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Abstract: This research aimed to examine the impact of responsible leadership behaviors on the organizational
identification levels and job performance of managers working in the tourism sector. Furthermore, it was
confirmed that psychological safety plays a mediating role in these relationships. The study's population consisted
of managers (n=711) working in accommodation facilities certified by the Ministry of Tourism operating in the
Avanos, Urgiip, and Kozakli districts of Nevsehir province. An online survey form, comprising scales for
responsible leadership, organizational identification, job performance, and psychological safety, was used as the
data collection tool. The analyses conducted revealed that responsible leadership behaviors positively affected
managers' organizational identification levels and job performance. The findings demonstrated that psychological
safety significantly mediated the relationships between responsible leadership and both organizational
identification and job performance. These results contribute to the literature by explaining the positive effects of
responsible leadership on organizations through the mechanism of psychological safety. Additionally, the research
findings offer significant insights for business managers in the tourism sector regarding their leadership practices.
In this context, the importance of responsible leadership is emphasized once again. These findings offer a
significant perspective that should be considered when developing human resources management strategies in
tourism businesses.
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Sorumlu Liderligin Calisanlarin Orgiitsel Ozdeslesmesi ve Is Performansi1 Uzerindeki
Etkisi: Psikolojik Giivenligin Aracilik Rolii

Oz: Bu calisma turizm sektoriinde gérev yapan yoneticilerin algiladigi sorumlu liderlik davramlarinin onlarm
orgiitsel 6zdeslesme diizeyleri ve is performanslari lizerindeki etkilerini derinlemesine incelemistir. Arastirma
Nevsehir'in énemli turizm merkezleri olan Avanos, Urgiip ve Kozakli ilgelerindeki Turizm Bakanligi onayli
konaklama tesislerinin yoneticileri (n=711) ile gerc¢eklestirilmistir. Veri toplama siirecinde sorumlu liderlik,
orgiitsel 6zdeslesme, is performansi ve psikolojik giivenlik dlgeklerinden olusan ¢evrimigi bir anket kullanilmistir.
Yapilan detayli analizler sorumlu liderlik davraniglarinin yoneticilerin hem orgiitsel 6zdeslesme seviyelerini hem
de ig performanslarini anlamli bir sekilde artirdigini ortaya koymustur. Dahasi elde edilen bulgular psikolojik
giivenligin bu olumlu iligkilerde kritik bir araci rol {istlendigini net bir sekilde gostermistir. Bu sonuglar sorumlu
liderlik yaklasimmin orgiitler {izerindeki pozitif etkilerinin, biiyiik Olciide psikolojik giivenlik ortaminin
saglanmas1 yoluyla gergeklestigini vurgulayarak ilgili literatiire 5nemli bir katki sunmaktadir. Ayrica bu arastirma
turizm sektoriindeki isletme liderlerine liderlik uygulamalar1 konusunda degerli ve pratik i¢goriiler sunmaktadir.
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Bu baglamda sorumlu liderligin 6nemi bir kez daha vurgulanmaktadir. S6z konusu bulgular turizm isletmelerinde
insan kaynaklar1 yonetimi stratejileri gelistirilirken dikkate alinmas1 gereken énemli bir perspektif sunmaktadir.
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Introduction

Leadership plays an increasing role for organizations to achieve sustainable success in today's
competitive business environment. Responsible leadership which focuses on ethical values, stakeholder
interests and social responsibility has become prominent especially in recent years (Aydin & ilhan,
2016). Responsible leaders can encourage employees to form emotional bonds with their organizations
through organizational identification and perform better (Caligkan & Koroglu, 2022).

Organizational identification means that employees feel like a part of the organization and adopt
its values and goals (Mael & Ashforth, 1992). Employees with high organizational identification are
more likely to work harder for organizational success and stay in the organization. The fair, ethical and
supportive behaviors of responsible leaders can increase trust in the organization and positively affect
organizational identification levels (Voegtlin et al., 2020).

Job performance refers to how effectively and efficiently employees fulfill their duties.
Responsible leadership behaviors are thought to positively affect job performance by increasing
motivation and job satisfaction. In this context the supportive attitudes and development opportunities
provided by responsible leaders can help employees feel more competent and perform better (Voegtlin,
2011).

One of the focal points of this research is the mediating role of psychological safety.
Psychological safety is defined as the perception of employees that they can express their ideas, concerns
or mistakes without fear of punishment (Edmondson, 1999). The trust environment created by
responsible leaders can make employees feel psychologically safe. Employees who feel psychologically
safe can communicate more openly and focus more on their work which increases organizational
identification and job performance. Therefore psychological safety is considered an important
mechanism in the relationship between responsible leadership, organizational identification and job
performance (Yilmaz, 2018).

The effective management of human resources and employee motivation are very important in
the tourism sector which has a significant place for the Turkish economy. Accommodation businesses
in Avanos, Urgiip and Kozakl districts of Nevsehir province play a critical role in the tourism potential
of the region. In this context the sample of this research consists of managers working in hotels certified
by the Ministry of Tourism in Avanos, Urgiip and Kozakli. The population of the research consists of
the estimated total number of managers (N=991) in accommodation facilities in these districts according
to data from the Nevsehir Provincial Directorate of Culture and Tourism. The data collection process
will target all accommodation businesses in these centers through an online data form.

The main purpose of this research is to reveal the effect of responsible leadership behaviors on
organizational identification and job performance. Secondly the study will examine whether
psychological safety perceived by employees in the work environment has a mediating role in the
relationship between responsible leadership and organizational identification. The findings of this
research are expected to guide leadership approaches and employee management strategies in the
tourism sector and contribute to the development of practices to increase organizational identification
and job performance.

Theoretical Framework
Responsible Leadership

Responsible leadership is a multidimensional leadership approach that attracts more attention in
today’s business world with the increasing importance given to sustainable success and ethical values
(Aydin & Ilhan, 2016). In other words responsible leadership means that leaders adopt a management
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approach that considers the integrity of economic, social and environmental systems while ensuring the
long-term success of their organizations (Maak & Lundgren, 2009). This leadership style requires
leaders not only to focus on achieving organizational goals but also to take actions and make decisions
by considering economic, social and environmental impacts. Responsible leaders care about the well-
being of all stakeholders (employees, customers, society, shareholders, suppliers, etc.) and carry out
their activities according to high ethical standards. They aim to go beyond short-term financial gains
and create common value for all stakeholders and long-term sustainability.

Different dimensions of responsible leadership are emphasized in the literature. For example
Voegtlin (2011) considers responsible leadership in three main dimensions. These are ethical leadership,
relational leadership and sustainable leadership. Ethical leadership refers to leaders adhering to ethical
principles such as honesty, justice and transparency and embedding these values into the organizational
culture. Relational leadership focuses on leaders establishing positive, constructive and trust-based
relationships with their stakeholders. Sustainable leadership covers the efforts of leaders to create long-
term value by balancing economic, social and environmental factors.

