and AMOS software. The findings indicate that the scale demonstrates
construct validity and internal consistency.

According to the findings, the KMO value (0.947) and the Bartlett's test statistic (x?=3287.423,
p<0.001) were significant, confirming the suitability of the dataset for factor analysis.
Subsequent analyses revealed that the scale exhibits a single-factor structure, with factor
loadings ranging between 0.628 and 0.873. Additionally, the single-dimensional scale accounted
for 64.779% of the total variance.

The CFA findings for Model 1 indicated that the fit indices were significantly distant from
acceptable reference values, meaning that even an acceptable model fit could not be
established. To enhance Chi-squared and other fit indices, similar to the original scale analysis,
four items (items 2, 4, 5, and 11) were removed, after which the model 2 CFA findings confirmed
the construct validity established by EFA. According to the fit indices of model 2, the Chi-
squared/df ratio (2.62) and RMSEA value (0.072) showed an acceptable fit, while the GFI (0.955),
AGFI (0.920), and CFI (0.980) values indicated a good fit. These fit indices confirmed that the
single-factor structure in Model 2 demonstrated both good and acceptable fit levels, validating
the construct validity of the scale. Furthermore, CFA modification indices were examined,
leading to the covariance of Items 7 and 8 and Items 8 and 9. Following this covariance
adjustment, a significant improvement in fit indices was observed. The factor loadings of the
scale items ranged between 0.42 and 0.76. The final CFA model resulted in a single-factor
structure comprising nine items. Additionally, the standardized regression coefficients of the
scale items ranged between 0.549 and 0.885, indicating that all items highly loaded onto the
factor. The t-values explaining the relationship between items and the latent variable ranged
from 9.626 to 11.695 and were statistically significant (p<0.001). Moreover, R? values,
determining the strength of the relationship between each item and the latent variable, ranged
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from 0.301 to 0.783, showing that the scale items explained between 30% and 78% of the latent
structure. These findings confirm that the construct validity of the single-factor model identified
by EFA was validated with CFA. To assess the internal consistency of the scale, Cronbach’s
alpha, AVE, CR values, split-half reliability coefficients, and item-total correlation values were
examined. The results showed that the scale had a Cronbach’s alpha value of 0.933, an AVE
value of 0.647, a CR value of 0.959, a split-half correlation of 0.848, a first-half test reliability of
0.927, and a second-half test reliability of 0.918. The reliability coefficient for odd-numbered
items was 0.868, while for even-numbered items, it was 0.876. The randomly selected dataset
yielded a Cronbach’s alpha of 0.940 for the dataset containing 170 items and 0.932 for the
dataset containing 168 items. The reliability analysis results confirm that the nine-item scale
shows high reliability. When EFA and CFA findings were evaluated collectively, the EARPS had a
valid and reliable single-factor structure consisting of nine items. Consequently, it has been
confirmed that the scale is compatible with Turkish cultural characteristics and can provide valid
and reliable results in measuring HR's employee advocacy role perception. Using this scale, it
will be possible to assess the extent to which HR fulfils its employee advocacy role based on
employees’ perceptions.

The items in the scale can be considered crucial factors influencing HR professionals’
perceptions of their employee advocacy role. Indeed, HR departments’ actions, such as listening
to employees, valuing their wages, defending their rights, striving to retain talented employees,
ensuring fairness, sharing their joys and concerns, organizing social activities, and motivating
them are essential for fulfilling HR’'s advocacy role. These practices and activities are expected
to enhance employees’ perceptions of HR's advocacy role. Furthermore, HR's efforts in
addressing employees’ issues can strengthen their perception of HR as an advocate. In this
context, ensuring that employees’ concerns and needs are heard and understood by
organizational management is a fundamental aspect of HR professionals’ advocacy role
(Bakuwa, 2013, p. 47). The perception that HR is actively working to resolve employees’
problems can increase employees’ motivation to achieve organizational goals (Bakuwa, 2013;
Mamman et al., 2018) and contribute to positive organizational behaviors (Otaye & Wong, 2014;
Yeh, 2014, Birdir & Dalgi¢, 2015; Akgunduz & Sanli, 2016a; Dalgic, Birdir & Guler, 2016; Aykan &
Akgul, 2018; El-Aty & Deraz, 2018; Aykan & Akgul, 2019; Elsaied, 2019; Kocak, 2020; Akgunduz,
Tlrksoy & Nisari, 2021).

As validity and reliability analyses have confirmed the construct validity and internal consistency
of the EARPS, it is essential to conduct further research examining how this scale influences
employees’ attitudes and behaviors. Within this framework, future studies should investigate
how perceptions of HR's advocacy role affect employees’ organizational behavior.
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Isgoren Savunuculugu Rol Algisi Olgegini Tiirkgeye uyarlama
calismasi’

Muharrem Aksu?

2Siileyman Demirel Universitesi, iktisadi ve idari Bilimler Fakiiltesi, insan Kaynaklari Yonetimi, Isparta, Tiirkiye.

OZET

Bu calismada, Isgoren Savunuculugu Rol Algisi Olgeginin gegerlik ve glivenirligi test edilerek Turk kdiltiriine
uyarlanmasi amaglanmistir. Bu amaca bagli olarak 338 katilimcidan elde edilen veriler ikiye bolinerek ilk yarisina
agiklayici faktor analizi (AFA), diger yarisina dogrulayici faktor analizi (DFA) uygulanmistir. Analizler, SPSS ve
AMOS programlari araciliiyla gerceklestirilmistir. Yapilan analizler sonrasi elde edilen bulgulara gore, ilgili 6lgegin
KMO (,947) degerinin ve Bartlett testi (y2=3287,423) istatistiksel dederinin anlamli oldugu (p=,000<0,001), dlgegin
tek faktorlt bir yapiya sahip oldugu ve madde yiklerinin ,628 ile ,873 arasinda degistigi gozlemlenmistir. Tek
boyutlu dlgegin toplam varyansin %64,779'unu acikladigi da saptanmistir. Dogrulayici faktor analizi uyum
indekslerine gore Ki-kare (2.62) ve RMSEA degerinin (.072) kabul edilebilir uyumu; GFI (,955), AGFI (,920) ve CFI
degerinin (,980) ise iyi uyumu gosterdigi tespit edilmistir. Analiz sonrasi ortaya gikan tek faktorli yapiya ait uyum
iyiligi indeksleri, iyi ve kabul edilebilir uyumu ortaya koymustur. Ayrica olgek maddelerinin standardize edilmis
regresyon agirliklarinin ,548 ile ,885 arasinda; t degerlerinin 9,626 ile 11,695 arasinda degistigi ve istatistiksel
olarak anlamli (p<,001) oldugu ve R2 degerlerinin ,301 ile ,783 arasinda degistigi belirlenmistir. Bu sonuglar
aciklayici faktor analizi ile ortaya konulan tek faktorli modelin yapi gegerliliginin dogrulandigini gostermektedir.
Olgegin ig tutarliigini tespit etmeye yonelik yapilan analiz bulgularina gore ilgili 6lgegin Cronbach Alpha degerinin
,933, AVE degerinin ,647, CR degerinin ,959, iki yari arasi korelasyon duzeyinin .848, ilk yari test glvenirlik degerinin
,927, ikinci yari test guvenirlik degerinin ise ;918 oldugu anlasiimistir. Tek numarali dlgek maddeleri igin a=,868,
¢ift numarali 6lgek maddeleri i¢in a=,876 oldugu belirlenmistir. Rastgele segilen 175 maddeyi kapsayan veri seti
icin a=,940 ve 163 maddeyi kapsayan veri setiigin ise a=,932 olarak tespit edilmistir. AFA ve DFA sonuglari birlikte
degerlendirildiginde isgoren Savunuculugu Rol Algisi Olceginin 9 maddeden olusan tek boyutlu yapisinin gecerlige
sahip oldugu ve glvenirlik dizeyinin de ylksek oldugu gortlmektedir. Sonug olarak ilgili dlgedin Turk kultir
yapisina uyumu tespit edilmis olup insan kaynaklarinin isgéren savunuculugu rol algisinailiskin olgimlerde gegerl
ve guvenilir sonuglar Uretecedi ongorulmektedir

ANAHTAR KELIMELER

insan kaynaklari, isgéren savunuculugu, Olcek uyarlama.

Giris

Sosyal Degisim Teorisine gore is iliskisi, isgoren-isveren arasinda mubadeleye dayanan bir
iliskidir. Bu iliskide taraflardan biri olan igveren, isgorenlerden orgtte baghligi talep etmekteyken
diger tarafta yer alan isgorenler ise ne kadar Ucret ve 6dul alacaklarini bilmek ya da istihdam sart
ve kosullari konusunda so6z sahibi olmak istemektedirler (Bakuwa, 2013, s. 40). Temel olarak
kazan-kazan anlayigi Uzerine kurulu bu iliskide taraflarin beklenti ve isteklerini es gudimleme
gorevi ise insan kaynaklar departmanlarina dismektedir. Ozellikle ginimiz is dinyasinda
yetenekli insan kaynagi, orgutlerin en degerli kaynaklarindan ve rekabet avantajinin onemili
faktorlerinden biri olarak gorilmektedir (Armstrong ve Taylor, 2014, s. 18-20). Dahasi yetenekli
isgorenlerin etkili bir sekilde yonetilmesinin orgutlerin stratejik hedeflerine ulasabilmelerinde
kritik bir faktor oldugu da yaygin olarak kabul edilmektedir (Mamman vd., 2018, s. 3). Bu nedenle
insan kaynaklari yonetiminin genel amaci, 6rgitin insan kaynagi araciligiyla is hedeflerine
ulagmasini saglamaktir (Armstrong ve Taylor, 2014, s. 26). Igveren-isgoren arasinda kopri
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niteliginde olan insan kaynaklarinin her iki tarafin beklenti ve isteklerini uzlastirma gorevine ek
olarak, isgoren savunuculugu roliine de sahip olmasi beklenmektedir. insan kaynaklari (iK),
isgoren—orgut iliskilerini kazan—kazana dayanan bir surecle yonetmesi halinde isgorenler,
orgute karsi daha olumlu tutumlar gelistirebilmekte ve orgutsel davranislar acisindan daha
olumlu ciktilar Uretebilmektedirler. Bu olumlu tutum ve davraniglari etkileyen faktorlerden biri
olan isgdren savunuculugu, orgutun isgorenlerin katkilarina ne kadar deg@er verdigini ve onlarin
clikarlarini ne dizeyde dnemsedigini gostermektedir (Yeh, 2014, s. 95).

insan kaynaklarinin temel amaci, isgorenlerin etkinligini iyilestirerek orgtin verimliligini en st
dizeye gikarmaktir (Sims ve Sauser, 2014, s. 2). Ayni zamanda IK'nin isgorenlerin refahini
savunucu ve koruyucu rolinu Ustlendigi yoninde bir fikir birligi de bulunmaktadir (Wright, 2008;
Van Buren vd., 2011). IK uzmanlari, isgoren intiyaclari (isgéren refahini destekleme gibi) ile
orgutln ihtiyaclari (verimliligi ve maliyet etkinligini en Ust dizeye ¢ikarma amaciyla isgoren
segme ve yerlestirme) arasindaki dengeyi korumakla yikimlidurler. IK bu dengeyi ise, taraflarin
(isgoren — orgut) gikarlarini istihdam iliskisinde uyumlu hale getirerek saglamakta ve taraflarin
cikarlarini birlestirerek ayni hedefe dogru yoneltmektedir. Dolayisiyla iIK'nin insan kaynagini ve
personel politikalarini 6rgut amaclariyla uyumlu bir sekilde yonetme sorumlulugu, isgorenlerin
refahini gozeten savunucu rollyle yerine getirmesi gerekmektedir (Stark ve Poppler, 2017, s. 2).
Bu baglamda IK islevinin bir isgoren savunucusu olarak hareket edebilmesi, isgdren sesinin
yoneticilere ulagsmasina imkan saglamasina ve orguttin en degerli varligi olan insan kaynagini
korumasina baglidir (Mathis, Jackson ve Valentine, 2014).

Ozellikle son dénemde orgitlerin stratejik faaliyetlere yonelik egilimlerinin artmasiyla birlikte
isgorenlerin sesinin duyurulmasini saglayan savunuculuk intiyaglari da artmaktadir (Mamman
vd.,, 2018, s. 3). Bu baglamda isgorenlerin sesinin duyurulmasinda ve verimliliklerinin
artinlmasinda IK'nin savunucu roli énem kazanmaktadir. Orgut i¢ paydaslarinin verimliligini
artirma agisindan insan kaynaklarinin bu énemli rolinin isgérenler tzerinden dlgilmesi, IK'nin
savunucu roltnun olumlu orgutsel giktilara etkisini tespit etmede onemli bir ara¢ haline
gelmektedir. Bu baglamda IK'nin isgéren savunuculugu rolinin etkisinin ya da isgdrenler
uzerindeki algisinin olgulmesi gesitli olgum araglariyla gergeklestirilmektedir. Bu baglamda,
galismada IK'nin savunucu roliine yonelik isgorenlerin algilarini 6lgme amaciyla isgoren
Savunuculugu Rol Algisi Olceginin Turkceye uyarlanmasi amaclanmistir. Literatirde bu yonde
sadece bir tane olcegin oldugu gozlemlenmistir. Dolayisiyla insan kaynaklari departmanlarinin
isgorenlerin savunuculugunu ne duzeyde yerine getirdigini dlcmeye yonelik araclarin artiriimasi
ve orgutsel davranis sonuclariyla iliskilendirilmesi literattre katki acisindan olumlu bir adim
olarak gortlmektedir.

Yabanci literatlirde isgoren savunuculugunun karsiligr olarak “employee advocacy” kavrami
kullaniimaktadir. Bu kavram, ayni zamanda “galisan savunuculugu” olarak adlandiriimakta, yani
calisanlarin orgutlerin mal, hizmet ve markalarini savunmasi olarak da kavramsallastiriimaktadir
(Aksu, 2023). “Employee advocacy” kavraminin diger karsiligi ise ulusal literatlirde “isgoren
avukathigl” olarak da bilinmektedir. isgoren avukathigi ise 6rglt yonetimi ile insan kaynaklari
gorevli ve uzmanlarinin isgorenlerin haklarini savunmasi olarak kavramsallastiriimaktadir. Bu
calismada da literatlre paralel bir sekilde kavramin ‘“isgoren savunuculugu” olarak
adlandinimasinin daha uygun olacagl dusunulmektedir. Bu gikarima istinaden bu galismada,
IK'nin isgorenlerin hak ve gikarlarini savunmasi olarak 6zetlenebilecek “isgéren savunuculugu”
kavrami kullanilmistir.

isgoren Savunuculugu

Genel olarak isgorenlerle orgut arasindaki iliski, calisanlarin islerine ve orgtttne karsi olumlu
tutumlarini artiran kazan—kazan anlayigi Uzerine kuruludur (Elsaied, 2019, s. 227). Bu kazan—
kazan yaklasimi, cogunlukla Sosyal Degisim Teorisine dayandiriimaktadir. Sosyal Degisim
Teorisine gore istihdam iligkileri, isgorenlerin bir mibadelede yer almanin maliyetini karsilayacak
odulleri elde etme beklentisi icinde olduklari bir degisim yontemi olarak tanimlanmaktadir (Blau,
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1968). Niteligi geregdi sosyal iliskilerde kaynak degis tokusunu temsil eden ve taraflar arasinda
dile getirilmeyen yukumldluklere yol agan Sosyal Degisim Teorisi, iki ya da daha fazla kisinin
karsilikli olarak birbirine bagimli oldugdu bir slregtir (Blau, 1968; Settoon, Bennett ve Liden, 1996:
220; Blau, 2017, s. 4). is iliskisi acisindan bu durum ise temelde psikolojik sozlesme
yukumliluklerini  niteleyen bir ozellige sahiptir. Orgit-isgoren denkleminde  karsilikli
yukumlultklerin yerine getiriimesinde ise, isgorenlerin refahini artiran, strdiren ve istihdam
iliskisini glglendiren insan kaynaklari uygulamalarinin hayata gegirilmesi énemlidir (Clarke ve
Hill, 2012, s. 702). Bu baglamda Sosyal Degisim Teorisi, bir isgdrenin yoneticisi ya da orgdittyle
gelistirdigi iliskiye odaklanmakta ve calisma iliskisinde her iki tarafin karsilikli guven ve
beklentilerine dayanmaktadir (Cropanzano ve Mitchell, 2005, s. 874). Sosyal Degisim Teorisi
acisindan isgorenler lehine yonetici ya da stpervizor destedi gibi olumlu girdiler, isgorenlerin
orgutleri tarafindan kendilerine deger verildigi ve desteklendigi algisinin olusmasina katki
saglayabilmektedir. Bu olumlu girdiler sonucunda da isgoren baglligl ve sadakati gibi olumlu
ciktilar - olusturabilmektedir. Kisacasi isgorenler, orgutlerinin  kendilerini  desteklemesini
beklemekte ve bunun karsiiginda da orgute faydali olabilecek davranislarla katkida
bulunabilmektedirler (Yeh, 2014, s. 95). Bu tlr muibadele eylemleri, isgorenin orgitine ve isine
karsI tutumunu etkileyebilmektedir. Dolayisiyla orgutler acisindan bu olumlu mubadelenin kritik
esigi, istihdam iliskisinin gulglendirilmesine yonelik IK'nin isgéren savunuculugu rolinin
gelistirilmesidir.