Various studies support that responsible leadership has many positive results at the organizational
and individual levels. From the perspective of employees ethical behaviors and stakeholder-oriented
approaches shown by responsible leaders increase trust in the organization (Haque et al., 2019) and this
strengthens their organizational identification (Ozdemir & Arslan, 2018). Additionally responsible
leadership has been found to positively affect employee organizational commitment (Babalola et al.,
2019), job satisfaction (Gondal et al., 2021), proactive behaviors (Li et al., 2020) and ethical perceptions
(Yunus et al., 2022). At the organizational level responsible leadership practices contribute to the
increase of organizational reputation (Kim et al., 2017), the effective execution of social responsibility
activities (Oh et al., 2016) and the improvement of general organizational performance (Voegtlin et al.,
2020).

Organizational Identification

Organizational identification is the process of employees psychologically associating themselves
with the organization they belong to and perceiving the identity of the organization as a part of their
own identity (Mael & Ashforth, 1992). According to another definition it is the situation where the
individual internalizes the organization as a part of their self-concept and associates the characteristics
of the organization with their own characteristics (Tajfel & Turner, 1986). Employees with a high level
of organizational identification see the successes of the organization as their own successes, adopt the
values and goals of the organization and feel proud of their membership. This psychological bond leads
employees to establish an emotional closeness with their organizations and develop a sense of "we"
(Ashforth & Mael, 1989).

Organizational identification is a complex structure that can be handled in different dimensions.
Cognitive identification refers to the degree to which the employee thinks of the organization as a part
of their identity while affective identification reflects the sense of belonging and pride established with
the organization. Value identification (internalization) means that the employee adopts the values of the
organization and sees them as compatible with their own values. Behavioral identification shows the
tendency of the employee to display behaviors that support the interests of the organization (O'Reilly &
Chatman, 1986; Allen & Meyer, 1990). These dimensions represent different aspects of the
psychological bond the employee establishes with the organization and they are usually in interaction
with each other.

Literature has shown that organizational identification is associated with various positive
organizational outcomes. High organizational identification positively affects important outcomes such
as job satisfaction (Van Dick et al., 2018), organizational commitment (Riketta, 2015), organizational
citizenship behaviors (Somech & Drach-Zahavy, 2016), job performance (Carmeli et al., 2017) and
intention to stay in the organization (Ganguli & Baul, 2020). Various factors such as leadership
behaviors, organizational culture, communication and social identity theory (Hogg & Abrams, 2016)
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are stated to affect organizational identification (De Roeck & Delobbe, 2017; Lee et al., 2019; Edwards
& Peccei, 2018; Kooij et al., 2016).

Job Performance

Job performance is the sum of behaviors and results achieved by an employee within a certain
period of time to reach the goals of the organization (Caliskan & Koroglu, 2022). In general terms job
performance is a measure of how effectively and efficiently an employee fulfills the tasks in their job
description (Campbell et al., 1993). Job performance is closely related not only to the amount of output
but also to the quality of these outputs, their timely completion and the efficiency of the resources used.

Job performance is traditionally handled in two basic dimensions: task performance and
contextual performance (Borman & Motowidlo, 1993). Task performance covers activities that require
technical competence and knowledge directly related to the job of the employee (Dogan, 2005, p. 52).
This includes the technical aspects, procedures and goals of the specific job. Contextual performance is
voluntary behaviors that contribute indirectly to the organization and support the organizational and
social environment rather than the technical essence of the job (Dogan, 2005, p. 53). Examples of
contextual performance include organizational citizenship behaviors (Organ, 1988; Organ & Konovsky,
1989) such as volunteering, helping colleagues, following organizational rules and creating a positive
work atmosphere (Dogan, 2005, p. 53, 54). In recent years proactive performance behaviors such as
creativity and innovation have also been accepted as an important dimension of job performance (Griffin
et al., 2007; Liang et al., 2012).

Job performance is affected by various factors such as individual abilities (Viswesvaran, 2015),
motivation (Vinod Kumar & Ramakrishnan, 2017), leadership (Imran et al., 2018; Hussain et al., 2019),
organizational culture (Giao et al., 2020; Uporov & Zaytseva, 2018), job design and resource availability
(Bakker & Demerouti, 2017), organizational support and psychological climate (Jaiswal & Dhar, 2017)
and high-performance work systems (Khan et al., 2020).

Psychological Safety

Psychological safety is the perception of employees that they can comfortably express their ideas,
questions, concerns or mistakes in the work environment without fear of being punished, humiliated or
encountering negative consequences (Edmondson, 1999). Psychological safety also includes the
understanding that experiences in the workplace can be pleasant, lively or stressful and frustrating and
these experiences can affect the feelings and behaviors of employees. Psychological safety refers to the
degree to which individuals feel acceptable, respected and safe at work (Zhang et al., 2019). In a
psychologically safe environment employees are more willing to be innovative, take risks, ask for
feedback and learn from their mistakes. This plays an important role especially in studies examining the
effect of leadership on employees.

A leadership approach that displays ethical and honest behaviors and considers the interests of
the organization and stakeholders can strengthen the bond that employees establish with the
organization. This bond refers to employees seeing themselves as a part of the organization and adopting
its values and goals. Psychological safety can help such a leadership approach further deepen this bond
that employees establish with the organization. When employees are managed by a leader who values
ethical principles and also feel safe in the work environment they establish a stronger bond with the
organization. This environment shows that their ideas are valuable, their concerns are taken into account
and they can learn from their mistakes. This allows employees to focus more on the goals of the
organization and feel more commitment to it.

Psychological safety has been found to be associated with various positive outcomes such as team
performance (Newman et al., 2017), learning behaviors (Lei et al., 2018), job satisfaction (Siu et al.,
2019), organizational citizenship behaviors (Frazier et al., 2017), creativity (Cekmecelioglu & Ozbag,
2016), knowledge sharing (Hu et al., 2018), employee participation (Alfes et al., 2013), leader-member
exchange (LMX) quality (Graen & Uhl-Bien, 1995) and adaptation to organizational changes (Park et
al., 2019). These results show how important psychological safety plays in studies investigating the
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impact of leadership on organizational identification and job performance. Especially in terms of job
performance psychological safety supports and strengthens the positive effects of ethical leadership
behaviors by enabling employees to be more motivated, innovative and collaborative. When employees
feel safe they show higher individual performance and contribute more to the general performance of
the organization.

Based on this psychological safety plays an important mediating role in the effect of leadership
behaviors on organizational identification and job performance. Leaders who adopt an ethical and
responsible leadership approach can increase organizational identification and job performance by
encouraging psychological safety.

The main purpose of this research is to examine the direct effects of responsible leadership
behaviors experienced by managers working in the tourism sector on their organizational identification
levels and job performance. In addition to these main effects it is aimed to clarify the effect mechanism
of responsible leadership on outcomes theoretically and practically by detecting the mediating role of
psychological safety in these relations.