Genel olarak, IK agisindan isgoren savunuculugu roli, calisanlarin gunlik sorunlaring,
endiselerine ve ihtiyaclarina karsilik vermeyi icermektedir. Dahasi bu rol, IK profesyonellerinin
dunyay! isgorenlerin gozunden gormesini, onlari dinlemesini, endiselerini anlamasini, onlarla
empati kurmasini, onlarin kaygi ve sorunlarini savunmasini kapsamaktadir. Ayni zamanda iK'nin
yoneticilerin gozunden bakarak isgorenlerin basarlyr yakalayabilmeleri icin gerekli bilgi ve
kaynaklarin aktariimasina yonelik iletisim strecini de igermektedir. Dolayisiyla IK'nin isgoren
savunuculugu rold, orgit calisanlarinin cikarlariyla isin amac ve hedefleri arasinda acik bir
uyumun saglanmasina ve isveren-isgoren arasinda pozitif bir psikolojik so6zlesmenin
slrdurtlmesine yardimci olmayi igermektedir (Bakuwa, 2013, s. 41).

Isgoren savunuculugu, isgorenlerin sikayetlerini dikkate alan, gikarlarini en iyi sekilde yerine
getirme egilimi olan, onlari aynmci uygulama ve tacizden koruyan ve odullendirme konusunda
adil olan seffaf bir 6rgit yapilanmasi olarak tanimlanmaktadir (Kogak, 2020, s. 180). isgdren
savunuculugu, birisgorenin orgutin kendi katkilarina ne kadar deger verdigine ve onlarin refahini
ne kadar onemsedigine iliskin algisini da kapsamaktadir (Eisenberger vd., 1986, s. 500). Bu
baglamda kavram, isgorenlerin orgutun katkilarini ne duzeyde takdir ettigine iliskin
degerlendirmelerini ve orgt politikalarinin seffafligini ifade etmektedir (Yeh, 2014, s. 95). Diger
bir yaklasima gore ise kavram, isgorenlerin gorts ve endiselerini iletmelerine, bilgi ve hizmetlere
erisim saglamalarina, hak ve sorumluluklarini savunmalarina destek olan ve imkan saglayan bir
orgutsel politikadir (EI-Aty ve Deraz, 2018, s. 158).

Genel bir gergeveden bakildiginda isgoren savunuculugu, isgorenlerin sikayetlerini dikkate alma,
onlara adil davranma (terfi ve transfer gibi) ve onlar taciz gibi ayrimci istihdam
uygulamalarindan koruma gibi konu ve amaclari igermektedir (Kim, 2009, s. 123; Akglindiz ve
Sanli, 2016b, s. 284). Bu konu ve amaglar ise, isgorenlerin isyerinde refah iginde galigmalarini
saglamaya yonelik uygulamalardir. Ayrica isgoren savunuculugunun isguicu piyasasinin
donemsel durumuna ve yetenek kithgina bagl olarak degisebildigi de one surllmektedir.
Isglclnin kit ve isgdren pozisyonunun doldurulmasinin zor oldugu donemlerde, 6rgitlerin
isgorenlerini daha fazla savunduklari buna karsin isgictine ulasimin kolay oldugu donemlerde
ise bu davranisi daha az sergiledikleri vurgulanmaktadir (Rynes, 2004, s. 204).

Ulusal literatlirde isgoren savunuculugunun gesitli degiskenlerle iliskisini inceleyen arastirma
bulgulari, isgoren savunuculugunun is tatminiyle pozitif yonde (Akgiindiz ve Sanli, 201643, s. 314)
ve isten ayrilma niyetiyle negatif yonde bir iliskisinin oldugunu (Akgindiz ve Sanli, 20164, s. 314;
Aykan ve Akgl, 2018, s. 43); yoneticilerin sahip oldugu isgoren savunuculugu dizeylerinin
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isgorenlerin duygusal tikenmislik dizeylerini azalttigini (Birdir ve Dalgig, 2015, s. 975); isgoren
savunuculugunun rol gatismasi ve rol belirsizligini negatif yonde etkiledigini (Dalgig, Birdir ve
Gller, 2016, s. 1206); isgorenlerin algiladiklar destek ve isgoren savunuculugunun galisanlarin
ise gomulmduslugu dzerinde olumlu yonde etkisinin oldugunu ve isgorenlerin orgutsel destek
algisinin ise gomulmuslukleri Gzerindeki etkisinde isgoren savunuculugunun kismi aracilik
rolindn bulundugunu (Aykan ve Akgll, 2019, s. 2727-2728); isgoren savunuculugunun
isgorenlerin ise bagliliklarini artirdigini ve lider-tye degisimi ile ise gomulmusluk arasindaki ve
lider-uye etkilesimi ile ise adanmislik arasindaki iligkiler Gzerinde kismi aracilik etkisine sahip
oldugunu (Akglndulz, Tirksoy ve Nisari, 2021, s. 501); algilanan igsellik statlisintn isgoren
savunuculugu ile psikolojik iyi olus arasindaki iliskide kismi aracilik etkisinin oldugunu (Kogak,
2020, s. 186) ve isgoren savunuculugunun isgoren enerjisi Gzerinde olumlu yonde bir etkisinin
oldugunu (Kiprizcl, 2022, s. 86) ortaya koymustur.

Uluslararasi literatlrde yapilan arastirmalarin bulgulari ise, galisanlarin gorus ve endiselerini
dinleme amaciyla dizenli personel toplantilar yapilmasinin  IK uzmanlarinin  galisan
savunuculugu rolintn gelistiriimesi icin temel bir dinamik oldugunu (Bakuwa, 2013, s. 45);
isgoren savunuculugunun is tatmini ve orgutsel baglhlikla olumlu yonde iliskili oldugunu; orgutsel
yenilik, yonetici destedi ve isgorenlerin guglendirilmesinin isgorenlerin savunulmasiyla olumlu
yonde iliskili oldugunu (Yeh, 2014, s. 98); liderlige gliven ve lider-lUye etkilesiminin, orgitsel adalet
ile is tatmini, savunuculuk ve isten ayrilma niyeti arasindaki iligkiye kismen aracilik ettigini (Otaye
ve Wong, 2014, s. 197); isgoren savunuculugunun orgutsel baghligin tim boyutlari Gzerinde
olumlu etkilere sahip oldugunu (El-Aty ve Deraz, 2018, s. 165); insan kaynaklari uygulayicilarinin
isgoren savunuculugu rold tstlendigi algisina katkida bulunan temel faktorin “galisanlar motive
etme” konusundaki katkilari oldugunu (Mamman vd., 2018, s. 10); destekleyici liderligin
isgorenlerin savunucu davranislarini olumlu yonde etkiledigini ve isgoren savunuculugunun
destekleyici liderlik ile isgorenlerin sesini duyurma davranigi arasindaki iliskiye tam aracilik
ettigini (Elsaied, 2019, s. 231) ortaya koymustur.

Yontem

Aragtirmanin Amaci ve Onemi

GlnUmiz orgltlerinde insan sermayesi vazgegilmez bir 6neme sahiptir. insan kaynag
yeteneginden faydalanabilme ise orgutlerin isgorenlerin refahina yonelik yatirnmlarina baghdir.
Isgoreni Onceleyen ve deder veren orgltler kazan-kazan anlayisi cercevesinde insan
kaynagindan daha fazla verim alabilmektedirler. Sosyal Degisim Teorisi gercevesinde, isgorenler
kiymet ve deger gormeyi beklerken isverenler de ise ve 6rgite baglilik beklemektedirler. isveren-
isgoren beklenti ve cikarlari arasinda dengeyi saglamaya yonelik uygulamalardan biri olan
isgoren savunuculugu, galisanlarin haklarini savunma ve onlara deger verme Uzerine kuruludur.
Bu baglamda 6rgut ve IK uzmanlarinin isgoren savunuculugu rollerini Gstlenmesi, calisan refahi
agisindan onemli hale gelmektedir. Diger yandan yonetici ve IK uzmanlarinin isgéren savunucu
rollerinin tespit edilmesi cesitli olcekler araciligiyla gerceklestirilmektedir. Ulusal literattrde bu
yonde Akglindiz ve Sanli (2016b) tarafindan TUrkgeye uyarlanan sadece bir tane dlgegdin (Yeh,
2014) oldugu gorilmektedir. Dolayisiyla bu alandaki alternatiflerin artirilmasi bir zorunluluk
olarak gorllmektedir. Adi gegen dlgek (Akgindlz ve Sanli, 2076b) daha genel ifadelerden
olusmakta ve K departmanlarinin savunucu rolini tam olarak tespit etme konusunda pek fazla
ifade icermemektedir. Bu calismada yer alan dlgek ise, isgorenlerin finansal ihtiyaclarindan onlari
elde tutmaya kadar IK'nin islevlerini genis bir perspektifte ele almaktadir. Bu baglamda
arastirmada insan kaynaklarinin isgoren savunuculugu rolinu tespit etmeye yonelik olgegin
Turkgeye kazandirilmasi amaclanmistir. Bu olge@in Turkceye uyarlanmasi sonucunda, ulusal
yazinda IK'nin savunucu rollerinin daha detayll bir sekilde tespit edilmesine katki saglayacagi
ongorilmektedir. leriki donemlerde IK'nin savunucu rollerini ortaya koyma agisindan farkli dlgek
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alternatiflerinin olusturulmasi, alan yazinin gelismesi ve birikimi agisindan dnemli gortilmektedir.
Bu amac gercevesinde ilgili olgedin gecerlik ve guvenirlik testlerinin yapilmasi hedeflenmistir.

Arastirma Verilerinin Toplanmasi

Arastirma verileri, anket teknigi yardimiyla online (WhatsApp ve Google Forms) ve yiz ylze
toplanmistir. Veriler toplanirken ankete katilan her katihmcinin ornekleme dahil edilmesi
nedeniyle kolayda drnekleme yontemi tercih edilmistir. Katiimcilara anket oncesi galismanin
amaci anlatilmig, gonullu katiim beyani agiklanmis ve gonulli katilim formu imzalatilmistir.
Veriler, 2023 yili Haziran ve Temmuz aylarinda toplanmistir. Arastirma verileri, Antalya il
merkezinde faaliyette bulunan turizm ve konaklama, sanayi-Uretim, finans ve bankacilik gibi
profesyonel insan kaynaklari departmanlarinin bulundugu sektor ve firmalarda calisan 338
katihmcidan elde edilmistir. Arastirma verilerinin farkli sektorlerde yer alan firmalardan
toplanmasi ise, daha saglikli bulgular elde etmeye yoneliktir. Ayrica literaturde gecerlik ve
guvenirlik galismalarinda evreni temsil edecek orneklem sayisinin, gozlenen degisken sayisinin
en az bes veya on kati olmasi ya da en az 300 katilimcinin olmasi 6nerilmektedir (Nunnally ve
Bernstein, 1994; Tabachnick ve Fidell, 2001; Blyukoztirk, 2002, s. 480; Hair vd., 2010). Bu
yaklasimlar ¢ergevesinde arastirmada maksimum orneklem sayisina ulasiimaya galisiimis ve
katihmcilara online olarak 500 anket gonderilmis, neredeyse yarisina geri donus yapiimistir. Geri
kalan anketler ise yuz yuze yapiimistir.

Aragtirmanin Olgme Araci

GCalismanin verilerini toplamaya yonelik olarak iki kisimdan olusan bir anket duzenlenmistir.
Anketin ilk kisminda, galisma grubunun demografik verilerini elde etmeye yonelik 5 soru
bulunmaktadir. Anketin ikinci kisminda ise insan kaynaklari departmanlarinin savunucu rolinu
kesfetmeyi amagclayan “isgoren Savunuculugu Rol Algisi Olgedi” yer almaktadir. 13 soru ve tek
boyuttan olusan ilgili olgek, Conner ve Ulrich (1996) ile Ulrich ve Brockbank'in (2005)
galismalarindan esinlenerek Mamman ve digerleri (2018) tarafindan insan kaynaklari
uygulayicilarinin ne duzeyde isgoren savunucusu rolt oynadiklarina iligkin isgoren algilarini
tespit etme amaciyla gelistirilmistir. Kisacas ilgili 6lgek, isgorenlerin IK uygulayicilarinin
orgutlerde oynadi§i isgoren savunuculugu rolune iliskin algilarini arastirma amaciyla
olusturulmustur. ilgili dlgek orijinal calismada 13 maddeden olusmaktadir. Ancak Mamman ve
digerleri (2018) tarafindan yapilan analizler sonrasi dlgek, 9 maddeli bir yapiya kavusmustur.
Orijinal calismada 13 maddeli dlgegin Cronbach Alpha degeri 0,916'dir. Olgegin orijinalinde
oldugu gibi katiimcilardan kesinlikle katiimiyorum (1) ve kesinlikle katiliyorum (5) yanit
kategorilerini iceren besli Likert tipi Olgekle 13 ifadeye yanit vermeleri istenmistir. Ayrica bu
calismada ilgili 6lgegin orijinal cimlelerinin baslarina “insan kaynaklari departmanimiz” ifadesi
eklenmistir.

Tiirkgeye Ceviri ve Etik Kurul Belgesi

Olgek uyarlamasi igin yapilan arastirmalarda, éncelikle arastirmacinin orijinal dlgegi gelistiren
arastirmacilardan izin almasi gerektigi belirtiimektedir (Karagoz ve Bardakgi, 2020, s. 235).
Isgoren Savunuculugu Rol Algisi Olgeginin Tirkgeye uyarlanmasi igin olgedi gelistiren
yazarlardan elektronik posta yoluyla izin alinmistir. ilgili dlgegin Tirkgeye gevirisi igin yapilan ilk
eylem, dlcedin orijinal versiyonunun ingilizceden Turkceye cevrilmesidir. Ceviride temel amag,
Turkge gevirisinin anlamsal ve teorik olarak orijinal ingilizce versiyonla eslesmesini saglamaktir.
Ceviri, yabanci diller bolumunde iki dilbilimci tarafindan gergeklestirilmistir. Daha sonra yazar ve
gevirmenler tarafindan ilgili olgegin ifadeleri dil ve kulttrel uygunluk agisindan incelenmistir.
Ikinci olarak, bagka bir cevirmen tarafindan tekrar Tirkceye cevriimis ve anlam kaymasi olup
olmadigr incelenmistir. Tlrkce son hali verilen dlgek ifadelerinin insan kaynaklari alanina
uygunlugu da incelenmistir. Daha sonrasinda Turkgeye uygun hale geldigi gorilen olgek
vasitaslyla veriler toplanmistir. Ankete iliskin Stleyman Demirel Universitesi Sosyal ve Beseri
Bilimler Etik Kurulu'nun 11.04.2023 tarihli ve 135/5 sayili karar ile etik uygunluk belgesi
alinmistir.
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Arastirmanin Evreni ve Orneklem Grubu

Arastirmanin evrenini Antalya il merkezinde faaliyette bulunan profesyonel insan kaynaklari
departmanlarinin  bulundugu firmalarda c¢alisan isgorenler olusturmaktadir. Arastirmanin
orneklemini ise 338 katilimci olusturmaktadir.

Isgoren Savunuculugu Rol Algisi Olgeginin gegerlik ve givenirlik analizleri iki farkli veri seti
Uzerinden yapilmistir. Birinci galisma grubuna (n=170) agiklayici faktor analizi (AFA), ikinci
calisma grubuna (n=168) ise dogrulayici faktor analizi (DFA) uygulanmistir. Arastirma grubunun
sosyo-demografik ozelliklerine iliskin frekans ve ylzde degerleri Tablo 1'de verilmistir.