In this context the research seeks answers to the following basic questions in the literature:
Research Questions

1. Does responsible leadership significantly affect the organizational identification levels of
employees?

2. Does responsible leadership significantly affect the job performance of employees?

3. Does psychological safety have a mediating role in the relationship between responsible
leadership and organizational identification?

4. Does psychological safety have a mediating role in the relationship between responsible
leadership and job performance?

Hypothesis Development

This research examines the effects of responsible leadership on organizational identification and
job performance based on Social Exchange Theory (SET, Blau, 1964). SET suggests that interactions
between individuals depend on reciprocity. When one side provides a benefit the other side feels a need
to give something back over time.

Relationship Between Responsible Leadership and Organizational Identification: According
to SET fair and ethical behaviors of leaders are seen as positive investments by employees. When
employees feel valued they want to respond to this positive treatment. They respond by connecting more
strongly to the organization and seeing its identity as part of their own. Studies show that responsible
leadership positively affects organizational identification (De Clercq et al., 2020; Hogg et al., 2004).
This positive social exchange increases identification levels. Therefore the research suggests the
following hypothesis:

o H1: Responsible leadership behaviors positively affect the organizational identification levels
of managers.

Relationship Between Responsible Leadership and Job Performance: SET suggests that
support and fair reward systems increase employee motivation and commitment. Responsible leaders
care about employee development and give constructive feedback. These positive exchanges make
employees feel valuable and more willing to do their jobs better. Research supports that responsible
leadership improves job performance (Aryee et al., 2007; Piccolo et al., 2010). Based on this data the
research suggests the following hypothesis:

¢ H2: Responsible leadership behaviors positively affect the job performance of managers.



776 Giilbahar, Y. / Anemon Mug Alparslan Universitesi Sosyal Bilimler Dergisi, 2026 14(1) 771-801

The Mediating Role of Psychological Safety Between Responsible Leadership and
Organizational Identification: From the SET perspective honest and respectful behaviors of leaders
help build trust. When employees trust their leaders and feel safe they establish a more sincere
relationship with the organization. This trust environment helps them adopt organizational goals and
feel like a part of the organization. Literature shows that psychological safety mediates the link between
responsible leadership and identification (Carmeli et al., 2010; Frazier et al., 2017). Therefore the
following hypothesis is formed:

¢ H3: Psychological safety has a positive mediating role in the relationship between responsible
leadership and organizational identification levels of managers.

The Mediating Role of Psychological Safety Between Responsible Leadership and Job
Performance: Within the SET framework the psychological safety created by leaders allows employees
to take risks and suggest new ideas. Safe employees use their potential better and show higher
performance. The supportive attitude of responsible leaders helps employees focus more on their work.
Studies show that psychological safety is an important mechanism for job performance (Edmondson,
1999; Walumbwa et al., 2008). Thus the following hypothesis is formed:

» H4: Psychological safety has a positive mediating role in the relationship between responsible
leadership and job performance of managers.

Methodology

This quantitative research examines the effect of responsible leadership on organizational
identification and job performance. It also investigates the mediating role of psychological safety. The
study uses a relational survey model to analyze these relationships with statistical methods.

Population and Sample

The population of this research includes 991 managers (N=991) working in Ministry of Tourism
certified hotels in Avanos, Urgiip and Kozakli districts according to 2024 data. These districts are
included because they are major tourism centers in the Cappadocia region.

The sample consists of 711 managers (n=711) at top and middle levels who participated
voluntarily. An online survey technique was used to collect data and a total of 720 responses were
received. After reviewing the data, 9 surveys were found invalid and excluded. Analyses were conducted
with 711 valid surveys. The study aimed to reach a diverse group of participants to represent the
population. The research model is presented in Figure 1.

/ M1 -

Organizational
Identification

Responsible

Pzychological
Leadership

Safety

Job
Performance

Figure 1. Research Model
Demographic Information of the Sample

Table 1 below shows the distribution of the demographic characteristics of the 711 managers who
participated in the research:
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Table 1. Descriptive Characteristics of the Research Sample

Variable Category Number (n) Percentage (%)
Marital Status Married 415 58.4
Single 296 41.6
Gender Male 446 62.7
Female 265 37.3
Age Range 18-25 150 21.1
26-35 305 42.9
36-45 205 28.8
46 and above 51 7.2
Education Level High School 162 22.8
Associate Degree 190 26.7
Bachelor's Degree and Above 359 50.5
Position in the Business Manager 395 55.6
Director 154 21.7
Department Manager 87 12.2
Other 75 10.5
Business Size (Number of Employees) 0-50 494 69.5
51-100 217 30.5
Tenure in the Institution 1-3 Years 102 14.3
4-6 Years 165 23.2
7-9 Years 83 11.7
10-15 Years 107 15.0
16 Years and Above 254 35.8

Data Collection Tools

The research used a survey method to collect data. The survey form consists of scales that are
valid, reliable and adapted into Turkish to measure the main variables:

Responsible Leadership Scale: The research used the Turkish version of the Responsible
Leadership Scale developed by Voegtlin (2011) and adapted by Ozkan and Uziim (2021). This scale has
5 items.

Organizational Identification Scale: This one-dimensional scale was developed by Mael and
Ashforth (1992) and adapted into Turkish by Olcay (2010). It measures how much employees identify
with their organization and feel like a member. The scale has 6 items.

Job Performance Scale: This scale was developed by Caligkan and K&roglu (2022). It includes
items for managers to evaluate their own job performance. The scale has 9 items.

Psychological Safety Scale: This scale was developed by Edmondson (1999) and adapted into
Turkish by Yilmaz (2018). It measures how safe employees feel when they share their ideas, questions
or concerns in the work environment. The scale has 7 items.

The first part of the survey provided information about the purpose of the research and the
researchers. It also explained that participation is voluntary. The survey form also included questions to
determine the demographic characteristics of the participants such as age, gender, tenure and education
level.

Data Analysis

Skewness and kurtosis analyses was performed to check how the variables are distributed. Results
show that skewness values range between -0.85 and -0.20 while kurtosis values range between -0.50
and 0.30. These values fall within the £2.00 range suggested by Kline (2016). Therefore the data shows
a normal distribution.
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Table 2 presents the mean, standard deviation and correlation values for the variables. Cronbach's
Alpha () coefficients were used to test the reliability of the scales. All variables have coefficients
between 0.88 and 0.92. These results show that the scales are highly reliable.

Table 2. Descriptive Statistics and Correlations

Variable Mean Standard Deviation 1 2 3 4

1. Responsible Leadership (RL) 420 0.60 (.88)

2. Psychological Safety (PS) 385 0.75 0.65** (.90)

3. Organizational Identification (OI) 4.00  0.70 0.58**  0.60** (.92)

4. Job Performance (JP) 410  0.65 0.62**  0.63** 0.55** (.89)

Note: N=711; **p<.01; Bold values in parentheses represent reliability coefficients.

Analyses was conducted with 711 participants (N=711). This sample size is sufficient for
statistical tests and helps generalize the results (Tabachnick & Fidell, 2013). All correlations show a
significance level of p<.01. This means the relationships are statistically very significant and did not
happen by chance.

All variables show positive and significant correlations. The highest correlation exists between
responsible leadership and psychological safety (1=0.65, p<.01). This result shows that responsible
leadership behaviors strongly relate to how safe employees feel. Psychological safety also relates
positively to organizational identification (r=0.60, p<.01) and job performance (r=0.63, p<.01). This
finding supports that psychological safety improves both commitment and performance. The link
between organizational identification and job performance is also positive (r=0.55, p<.01). This shows
that employees who connect more with the organization tend to show higher performance.

Measurement Model

Measurement model was examined before testing the structural model as suggested by Anderson
and Gerbing (1992). Confirmatory Factor Analysis (CFA) was used with the AMOS program. maximum
likelihood method was chosen because the data follows a normal distribution.

CFA results show that fit indices meet the standard criteria (y2 = 450.5, df = 204, ¥2/df = 2.21,
CF1=0.93, TLI=0.92, RMSEA = 0.055, SRMR = 0.045). Generally a 2/df ratio below 3 and CFI/TLI
values above 0.90 show a good fit. Also RMSEA below 0.08 and SRMR below 0.05 indicate the model
fits well (Hu & Bentler, 1999). Results meet these standards.

The results of the measurement model, including standardized factor loadings, validity,
and reliability values, are presented in Table 3. Convergent and discriminant validity are tested after
the construct validity analysis. Composite Reliability (CR) values range from 0.86 to 0.90 while Average
Variance Extracted (AVE) values range from 0.60 to 0.70. Since CR values are higher than AVE values
and all AVE values stay above 0.50 the factors show convergent validity (Fornell & Larcker, 1981).
Also AVE values are higher than Maximum Shared Variance (MSV) and Average Shared Variance
(ASV) values. This means the factors show discriminant validity. During the analysis some items (PG7,
IP7, IP8) were removed because they had low factor loads.

Table 3. Measurement Model Results

Variable Item Factor Loading CR AVE MSV ASV
Responsible Leadership (RL) RLI-RLS 0.72 - 0.85%** 0.86 0.60 042 0.38
Psychological Safety (PS) PS1-PS6 0.76 - 0.87*** 0.88 0.65 0.42 0.39
Organizational Identification (OI)  OI1-OI5 0.80 - 0.88*** 0.90 0.70  0.36 0.33
Job Performance (JP) JP1-JP9 0.76 - 0.85%** 0.87 0.62 040 0.35

Note: ***p < 0.001; Fit Indices: y2/df: 2.21; RMSEA: 0.055; SRMR: 0.045; TLI: 0.92; CFI: 0.93

An alternative model was used strategy to check the validity in more detail (Kline, 2016). The
original four-factor model (Model a) was compared with other models that combined some factors.
These models were created based on the correlation levels between variables (Anderson & Gerbing,
1988).
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o Model a (Proposed Four-Factor Model): This model keeps RL, PS, OI and JP as separate
factors.

e Model b (Three-Factor Model - RL. & PS combined): RL and PS were combined into one
factor because they have a high correlation (r = 0.65).

e Model ¢ (Three-Factor Model - PS & OI combined): PS and Ol were combined into one
factor because they correlate at r = 0.60.

e Model d (Three-Factor Model - OI & JP combined): OI and JP were combined because they
correlate at r = 0.55.

e Model e (Two-Factor Model): This model combines factors as in Model b and Model d at the
same time.

e Model f (One-Factor Model): This model combines all variables into a single factor.

Table 4. Comparison of Model Fits

Models %2 (df) y2/df CFI SRMR RMSEA Ax2 Adf
1. Four-Factor Model a (Proposed) 450.5 (204) 221 093  .045 .055 -- --
2. Three-Factor Model b (RL & PS)  785.2 (207) 379 0.88  .060 .072 334.7%** 3
3. Three-Factor Model ¢ (PS & OI) 850.9 (207) 411 0.86  .065 077 400.4*** 3
4. Three-Factor Model d (OI & JP) 710.1 (207) 343 090  .055 .067 259.6%** 3
5. Two-Factor Model e (b & d) 1150.8 (210) 548 0.80  .075 .091 700.3%** 6
6. One-Factor Model f (All 1620.3 (213) 7.61 0.72  .090 112 1169.8*** 9

combined)
*Note: ***p<(0.001;, RL=Responsible Leadership;, PS=Psychological Safety;, OI=Organizational
Identification; JP=Job Performance.

Table 4 presents the fit indices of alternative models and the comparison with the proposed model.
Chi-square difference tests show that the proposed four-factor model fits significantly better than all
other models (p<0.001) (Cheung & Rensvold, 2002).

The three-factor Model b combines Responsible Leadership and Psychological Safety. This
model shows significantly worse fit indices (Ay2 = 334.7, p<0.001). Similarly Model ¢ and Model d
also show significantly worse fit than the proposed model. The two-factor Model e and the one-factor
Model f show unacceptable fit indices (Hu & Bentler, 1999).

The CFI value of the proposed model is 0.93. This indicates a good fit (>.90). The SRMR value
is 0.045 and the RMSEA value is 0.055. Both values show good fit results. These findings strongly
support that RL, PS, OI and JP are distinct and separate structures (Fornell & Larcker, 1981). This
analysis confirms the construct validity of the measurement model.

Structural Model

Structural Equation Modeling (SEM) tests the main hypotheses and examines causal
relationships. SEM evaluates multivariate relationships simultaneously and determines mediation
effects (Hair et al., 2017). A bootstrap method with 5000 samples was used to evaluate the consistency
of the results (Hayes, 2018). This method provides robust parameter estimates. The findings related
to the structural model paths and the mediation analysis results are summarized in Table 5. The
95% confidence intervals do not include zero. This means the relationships are statistically significant.
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Table 5. Results of Structural Model and Mediation Analysis

Relationship B Std. Error t p Confidence Interval (95%) Result
RL — OI 0.52 0.07 7.43 oAk Significant
RL — JP 0.40 0.08 5.00 ok Significant

RL—>PS—>O0I 0.20 (0.12; 0.28) Significant
RL—-PS—JP 0.19 (0.11; 0.27) Significant

Note: ***p < 0.001; Coefficients are standardized (p).

Findings

The study analyzed 711 valid online surveys from managers in the tourism sector. The findings
from the SEM analysis are below:

H1: Responsible leadership behaviors positively affect the organizational identification levels of
managers. The findings strongly support this hypothesis (f = 0.52, p < 0.001). Responsible leadership
helps employees connect more with organizational goals.

H2: Responsible leadership behaviors positively affect the job performance of managers. The
results support this hypothesis (f = 0.40, p < 0.001). Ethical principles and transparent communication
from leaders improve the success levels of managers.

H3: Psychological safety has a positive mediating role in the relationship between responsible
leadership and organizational identification. The findings support this (indirect effect p = 0.20, 95% CI
[0.12; 0.28]). The environment of trust created by responsible leaders increases psychological safety and
leads to higher identification.