Tablo 1 Calisma gruplarinin sosyo-demografik 6zellikleri

Calisma Grubu 1: (AFA igin) Calisma Grubu 2: (DFA igin)
Cinsiyet n % Cinsiyet n %
Kadin 77 455 Kadin 72 42,8
Erkek 93 54,5 Erkek 96 57,2
Medeni Durum n % Medeni Durum n %
Evli 74 43,5 Evli 78 48,8
Bekar 96 56,5 Bekar 82 51.2
Yas n % Yas n %
20-29 arasl 68 40 20-29 arasi 55 34,4
30-39 arasi 53 31,2 30-39 arasi 51 319
40-49 arasi| 39 23 40-49 arasil 48 30
50-59 arasi 10 58 50-59 arasi 6 3,8
Egitim DUzeyi n % Egitim Duzeyi n %
ilkokul 11 6,5 ilkokul 28 17,5
Ortaokul ve Lise 63 37,1 Ortaokul ve Lise 73 45,6
On Lisans 20 11,8 On Lisans 12 7,5
Lisans 62 36,4 Lisans 40 25
Lisansustu 14 8,2 Lisansustu 7 4,4
Toplam 170 100 Toplam 168 100

Tablo 1'de birinci ¢calisma grubuna iliskin istatistiksel oranlara bakildiginda arastirma grubunda
yer alan katilimcilarin cinsiyet dadilimina gore yarisindan fazlasinin (%54,5) erkeklerden, medeni
durum dagilimina gore ise %56,5'inin bekarlardan olustugu gorulmektedir. Yas dagilimina gore
ise katilimcilarin cogunlugunun (%71,2) 40 yas alti gruba mensup oldugu tespit edilmistir. Ayrica
katilimcilarin %56,4'Gnun ise on lisans ve Uzeri mezuniyete sahip oldugu goze ¢arpmaktadir.
Ikinci galisma grubunun da benzer 6zellikler tasidig gorilmektedir.

Aragtirmanin Analizleri

llgili Olgegin Tirkgeye uyarlanmasi amaciyla oncelikle tanimlayici istatistiksel analizler
yapilimistir. Bu gercevede ilgili dlgegin basiklik ve garpiklik degerleri incelenmistir. Sonrasinda
olgegin yapi gecerligine iliskin AFA ve DFA analizleri yapilmistir. Analizler SPSS ve AMOS
programi araciligiyla gerceklestiriimistir. AFA cergevesinde SPSS programi araciliglyla madde
faktor analizi yapilmistir. DFA c¢ergevesinde ise AMOS programi araciliglyla uyum indeksi
degerleri incelenmistir. Ayrica standardize edilmis madde yuk degerleri, standart hata degerleri,
t degerleri ve R? dederleri incelenmistir. Givenirlige iliskin ise Cronbach Alpha, AVE (agiklanan
ortalama varyans) ve CR (birlesik gvenirlik) degerleri test edilmis, iki yari test gtvenilirligi, tek ve
cift maddeler icin ve rastgele yarilar igin givenirlik analizleri yapiimistir. Olgek gelistirme ve
uyarlama caligmalarinda oncelikle AFA yapilmasi, sonrasinda ise yeni bir veri seti kullanilarak
yapinin gegerliligini test etme amaciyla DFA yapiimasi onerilmektedir. Bu yontemlerden biri de
elde edilen verinin belirli bir oraninin (6rne@in %50) rastgele segilerek AFA igin, kalan kisminin ise
DFA icin kullaniimasidir (Organ, 2018, s. 413). Bu nedenle calismada veri seti ikiye boltnerek ilk
yarisina faktor yapisini ortaya koyma amaciyla AFA, diger yarisina da bu yapiylr dogrulama
amaciyla DFA uygulanmistir. Bu bagdlamda elde edilen veri seti (n=338) ikiye ayrilarak AFA
(n=170) ve DFA (n=168) igin ayri veri setleri analiz edilmistir.
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Bulgular

Tamimlayici istatistikler

Katiimcilarin insan kaynaklari departmanlarinin isgoren savunuculugu rollerine iliskin algi
duzeyleri incelendiginde en dustk puanin 1, en yiksek puanin 5 oldugu gordlmektedir.
Katiimcilarin isgoren savunuculuguna iliskin verdikleri yanitlarin ortalamasi x=3,63'tur. Bu deder,
katiimcilarin 1K uygulayicilarinin isgéren savunuculugu rollerine iligkin algilarinin ortalamanin
dstlinde oldugunun gostergesidir. Ayrica olgegin basiklik ve carpiklik degerlerinin +1 ile -1
degerleri arasinda oldugu saptanmistir. Basiklik ve carpiklik degerleri, dlgcege verilen yanitlarin
normal dagilima sahip oldugunu gostermektedir (Tablo 2). Carpiklik ve basiklik de@erlerinin -2
ile +2 arasinda deger almasi, maddelere verilen puanlarin dagihminin normal oldugu yonunde
yorumlanmaktadir (George ve Mallery, 2010, s. 409).

Tablo 2 isgéren Savunuculugu Rol Algisi Olgegine iliskin tanimlayici istatistikler

Olgek n Min. Max. X SS Carpiklik sh Basiklik sh
ISRAO 338 1 5 3,63 ,80022 652 137 ,387 274

Olcegin Yapi Gegerligine iligkin Bulgular

isgoren Savunuculugu Rol Algisi Olceginin (ISRAO) yapi gecerligine iliskin AFA ve DFA
yapilmistir. Literatirde oOlgek uyarlamada ilgili dlgcege hem AFA hem de DFA yapimasi
onerilmektedir (Organ, 2018, s. 414). Dolayisiyla bu ¢alismada ilgili dlgegdin gegerlik 6lgtimi igin
her iki analiz de gercgeklestiriimistir. Bu gergevede ilk galisma grubu verileri (n=338) tzerinden
AFA (n=170), ikinci calisma grubu (n=168) izerinden ise DFA yapilmistir.

Tablo 3 isgoren Savunuculugu Rol Algisi Olcedi maddelerinin faktor yiikleri

) ' Es Madde

No. Olgek Ifadeleri Ortalama Kkenlilik yuk A

degerleri

1 [nsan kaynaklari departmanimiz, ¢alisanlarini dinler. 3,99 ,580 761

5 Insan kaynaklari departmanimiz, ¢alisanlarin degerli 6neri ve 379 642 807
yorumlarini uygulamaya calisir.

3 [hsan kaynaklari departmanimiz, ¢alisanlarin finansal ihtiyaglarini 364 636 796
onemser.

4 [hsan kaynaklari departmanimiz, galisanlarin aile ihtiyaclarini 3,52 717 852
onemser.

5 [hsan kaynaklari departmanimiz, ¢alisanlarin saglk ihtiyaglarini 387 587 765
onemser.

6 Insan kaynaklari departmanimiz, ¢alisanlarin haklarini ilk 3,58 760 873
savunandir.

7 Insan kaynaklarydepartmammm, yetenekli galisanlar elde 372 649 802
tutmaya ve bu yonde tegvik etmeye caligir.

8 Insan kaynakl__an departman|m|_z, herhangi bir personeli 372 654 802
kayirmadan tum galisanlara adil olmaya calisir.

9 Iuns“anAkayn_aklan departmanimiz, personellerin mutlulugunu ve 368 759 872
UzUntusund paylasir.

10 Insan kaynalslan departmanimiz, personeller igin geziler (sosyal 3,55 506 628
aktiviteler) dizenler.

11 Insan kaynaklar{ qepartman|m|z, personellerle konugmak ve 319 645 807
onlari dinlemek igin diizenli toplantilar yapar.

12 !n;an kaynaklar} departmanimiz, ¢alisanlarin islerini basarmalar 3,49 685 824
icin onlarin motive olmalarina katkida bulunur.