H4: Psychological safety has a positive mediating role in the relationship between responsible
leadership and job performance. The results support this hypothesis (indirect effect § = 0.19, 95% CI
[0.11; 0.27]). Increased psychological safety allows managers to be more proactive and increases job
performance.

The main goal of this research was to examine the direct effects of responsible leadership on
organizational identification and job performance. It also investigated the mediating role of
psychological safety in these relationships. The study analyzed 711 valid online surveys from managers
in tourism facilities in Avanos, Urgiip and Kozakli. The results from Structural Equation Modeling
(SEM) appear below:

H1: Responsible leadership behaviors positively affect the organizational identification levels of
managers. The findings strongly support this hypothesis (f = 0.52, p < 0.001). Responsible leadership
helps employees build a stronger bond with organizational goals and values.

H2: Responsible leadership behaviors positively affect the job performance of managers. The
analysis results support this hypothesis (B = 0.40, p < 0.001). Ethical principles, transparent
communication and development opportunities from leaders improve the success levels of managers.

H3: Psychological safety has a positive mediating role between responsible leadership and
organizational identification. The findings support this relationship (indirect effect p = 0.20, 95% CI
[0.12; 0.28]). The trust and openness created by responsible leaders increase psychological safety and
lead to higher identification.

H4: Psychological safety has a positive mediating role between responsible leadership and job
performance. The results support this hypothesis (indirect effect § = 0.19, 95% CI [0.11; 0.27]).
Increased psychological safety allows managers to be more proactive and increases job performance.

Discussion

The findings show that responsible leadership has a direct positive effect on both organizational
identification and job performance. Psychological safety plays an important mediating role in these
relationships. These findings align with previous studies in the literature. The effect on organizational
identification matches the results of De Clercq et al. (2020) and Hogg et al. (2004). These studies showed
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that responsible leaders help employees feel like a valuable part of the organization. Similarly the
positive effect on job performance is supported by Aryee et al. (2007) and Piccolo et al. (2010).

Regarding the mediating role of psychological safety Carmeli et al. (2010) and Frazier et al.
(2017) also stated that psychological safety is an important mediator for identification. Finally studies
by Walumbwa et al. (2008) and Edmondson (1999) confirm that psychological safety mediates the link
between responsible leadership and job performance. This research contributes to the theory by
empirically showing the mediation mechanism of psychological safety. The study provides a theoretical
framework for how ethical leadership increases identification and performance by expanding the
psychological boundaries of employees.

These findings also align with national literature. For example the research by Yolcu and Kiling
(2020) showed that fair and ethical behaviors strengthen organizational belonging. Similarly a study by
Bayram (2021) in the tourism sector showed that supportive leadership styles positively affect job
performance. However this study differs from others by modeling the critical role of psychological
safety specifically in the Cappadocia tourism sector. This clear mechanism offers concrete leadership
strategies for Turkish managers.

Conclusion

This research focuses on hotel managers in Avanos, Urgiip and Kozakli. The study tested four
main hypotheses. The results show that responsible leadership has a direct positive effect on
organizational identification and job performance. Also psychological safety serves as a significant
positive mediator in these relationships. This mechanism explains how ethical and fair leadership affects
organizational outcomes through psychological safety. The results confirm that responsible leadership
and a culture of psychological safety are critical for high organizational outcomes in the tourism sector.

Theoretical and Managerial Implications

This study shows how the ethical and fair structure of responsible leadership strengthens
psychological safety. Higher psychological safety leads to increased organizational identification and
job performance. The research examines this role specifically for tourism managers in the Cappadocia
region. This finding helps the leadership theory grow in a regional and sectoral context.

The findings offer practical implications for hotel managers and human resources professionals.
Organizations should encourage responsible leadership behaviors. Leadership training programs should
include ethics, fair decision-making and transparency. Managers should create a work environment that
supports open communication to establish psychological safety. Seeing mistakes as learning
opportunities will improve employee commitment and performance.

Limitations and Future Research

This study has some limitations. First the data came from online surveys. This might lead to social
desirability bias. Second the study used a cross-sectional design. Therefore making certain causal claims
is not possible. Third the sample only includes hotels in the Cappadocia region.

Future research can examine these relationships in different sectors and cultures with larger
samples. Longitudinal or experimental designs can strengthen causal claims. Qualitative research can
provide a deeper understanding of these variables. Also researchers can investigate the effects of
moderator variables such as individual traits.
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TURKCE SURUM

Giris

Giinlimiiz rekabetci is ortaminda orgiitlerin siirdiiriilebilir basar1 elde etmesinde liderligin rolii
giderek artmaktadir. Ozellikle son yillarda etik degerlere 6nem veren, paydaslarinin ¢ikarlarini gézeten
ve sosyal sorumluluk bilinciyle hareket eden sorumlu liderlik anlayisi 6n plana ¢ikmaktadir (Aydin &
[lhan, 2016). Sorumlu liderler ¢aliganlarina ilham vererek onlarin érgiitleriyle duygusal bag kurmalarimi

(orgiitsel Ozdeslesme) ve dolayisiyla daha yiiksek performans sergilemelerini tesvik edebilirler
(Caligkan & Koroglu, 2022).

Orgiitsel 6zdeslesme calisanlarin kendilerini drgiitiin bir parcasi olarak hissetmeleri, orgiitiin
degerlerini ve hedeflerini benimsemeleri anlamina gelmektedir (Mael & Ashforth, 1992). Yiiksek
diizeyde orgiitsel 6zdeslesmeye sahip calisanlar Orgiitiin basarisi i¢in daha fazla caba gdstermeye,
islerine daha bagli olmaya ve orgiitte kalma egiliminde olmaya daha yatkindirlar. Sorumlu liderlerin
adil, etik ve destekleyici davranislari ¢alisanlarin 6rgiitlerine olan giivenini artirarak orgiitsel 6zdeslesme
diizeylerini olumlu yonde etkileyebilir (Voegtlin ve dig., 2020).

Is performans: ise calisanlarin gorevlerini ne kadar etkili ve verimli bir sekilde yerine
getirdiklerini ifade etmektedir. Sorumlu liderlik davraniglarinin galisanlarin motivasyonunu ve is
tatminini artirarak dolayl1 olarak is performanslarini olumlu yonde etkileyebilecegi diisiiniilmektedir.
Bu baglamda sorumlu liderlerin ¢alisanlarina yonelik destekleyici tutumlar ve onlara gelisim firsatlar
sunmalar1 ¢alisanlarin kendilerini daha yetkin hissetmelerine ve daha iyi performans gostermelerine
katki saglayabilir (Voegtlin, 2011).

Bu aragtirmanin odak noktalarindan biri de psikolojik giivenligin araci roliidiir. Psikolojik
giivenlik caliganlarin is ortaminda fikirlerini, endiselerini veya hatalarin1 cezalandirilma korkusu
olmadan rahat¢a ifade edebilme algis1 olarak tanimlanmaktadir (Edmondson, 1999). Sorumlu liderlerin
olusturdugu giiven ortami ¢alisanlarin kendilerini psikolojik olarak giivende hissetmelerini saglayabilir.
Psikolojik olarak giivenli hisseden c¢alisanlar daha agik iletisim kurabilir, islerine daha fazla
odaklanabilir ve bdylece orgiitsel 6zdeslesme diizeyleri ve is performanslari artabilir. Dolayisiyla
psikolojik giivenligin, sorumlu liderlik ile orgiitsel 6zdeslesme ve is performans: arasindaki iligkide
onemli bir mekanizma olabilecegi diisiiniilmektedir (Y1lmaz, 2018).

Tiirkiye ekonomisi i¢in 6énemli bir yere sahip olan turizm sektoriinde insan kaynaklarmin etkin
yonetimi ve ¢alisanlarin motivasyonu biiyiik énem tasimaktadir. Nevsehir ili Avanos, Urgiip ve Kozakl
ilcelerindeki konaklama isletmeleri bolgenin turizm potansiyeli agisindan kritik bir role sahiptir. Bu
baglamda bu arastirmanin drneklemini Nevsehir ili Avanos, Urgiip ve Kozakl ilgelerinde ilgesinde
faaliyet gosteren Turizm Bakanligi belgeli otel isletmelerinde calisan yoneticiler olusturmaktadir.
Arastirmanin evrenini Nevsehir i1 Kiiltiir ve Turizm Miidiirliigii'nden elde edilen verilere gére Avanos,
Urglip ve Kozakl ilgelerinde faaliyet gosteren konaklama tesislerinin ydneticilerinin tahmini toplam
sayist (N=991) olusturmaktadir. Veri toplama siireci belirlenen merkezlerdeki konaklama isletmelerinin
tiimiine online veri formu aracilifiyla ulasilmas1 hedeflenerek yiiriitiilecektir.

Bu aragtirmanin temel amaci sorumlu liderlik davraniglarinin ¢aligsanlarin 6rgiitsel 6zdeslesmeleri
ve is performanslari {izerindeki etkisini ortaya koymaktir. ikincil olarak ise ¢alisanlarin is ortaminda
algiladiklar1 psikolojik giivenligin sorumlu liderlik ve orgiitsel 6zdeslesme arasindaki iliskide bir
aracilik rolii olup olmadig1 incelenecektir. Bu aragtirmanin bulgularinin turizm sektoriindeki isletmelerin
liderlik yaklagimlarina ve ¢alisan yonetimi stratejilerine 151k tutmasi boylece orgiitsel 6zdeslesmeyi ve
is performansini artirmaya yonelik uygulamalarin gelistirilmesine katki saglamasi beklenmektedir.
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Teorik Cerceve
Sorumlu Liderlik

Sorumlu liderlik giiniimiiz is diinyasinda siirdiiriilebilir basar1 ve etik degerlere verilen 6nemin
artmasiyla birlikte giderek daha fazla dikkat ¢ceken ¢ok boyutlu bir liderlik yaklasimidir (Aydin & ilhan,
2016). Baska bir deyisle sorumlu liderlik,liderlerin 6rgiitlerinin uzun vadeli basarisini giivence altina
alirken, ekonomik, sosyal ve cevresel sistemlerin biitiinliiglinii de gozeten bir ydnetim anlayisini
benimsemelerini ifade eder (Maak & Lundgren, 2009). Bu liderlik tarzi liderlerin yalmzca orgiitsel
hedeflere ulasmaya odaklanmakla kalmayip ayni1 zamanda ekonomik, sosyal ve cevresel etkileri de
dikkate alarak karar almalarin1 ve eylemlerde bulunmalarimi gerektirir. Sorumlu liderler 6rgiitiin tiim
paydaslarinin (galiganlar, miisteriler, toplum, hissedarlar, tedarikgiler vb.) refahini gozetir ve
faaliyetlerini yliksek etik standartlara uygun bir sekilde yiriitiirler. Kisa vadeli finansal kazanglarin
Otesine gegerek uzun vadeli siirdiiriilebilirligi ve tim paydaslar i¢in ortak deger yaratmay1 amagclarlar.

Literatiirde sorumlu liderligin farkli boyutlar {izerinde durulmaktadir. Ornegin Voegtlin (2011)
sorumlu liderligi etik liderlik, iliskisel liderlik ve siirdiiriilebilir liderlik olmak iizere ii¢ temel boyutta
ele almaktadir. Etik liderlik, liderlerin diiriistliik, adalet ve seffaflik gibi etik ilkelere bagl kalmasini ve
bu degerleri 6rgiit kiiltiiriine yerlestirmesini ifade eder. iliskisel liderlik, liderlerin paydaslariyla giivene
dayali, olumlu ve yapici iligkiler kurmasina odaklanir. Siirdiiriilebilir liderlik ise liderlerin ekonomik,
sosyal ve gevresel faktorleri dengeli bir sekilde gozeterek uzun vadeli deger yaratma cabalarim kapsar.

Sorumlu liderligin orgiitsel ve bireysel diizeyde pek ¢ok olumlu sonucu oldugu cesitli
aragtirmalarla desteklenmektedir. Caligsanlar agisindan bakildiginda, sorumlu liderlerin sergiledigi etik
davraniglar ve paydas odakli yaklasimlar ¢alisanlarin orgiitlerine olan giivenini artirmakta (Haque vd.,
2019) ve bu da orgiitsel 6zdeslesmelerini giiclendirmektedir (Ozdemir & Arslan, 2018). Ayrica sorumlu
liderligin calisanlarin orgiitsel bagliligini1 (Babalola vd., 2019), is tatminini (Gondal vd., 2021), proaktif
davraniglarini (Li vd., 2020) ve etik algilarini (Yunus vd., 2022) olumlu yonde etkiledigi bulunmustur.
Orgiitsel diizeyde ise sorumlu liderlik uygulamalarmnin orgiitsel itibarm (Kim vd., 2017) artmasina,
sosyal sorumluluk faaliyetlerinin (Oh vd., 2016) etkin bir sekilde yiiriitilmesine ve genel oOrgiitsel
performansin (Voegtlin vd., 2020) iyilesmesine katki sagladigi goriilmektedir.

Orgiitsel Ozdeslesme

Orgiitsel 6zdeslesme ¢alisanlarmn  kendilerini iiyesi olduklar1 orgiitle psikolojik olarak
iligkilendirme, orgiittin kimligini kendi kimliklerinin bir parcasi olarak algilama siirecidir (Mael &
Ashforth, 1992). Bagka bir tamima gore bireyin orgiitii kendi benlik kavraminin bir pargasi olarak
igsellestirmesi ve orgiitiin 6zelliklerini kendi 6zellikleriyle iligkilendirmesi durumudur (Tajfel & Turner,
1986). Yiiksek diizeyde orgiitsel 6zdeslesmeye sahip calisanlar 6rgiitiin basarilarini kendi basarilart gibi
gormekte, orgiitiin degerlerini ve hedeflerini benimsemekte ve orgiit liyeligiyle gurur duymaktadirlar.
Bu psikolojik bag calisanlarin oOrgiitleriyle duygusal bir yakinlik kurmalarmma ve "biz" bilinci
gelistirmelerine yol agmaktadir (Ashforth & Mael, 1989).