13 Insan kaynaklari departmanimiz, kendisini ¢alisanlarin 347 718 845

savunucusu olarak gorUr.
Kaiser-Meyer-Olkin Degeri: ,947
Bartlett Test Degeri: 3287,423
Aciklanan Varyans Oran: 64,779
Ozdeger: 8,418
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Verilerin faktor analizine uygunlugunu test etme kapsaminda yapilan analizler sonucunda ilgili
olgedin KMO (,947) degerinin ve Bartlett testi (y?=3287,423) istatistiksel degerinin (p=<0,001)
anlamliolmasi (Blyukoztirk, 2023: 143), sonraki istatistiksel analizler agisindan uygun oldugunu
gostermektedir (Tablo 3).

ilgili dlgegin faktor yapisini tespit etme amaciyla herhangi bir boyut sinirlamasi yapmadan
Varimax dondirme teknigiyle analiz yapilmistir. Analiz sonucunda ilgili dlgegin tek faktorlu
oldugu ve madde yuklerinin ,628 ile ,873 arasinda, eskokenlilik degerlerinin ise ,506 ile ,760
arasinda degistigi gozlemlenmistir. Ayrica bu tek boyutlu olgegin toplam varyansin yuzde
64,779'unu agikladigr tespit edilmistir. Faktor yuk degerlerinin ,45ten buyuk olmasi ve tek
faktorll Olgeklerde aciklanan varyansin %30 ve daha yukar olmasi yeterli gortlmektedir
(Blyukoztlrk, 2023: 134). Analiz sonucunda, olgek 6z dederi 1'in Gzerinde olan tek faktorll bir
yapinin olustugu gozlemlenmistir. Tum sonuglar birlikte degerlendirildiginde olgege iliskin higbir
maddenin eskokenlilik ya da faktor yuki sorunu olmadigr tek boyuttan olusan bir yapi ortaya
cikmistir. Ayrica Olgekte yer alan ifadelerden madde 1 (insan kaynaklari departmanimiz,
galisanlarini dinler) en yiksek ortalamaya (3,99) sahip iken, madde 11 (insan kaynaklari
departmanimiz, personellerle konusmak ve onlari dinlemek igin dizenli toplantilar yapar) ise en
dusUk ortalamaya (3,19) sahip oldugu gortlmdstdr.

Aciklayici faktor analizi sonrasi ilgili olgege dogrulayici faktor analizi de uygulanmistir. Model
1'de ilgili olcegin uyum iyiligi degerlerinden oldukca uzak oldugu tespit edilmistir. Analiz
sonuglarina gore elde edilen degerlerin kabul edilebilir uyum indeksini dahi saglamadig
gorulmustur. Model 1'e iligkin uyum iyiligi de@erleri Tablo 4'te verilmistir.

Tablo 4 isgéren Savunuculugu Rol Algisi Olgeginin uyum indeksi degerleri (Model 1)

Uyum olglsu lyi uyum Kabul edilebilir uyum Model Uyum

x?2 - - 311,315 -

df - - 114 -
x %/df 0< x?/df <2 2< x?/df<3 6,591 Uyumlu degil
GFI ,05<CFI<1,00 0,92<CF <95 819 Uyumlu degil
AGFI ,90<AGFI<1,00 0,85<CF £,90 746 Uyumlu degil
CFl ,05<CFI<1,00 0,90<CF £,95 ,894 Uyumlu degil
RMSEA ,00sRMESA<,05 ,05sRMESA<,08 ,133 Uyumlu degil

Kaynaklar: (Bentler, 1980; Browne ve Cudeck, 1993; Schermelleh-Engel ve Moosbrugger, 2003; Munro, 2005; Yilmaz ve Gelik 2009;
Kline, 2011; Capik, 2014; Cokluk, Sekercioglu ve Blyukoztirk, 2023).

Dogrulayici faktor analizi sonrasinda 13 maddeye ait ilk modelin uyum degerlerinin kabul
edilebilir dizeyde olmadigi gortlmustur. DFA isleminde, Ki-kare deg@erini en ¢ok artiran maddeler
siraslyla ve teker teker dlgekten cikarilmis ve yeniden analiz edilmistir. Tekrar eden analizler
sonrasinda yap! gegerligi baglaminda gecerlige iliskin iyi uyum degerlerinin daha da
iyilestirilmesi amaclyla orijinal 6lgedin analizinde yapilan isleme benzer sekilde 4 madde (Madde
2: Insan kaynaklari departmanimiz, calisanlarin degerli 6neri ve yorumlarini uygulamaya calisir;
Madde 4: insan kaynaklari departmanimiz, calisanlarin aile ihtiyaglarini Gnemser; Madde 5: insan
kaynaklar departmanimiz, calisanlarin saglik ihtiyaglarini onemser; Madde 171: insan kaynaklari
departmanimiz, personellerle konugmak ve onlari dinlemek igin dizenli toplantilar yapar) ikinci
DFA modelinden sirasiyla ¢ikarilmis ve Model 2 test edilmistir. AFA sonrasi olgek 13 maddeden
olusan yapl, DFA analizi sonrasi yapisal uyum sorunlarina yol acan 4 madde olgekten
cikariimistir. Sonrasinda olgekte kalan 9 maddelik DFA analizinden elde edilen uyum degerlerinin
yeterli dlizeyde oldugu gorilmustir (Tablo 5).

Tablo 5 isgoren Savunuculugu Rol Algisi Olgeginin uyum indeksi degerleri (Model 2)

Uyum 6lgisi lyi uyum Kabul edilebilir uyum Model Uyum
2?2 - - 65,543 -
df - - 25 -
x2/df 0= x?/df <2 2< x?/df<3 2,622 Kabul edilebilir uyum
GFI ,95<CFlI<1,00 0,92<CF <,95 955 Iyi uyum

AGFI ,90<AGFI<1,00 0,85<CF <,90 920 lyi uyum




365 ODUSOBIAD

CFl ,95<CFI<1,00 0,90<CF <95 980 iyi uyum
RMSEA ,00sRMESA<,05 J05<sRMESA<,08 072 Kabul edilebilir uyum

Kaynaklar: (Bentler, 1980; Browne ve Cudeck, 1993; Schermelleh-Engel ve Moosbrugger, 2003; Munro, 2005; Yilmaz ve Gelik 2009;
Kline, 2011; Capik, 2014; Cokluk, Sekercioglu ve Blyukoztiirk, 2023).

Tablo 5'te goruldigd gibi Model 2'deki uyum indekslerine gore Ki-kare dederinin (y?/df=2,62)
kabul edilebilir uyuma, GFI degerinin (,955) iyi uyuma, AGFI degerinin (,920) iyi uyuma, CFI
degerinin (,980) iyi uyuma, RMSEA degerinin (,072) kabul edilebilir uyuma sahip oldugu tespit
edilmistir. Model 2'de gosterilen tek faktorli yapiya ait indekslerin iyi ve kabul edilebilir uyum
gosterdigi gorilmektedir. DFA sonucu elde edilen degerler, isgéren Savunuculugu Rol Algis
Olgeginin tek boyutlu yapisinin kullanilabilir oldugunu ve yapi gecerligine sahip oldugunu
gostermektedir.

Analizde modifikasyon indisleri incelendiginde madde 7 ile 8, madde 8 ile 9 arasindaki hata
kovaryanslar eslestirildiginde Ki-kare degerlerinde anlamli bir azalma oldugu da gordlmustar.
Maddeler arasindaki hata kovaryanslari eslestirilerek Model 2 test edilmistir (Gorsel 1).

Gorsel 1 isgéren Savunuculugu Rol Algisi Olgeginin yol semasi (Model 2)

Gorsel 1'de goruldigu gibi olgekte 9 madde yer almaktadir. Olgek maddelerine iliskin yik
degerlerinin ,23 ile ,76 arasinda degistigi gozlemlenmistir. Dogrulayici faktor analizi sonucunda
faktor yuk degeri ,20'den dlslk olan bir madde olmadigi gordlmdstdr (Girblz, 2024, s. 194)
(Tablo 6).

Ayrica dogrulayici faktor analizi yorumlanirken DFA modeline gore standardize edilmis yol
katsayilari, standart hata, t de@eri, anlamlilik dizeyleri ve goklu korelasyon dederleri (R?) dederleri
de 6nem tasimaktadir. Bu degerler Tablo 6'da verilmistir.