Orgiitsel 6zdeslesme farkli boyutlarda ele almabilen karmasik bir yapidir. Bilissel 6zdeslesme,
caliganin Orgiitii kendi kimliginin bir pargasi olarak diisiinme derecesini ifade ederken, duygusal
0zdeslesme oOrgiitle kurulan aidiyet ve gurur hissini yansitir. Deger 6zdeslesmesi (igsellestirme) ise
caliganin Orgiitiin degerlerini benimsemesi ve kendi degerleriyle uyumlu gormesi anlamina gelir.
Davranissal 6zdeslesme ise ¢alisanin orgiitiin ¢ikarlarini destekleyici davraniglar sergileme egilimini
gosterir (O'Reilly & Chatman, 1986; Allen & Meyer, 1990). Bu boyutlar ¢alisanin 6rgiitityle kurdugu
psikolojik bagin farkli yonlerini temsil eder ve genellikle birbirleriyle etkilesim halindedir.

Literatiirde oOrgiitsel 06zdeslesmenin c¢esitli olumlu oOrgiitsel sonuglarla iligkili oldugu
gosterilmistir. Yiiksek orgiitsel 6zdeslesme calisanlarin is tatmini (Van Dick vd., 2018), érgiitsel baglilik
(Riketta, 2015), orgiitsel vatandaslik davraniglar1 (Somech & Drach-Zahavy, 2016), is performansi
(Carmeli vd., 2017) ve orgiitte kalma niyetleri (Ganguli & Baul, 2020) gibi 6nemli ¢iktilart olumlu
yonde etkilemektedir. Liderlik davranmislari, orgiit kiiltiirii, iletisim ve sosyal kimlik teorisi (Hogg &
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Abrams, 2016) gibi ¢esitli faktorlerin orgiitsel 6zdeslesmeyi etkiledigi belirtilmektedir (De Roeck &
Delobbe, 2017; Lee vd., 2019; Edwards & Peccei, 2018; Kooij vd., 2016).

Is Performansi

Is performansi bir ¢alisanin belirli bir zaman dilimi i¢inde 6rgiitiin hedeflerine ulasmasina yonelik
olarak gerceklestirdigi davranislarin ve elde ettigi sonuglarin biitiiniidiir (Caligkan & Koroglu, 2022).
Genel bir ifadeyle is performansi bir ¢aliganin i taniminda yer alan gorevleri ne kadar etkin ve verimli
bir sekilde yerine getirdiginin bir élciisiidiir (Campbell vd., 1993). Is performans: sadece ¢ikt1 miktariyla
degil ayn1 zamanda bu c¢iktilarin kalitesi, zamaninda tamamlanmasi ve kullanilan kaynaklarin
verimliligiyle de yakindan iliskilidir.

Is performansi geleneksel olarak iki temel boyutta ele alinmaktadir. Bunlar gérev performansi ve
baglamsal performanstir (Borman & Motowidlo, 1993). Gorev performansi ¢alisanin dogrudan isiyle
ilgili olan teknik yeterlilik ve bilgi gerektiren faaliyetleri kapsar (Dogan, 2005, s. 52). Bu belirli isin
teknik ydnlerini, prosediirlerini ve hedeflerini igerir. Baglamsal performans ise orgiite dolayli olarak
katki saglayan, isin teknik 6ziinden ziyade orgiitsel ve sosyal ortamu destekleyen goniillii davraniglardir
(Dogan, 2005, s. 53). Orgiitsel vatandashik davramislar1 (Organ, 1988; Organ & Konovsky, 1989)
goniilliiliik, is arkadaglarina yardim etme, orgiitsel kurallara uyma ve olumlu bir is atmosferi yaratma
gibi davraniglar baglamsal performansa ornek verilebilir (Dogan, 2005, s. 53, 54). Son yillarda
yaraticilik ve yenilik¢ilik gibi proaktif performans davraniglar da is performansinin 6nemli bir boyutu
olarak kabul edilmektedir (Griffin vd., 2007; Liang vd., 2012).

Is performansi bireysel yetenekler (Viswesvaran, 2015), motivasyon (Vinod Kumar &
Ramakrishnan, 2017), liderlik (Imran vd., 2018; Hussain vd., 2019), 6rgiit kiiltiirii (Giao vd., 2020;
Uporov & Zaytseva, 2018), is tasarimi ve kaynaklarin kullanilabilirligi (Bakker & Demerouti, 2017),
orgiitsel destek ve psikolojik iklim (Jaiswal & Dhar, 2017), yiiksek performansli is sistemleri (Khan vd.,
2020) gibi ¢esitli faktorlerden etkilenmektedir.

Psikolojik Giivenlik

Psikolojik giivenlik ¢alisanlarin is ortaminda fikirlerini, sorularini, endiselerini veya hatalarini
cezalandirilma, kiiglik diistiriilme veya olumsuz sonuglarla kargilasma korkusu olmadan rahatca ifade
edebilme algisidir (Edmondson, 1999). Psikolojik giivenlik aym1 zamanda g¢alisanlarin is yerindeki
deneyimlerinin hos, canli ya da stresli ve sinir bozucu olabilecegi ger¢eginden hareketle bu deneyimlerin
caliganlarin hislerini ve davraniglarini etkileyebilecegi anlayigini da igerir. Psikolojik giivenlik is yerinde
bireylerin kendilerini kabul edilebilir, saygi duyulur ve giivende hissetme derecesini ifade eder (Zhang
vd., 2019). Psikolojik olarak giivenli bir ortamda ¢alisanlar daha yenilik¢i olma, risk alma, geri bildirim
isteme ve hatalarindan 6grenme konusunda daha istekli olurlar. Bu durum 6zellikle liderligin ¢alisanlar
tizerindeki etkisinin incelendigi ¢alismalarda dnemli bir rol oynamaktadir.

Etik ve diiriist davraniglar sergileyen, organizasyonun ve paydaslarin g¢ikarlarin1 gozeten bir
liderlik anlayis1 ¢aligsanlarin organizasyonla kurduklar1 bagi giiclendirebilir. Bu bag calisanlari
kendilerini organizasyonun bir pargasi olarak gormelerini, onun degerlerini ve hedeflerini
benimsemelerini ifade eder. Psikolojik giivenlik bu tiir bir liderlik yaklasimmin ¢alisanlarin
organizasyonla kurduklar1 bu bagi daha da derinlestirmesine yardimci olabilir. Calisanlar etik degerlere
onem veren bir lider tarafindan yonetildiklerinde ve ayn1 zamanda i ortaminda kendilerini giivende
hissettiklerinde organizasyonla daha kuvvetli bir bag kurarlar. Ciinkii bu ortam onlarin fikirlerinin
degerli oldugunu, endiselerinin dikkate alindigin1 ve hatalarindan ders ¢ikarabileceklerini gosterir. Bu
da c¢alisanlarin organizasyonun amaclarina daha fazla odaklanmalarini ve ona daha fazla baglilik
duymalarini saglar.