Tablo 6 Modele iliskin standardize edilmis yol katsayilari, standart hata, t degeri ve anlamlilik diizeyine
iliskin sonuclar

ISRAO Faktor yik deg. Std. B SH t p R?
Madde 1 372 ,716 ,030 11,695 p<,001 ,513
Madde 2 ,229 /57 ,032 11,461 p<,001 ,573
Madde 3 ,352 ,885 ,024 9,626 p<,001 ,783
Madde 4 357 ,809 ,032 11,024 p<,001 ,654
Madde 5 ,259 812 ,032 10,342 p<,001 ,659
Madde 6 ,763 ,855 ,025 10,342 p<,001 732
Madde 7 440 ,549 ,063 12,177 p<,001 ,301
Madde 8 316 778 ,039 11,248 p<,001 ,605
Madde 9 ,353 ,838 ,030 10,573 p<,001 ,702

Tablo 6'ya gore, her madde igin standardize edilmis regresyon agirliklarinin ,549 ile ,885 arasinda
degistigi ve tim maddelerin yuksek duzeyde faktore yuklendigi gorilmektedir. Yine maddelerin
ortlk degiskenlerini aciklayan t degerlerinin (Critic Ratio-CR) 9,626 ile 11,695 arasinda degistigi
ve istatistiksel olarak anlamli (p<,001) oldugu saptanmistir. p degerlerinin anlamli ¢ikmasi
maddelerin, faktorlere dogru ylklendiginin gostergesidir (Girblz, 2024, s. 194). Her bir madde
ile ortiik degisken arasindaki iligkinin glicini belirleyen coklu korelasyonun karesi (R?) degerleri,
Olcek maddelerinin dlgedin olgmeyi amacladigi degiskeni acgikladigini gdstermektedir. R?
degerlerinin ,301 ile ,783 arasinda degistigi belirlenmistir. Modele iligkin t ve R? degerleri
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incelendiginde ilgili dlgege ait dlglim modelinde en yuksek katkiyr 3. maddenin, en dusuk katkiyi
ise 7. maddenin sagladigi gordlmektedir. Bu katsayilar, dlgek maddelerinin ortuk yapinin %30 ile
%78'ini aclklayabilen maddeler oldugunu gostermektedir. Kisacasl, standardize edilmis
katsayilarin yiksek, standart hata degerlerinin disuk, t degerlerinin anlamli ve R? degerlerinin
yUksek oldugu belirlenmistir. Bu sonuglar aciklayici faktor analizi ile ortaya konulan tek faktorlu
modelin yapi gecerliliginin dogrulandigini gostermektedir.

Olgegin i¢ Tutarlih@mna iligkin Bulgular

Olcegin ic tutarlilidl, Cronbach Alpha katsayisi, AVE-CR degerleri, iki yari test katsayilar (split-
half), tek ve ¢ift numarali maddeler ve rastgele (random) segcilen iki yari gtvenirlik analizleri ile
test edilmis ve Tablo 7'de verilmistir.

Tablo 7 isgéren Savunuculugu Rol Algisi Olgeginin giivenirlik analizi sonuglari

Degerler ISARO
Cronbach Alpha (9 madde) ,933
AVE ,647
CR ,959
Olcegin ilk yarisi igin a degeri 897
Olgegin son yarisi icin a degeri ,862
iki yari korelasyon degeri 843
Tek numarali 6lgek maddeleriigin a degeri ,868
Cift numarali 6lgek maddeleri a degeri 876
Rastgele secilen 170 anketi igeren veri seti igin a degeri ,940
Rastgele secilen 168 anketi iceren veri setii¢in a degeri ,932
En kiguk ve blytk madde-toplam korelasyon degerleri ,548/,838
En kigik ve biyik ¢oklu R? degerleri ,301/,783
Negatif madde-toplam korelasyon degeri Yok

Tablo 7'de olgegin tamami icin Cronbach Alpha ic tutarllik katsayisi degeri ,933, Aciklanan
Ortalama Varyans (Average Variance Extracted - AVE) degeri 647, bilesik guvenilirlik (Compsite
Reliability - CR) deg@eri 959 olarak saptanmistir. Bu baglamda CR dederinin,70'in Gizerinde olmasi
faktorlerin yuksek gtvenirliginin, AVE degerinin CR degerinden dustk ve ,50'nin Uzerinde olmasi
ise Isgoren Savunuculugu Rol Algisi Olgeginin birlesim gegerliligini sagladigini gostermektedir
(Fornell ve Larcker, 1981; Hair vd., 2010). Olgegin iki yari arasi korelasyon diizeyi ,843 ve iki
yarimdan elde elden (split-half) ilk grup igin givenirlik katsayisi de@eri a=,897 iken, ikinci grup
icin a=,862'dir. 9 maddelik dlgek, tek numarali maddeler ve ¢ift numarali maddeler olarak ayriimis
tek numaral dlgek maddeleri igin 0=,868, ¢ift numarali dlgek maddeleri igin a=,876 oldugu
belirlenmistir. Rastgele secilen 170 maddeyi kapsayan veri seti icin a=,940 ve 168 maddeyi
kapsayan veri seti i¢in ise a=.932 olarak tespit edilmistir. Ayrica, ilgili dl¢cegin en ku¢uk madde-
toplam korelasyon degerinin ,548, en blyuk madde-toplam korelasyon degerinin ,838; en klguk
R? degerinin ,301, en biyuk R? degerinin ise ,783 oldugu saptanmistir. ilgili dlcegin madde-
toplam korelasyon degerleri icinde negatif degerin olmadigi da gorulmektedir. TUm bu veriler
birlikte degerlendirildiginde ilgili dlgedi olusturan 9 maddenin guvenirliginin yuksek oldugu
sonucuna varilmistir.

Ek olarak olgegin guvenilirliginin tespiti igin madde-toplam korelasyonu katsayilari da
incelenmistir. Madde-toplam korelasyonu olgek maddelerinden alinan puanlar ile dlgegin toplam
puani arasindaki iliskiyi ortaya koymaktadir. Madde-toplam korelasyonunun pozitif ve yuksek
olmasl, maddelerin benzer davraniglari ornekledigini ve olgegin i¢ tutarliginin yiksek oldugunu
gostermektedir. Bir dlgekte ilgili maddelerin madde-toplam korelasyon katsayilarinin ,30 ve daha
yuksek olmasi yeterli gorilmektedir (Blytikoztirk, 2023, s. 183). Olgege iliskin madde-toplam
korelasyon katsayilari Tablo 8de verilmistir. Tabloda yer alan olgek maddelerine iliskin
katsayilarin pozitif ve en kuguk degerin ,548, en blyuk degerin ise ,838 oldugu gorulmektedir.
Yapilan analizde madde-toplam negatif korelasyon tespit edilmemistir. Madde toplam
korelasyon degerlerinin pozitif ve ,300'dan yuksek olmasi, ilgili dl¢egin i¢ tutarhiliginin yuksek
oldugunun gostergesidir. Ayrica korelasyon degerlerinin ,85ten yuksek olmamasi da maddeler
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arasindaki korelasyon kestirimlerinin ¢ok ylksek olmadi§l anlamina gelmektedir (Cokluk vd.,
2023,s.277).

Tablo 8 isgoren Savunuculugu Rol Algisi Olgeginin madde-toplam korelasyon analiz sonuglari

No. Olcek ifadeleri Madde toplam
korelasyonu

1 Insan kaynaklar departmanimiz, calisanlarini dinler. ,694

2 insan kaynaklar departmanimiz, calisanlarin finansal ihtiyaclarini Snemser. ,838

3 insan kaynaklar departmanimiz, calisanlarin haklarini ilk savunandir. 762

4 insan kaynaklar departmanimiz, yetenekli calisanlari elde tutmaya ve bu yonde tesvik 772
etmeye calisir.

5 insan kaynaklar departmanimiz, herhangi bir personeli kayirmadan tim calisanlara 827
adil olmaya calisir.

6 insan kaynaklar departmanimiz, personellerin mutlulugunu ve Gziintistni paylasir. ,548

7 insan kaynaklar departmanimiz, personeller icin geziler (sosyal aktiviteler) diizenler. ,784

8 insan kaynaklar departmanimiz, calisanlarin islerini basarmalari icin onlarin motive 817
olmalarina katkida bulunur.

9 insan kaynaklar departmanimiz, kendisini calisanlarin savunucusu olarak goriir. ,730

Bu galismada Isgoren Savunuculugu Rol Algisi Olgeginin gegerlik ve glivenirligi test edilerek Tiirk
kdltdrdne uyarlanmasi amaclanmistir. Bu amaca bagli olarak 338 katilimcidan elde edilen veriler,
ikiye bollnerek ilk yarisina AFA, diger yarisina DFA uygulanmistir. istatistik analizleri, SPSS ve
AMOQOS programlari araciligiyla gergeklestirilmistir. Elde edilen bulgular, ilgili olcegin yap
gecerligini ve i¢ tutarlihgini sagladigini gostermektedir.

Yapilan analizler sonrasi elde edilen bulgulara gore, ilgili dlgedin KMO (,947) degerinin ve Bartlett
testi (y?=3287,423) istatistiksel degerinin (p<0,001) anlamli oldugu, faktor yapisini ortaya koyma
amaclyla yapilan analiz sonrasinda ise dlgegin tek faktorlu bir yapiya sahip oldugu ve madde
yUklerinin ,628 ile ,873 arasinda degistigi gozlemlenmistir. Tek boyutlu 6lgegin toplam varyansin
%64,779'unu acgikladigl da saptanmistir.

Acliklayici faktor analizi sonrasi yapilan Model 1 icin yapilan dogrulayici faktor analizi bulgulari,
ilgili 6lcegin uyum iyiligi degerlerinden oldukca uzak oldugunu ortaya koymustur. Bu sonuglar,
kabul edilebilir uyum referans araligindan uzak olmasi nedeniyle kabul edilebilir uyumun dahi
saglanmadigini gostermistir. llgili 6lgegin orijinalinde oldugu gibi Ki-kare ve diger uyum iyiligi
indekslerini daha da iyilestirme amaciyla 4 madde (2, 4, 5 ve 11. maddeler) ¢ikarildiktan sonra
yapilan Model 2 dogrulayici faktor analizi bulgulari ise AFA ile ortaya konan yapi gegerliligini
dogrulamistir. Model 2'deki uyum indekslerine gore Ki-kare (2,62) ve RMSEA degerinin (,072)
kabul edilebilir uyumu; GFI (,955), AGFI (,20) ve CFl degerinin (,980) ise iyi uyumu gosterdigi tespit
edilmistir. Model 2'de ortaya cikan tek faktorld yapiya ait uyum iyiligi indeksleri, iyi ve kabul
edilebilir uyumu ortaya koymustur. Dolayisiyla dlgedin yapi gecerligi dogrulanmistir. Ayrica DFA
modifikasyon indisleri incelenmis; madde 7 ile 8, madde 8 ile 9 arasinda kovaryans
olusturulmustur. Bu kovaryans islemi sonrasinda uyum degerlerinde anlamli bir iyilesme oldugu
gorulmustir. Olgek maddelerine iliskin yik degerlerinin 42 ile ,76 arasinda degistigi
gozlemlenmistir. DFA sonucu olusan yeni yaplya gore olgek tek boyutlu ve 9 maddeden
olusmustur. Ayrica DFA cercevesinde olgcek maddelerinin standardize edilmis regresyon
katsayilarinin ,549 ile ,885 arasinda degistigi ve tum maddelerin yuksek dizeyde faktore
yuklendigi gortlmektedir. Yine maddelerin ortuk degiskenlerini agiklayan t degerlerinin 9,626 ile
11,695 arasinda degistigi ve istatistiksel olarak anlamli (p<,001) oldugu saptanmistir. Her bir
madde ile ortlk degisken arasindaki iligkinin gticlini belirleyen goklu korelasyonun karesi (R?)
degerlerinin 3071 ile , 783 arasinda degistigi belirlenmistir. Bu katsayilar, olgek maddelerinin ortuk
yapinin %30 ile %78'ini aciklayabilen maddeler oldugunu gostermektedir. Bu bulgular agiklayici
faktor analizi ile ortaya konulan tek faktorli modelin yapi gegerliliginin  dogrulandigini
gostermektedir.

Olgegin ic tutarlihigini tespit etmeye yonelik ise Cronbach Alpha, AVE ve CR degerleri, iki yari test
katsayilari ve madde toplam korelasyon degerleri incelenmistir. Analiz bulgulari, ilgili dlgegin
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Cronbach Alpha degerinin ,933, AVE degerinin ,647, CR degerinin ,959, iki yari arasi korelasyon
duzeyinin .848, ilk yari test gtvenirlik degerinin ,927, ikinci yari test guvenirlik degerinin ise ,918
oldugunu gostermistir. Tek numarali dlgek maddeleri igin a=,868, ¢ift numarall olgek maddeleri
icin a=.876 oldugu belirlenmistir. Rastgele secilen 170 maddeyi kapsayan veri seti icin a=,940
ve 168 maddeyi kapsayan veri seti icin ise a=,932 olarak tespit edilmistir. Glvenirlik analizi
sonugclari, 9 maddeli dlgegin guvenirliginin yuksek oldugunu ortaya koymustur. AFA ve DFA
sonuglari birlikte degerlendirildiginde isgéren Savunuculugu Rol Algisi Olgeginin 9 maddeden
olusan tek boyutlu yapisinin gegerlige sahip oldugu ve guvenirlik dlzeyinin de yuksek oldugu
gorulmektedir. Sonug olarak ilgili 6lgegin Turk kiltlr yapisina uyumu tespit edilmis olup IK'nin
isgoren savunuculugu rol algisina iliskin dlgimlerde gecerli ve guvenilir sonuglar Uretecedi
ongorilmektedir. Bu dlgek vasitasiyla isgoren algilarina gore IK'nin isgéren savunuculugu rolind
ne duzeyde uUstlendigi olculebilecektir.

Olgekte yer alan maddelerin karsiladigi eylemlerin, IK uzman ve gorevlilerinin galisan
savunuculugu rolind yerine getirip getirmedigine iliskin algilarini etkileyen onemli faktorler
oldugu one surulebilir. Gergekten de insan kaynaklari departmanlarinin isgorenlerin sesine kulak
vermesi, dcretlerini onemsemesi, haklarini savunmasi, yetenekli c¢alisanlarn elde tutmaya
calismasi, adil olmasi, mutluluk ve Gzuntulerini paylasmasi, sosyal aktiviteler dizenlemesi ve
motive etmesi, IK'nin savunucu rolini geceklestirmesi acisindan onemli uygulama ve
faaliyetlerdir. Bu uygulama ve faaliyetlerin, isgérenlerin iK'nin savunucu roline iliskin algilarini
glglendirebilecegi ongorilmektedir. Gegekten de IK'nin isgorenlerin sorunlaryla ilgilenen bir
Ozellige sahip olmasi, onlarin nazarinda savunuculuk rolinu gergeklestirdigi algisini
guclendirebilecektir. Bu baglamda galisanlarin kaygi ve ihtiyaglarinin orgit yonetimi tarafindan
duyulmasi ve anlasilimasini saglamak, iIK profesyonellerinin isgéren savunuculugu rolinin bir
parcasi olarak karsimiza gikmaktadir (Bakuwa, 2013: 47). IK'nin isgorenlerin sorunlarini gdzmeye
yonelik gabasinin gordlmesi ya da bu yonde bir algilamanin olusmasi, isgorenlerde orgutsel
hedeflerin gergeklestiriimesine yonelik motivasyonlarinin artmasina (Bakuwa, 2013; Mamman
vd., 2018) ve olumlu orgtitsel davranislarin ortaya gikmasina katki saglayabilmektedir (Otaye ve
Wong, 2014; Yeh, 2014; Birdir ve Dalgig, 2015; Akgtnduz ve Sanli, 20164a; Dalgig, Birdir ve Guler,
2016; Aykan ve Akgdl, 2018; EI-Aty ve Deraz, 2018; Aykan ve Akgul, 2019; Elsaied, 2019; Kocak,
2020; Akglindiz, Turksoy ve Nisari, 2021).

Gecerlik ve guvenirlik analizleri yapilarak yapi gecerligi ve i¢ yapi tutarliigi ortaya konmus olan
Isgéren Savunuculugu Rol Algisi Olgeginin, isgorenlerin tutum ve davranislarini ne yonde
etkiledigine yonelik yapilacak baska arastirmalarla da ortaya konulmasi gerekmektedir. Bu
cercevede [K savunuculugu rol algisinin, isgorenlerin orgutsel davranislarini ne yonde
etkileyebilecedi gelecekteki calismalarla ortaya konmalidir.

Yazar Katki Oranlari
Calismaya 1. Yazar tarafindan %100 oraninda katki saglanmistir.
Gikar Gatismasi Beyani

“Isgéren Savunuculugu Rol Algisi Olgegini Tirkceye uyarlama galismasi” baslikli makalemin
herhangi bir kurum, kurulus, kisi ile mali ¢ikar catismasi yoktur.
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