Psikolojik giivenligin ekip performansi (Newman vd., 2017), 6grenme davramslar1 (Lei vd.,
2018), is tatmini (Siu vd., 2019), orgiitsel vatandaslik davranislar1 (Frazier vd., 2017), yaraticilik
(Cekmecelioglu & Ozbag, 2016), bilgi paylasimi (Hu vd., 2018), calisan katilimi (Alfes vd., 2013),
lider-iiye etkilesimi (LMX) kalitesi (Graen & Uhl-Bien, 1995) ve orgiitsel degisimlere uyum (Park vd.,
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2019) gibi ¢esitli olumlu sonuglarla iligkili oldugu bulunmustur. Bu sonuglar, liderligin calisanlarin
organizasyonla 6zdeslesmesi ve i performansi iizerindeki etkisinin arastirildigi ¢aligmalarda psikolojik
giivenligin ne kadar 6nemli bir rol oynadigim gostermektedir. Ozellikle is performansi agisindan
psikolojik giivenlik ¢alisanlarin daha motive, yenilik¢i ve isbirlik¢i olmalarimi saglayarak etik liderlik
davraniglarinin - olumlu etkilerini destekler ve giiclendirir. Calisanlar kendilerini giivende
hissettiklerinde, hem bireysel olarak daha yiiksek performans gosterirler, hem de organizasyonun genel
performansina daha fazla katkida bulunurlar.

Buradan hareketle psikolojik gilivenlik liderlik davranislarinin ¢alisanlarin organizasyonla
0zdeslesmesi ve is performansi lizerindeki etkisinde onemli bir aracilik rolii oynar. Etik ve sorumlu
liderlik anlayisini benimseyen liderler psikolojik giivenligi tesvik ederek ¢alisanlarin organizasyonla
0zdeslesmesini artirabilir ve is performansini yiikseltebilirler.

Bu arastirmanin temel amaci turizm sektoriinde galisan yoneticilerin deneyimledigi sorumlu
liderlik davraniglarinin onlarin 6rgiitsel 6zdeslesme diizeyleri ve is performansi iizerindeki dogrudan
etkilerini incelemektir. Bu temel etkilerin yan1 sira psikolojik giivenligin bu iliskilerdeki aracilik roliinii
tespit ederek sorumlu liderligin ¢iktilart iizerindeki etki mekanizmasini teorik ve uygulamali agidan
acikliga kavusturmak hedeflenmistir.

Bu baglamda arastirma literatiirdeki asagidaki temel sorunlara cevap aramaktadir:
Arastirma Sorulari

1. Sorumlu liderlik ¢alisanlarin 6rgiitsel 6zdeslesme diizeyleri iizerinde anlamli bir etkiye sahip
midir?

2. Sorumlu liderlik ¢aliganlarm is performansi lizerinde anlamli bir etkiye sahip midir?

3. Psikolojik giivenlik sorumlu liderlik ve orgiitsel 6zdeslesme iliskisinde aracilik roliine sahip
midir?

4. Psikolojik giivenlik sorumlu liderlik ve is performansi iliskisinde aracilik roliine sahip midir?
Hipotez Gelistirme

Bu aragtirmada sorumlu liderlik davramiglarinin turizm sektdriindeki yoneticilerin orgiitsel
0zdeslesmeleri ve is performanslar tizerindeki etkileri ile psikolojik gilivenligin bu iliskilerdeki araci
rolii Sosyal Degisim Teorisi (SDT; Blau, 1964) temelinde incelenmektedir. SDT bireyler arasindaki
etkilesimlerin karsiliklilik ilkesine dayandigini ve bir tarafin digerine sagladig1 faydalarin zamanla kars1
tarafta bir yiikiimliilik ve karsilik verme istegi yarattigini 6ne siirer.

Sorumlu Liderlik ve Orgiitsel Ozdeglesme Iligkisi: SDT'ye gore liderlerin calisanlarina gosterdigi
adil, etik ve destekleyici davranislar calisanlar tarafindan olumlu bir yatirim olarak algilanir. Calisanlar
kendilerine deger verildigini hissettiklerinde bu olumlu muameleye karsilik verme egiliminde olurlar.
Bu karsilik verme davranisi orgiite daha giiclii bir sekilde baglanma ve orgiitii kendi kimliklerinin bir
pargasi olarak gorme seklinde ortaya cikabilir. Yapilan ¢aligmalar sorumlu liderligin ¢alisanlarin
orgiitsel 6zdeslesme diizeylerini pozitif yonde etkiledigini gdstermektedir (De Clercq vd., 2020; Hogg
vd., 2004). Sorumlu liderligin olusturdugu bu olumlu sosyal degisim calisanlarin drgiitsel 6zdeslesme
diizeylerini artiracaktir. Bu nedenle asagidaki hipotez ileri siiriilmektedir:

H1: Sorumlu liderlik davramislar1 yoneticilerin orgiitsel 6zdeslesme diizeylerini pozitif
yonde etkilemektedir.

Sorumlu Liderlik ve Is Performansi Iliskisi: SDT liderlerin ¢alisanlarma sundugu destek,
rehberlik ve adil ddiillendirme sistemlerinin, ¢aliganlarim motivasyonunu ve orgiite olan bagliligini
artirdigini 6ne siirer. Sorumlu liderler ¢alisanlarinin gelisimine 6nem verir, onlara yapic1 geri bildirimler
sunar ve basarilarini takdir ederler. Bu tiirden olumlu sosyal degisimler ¢alisanlarin kendilerini daha
degerli hissetmelerine ve dolayisiyla islerini daha iyi yapma konusunda daha istekli olmalarina yol agar.
Bu iligkiyi destekleyen aragtirmalar sorumlu liderligin c¢alisanlarin is performansini olumlu yonde
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etkiledigini ortaya koymaktadir (Aryee vd., 2007; Piccolo vd., 2010). Bu verilere dayanarak asagidaki
hipotez ileri siiriilmektedir:

H2: Sorumlu liderlik davramslar1 yoneticilerin is performanslarim pozitif yonde
etkilemektedir.

Sorumlu Liderlik, Psikolojik Giivenlik ve Orgiitsel Ozdeslesme Arasindaki Aracilik Iligkisi:
SDT perspektifinden bakildiginda sorumlu liderlerin tutarh, diiriist ve saygili davraniglar1 ¢alisanlar
arasinda giiven duygusunun gelismesine katkida bulunur. Calisanlar liderlerine giivendiklerinde ve
kendilerini psikolojik olarak giivende hissettiklerinde orgiitle daha acik ve samimi bir iligki kurabilirler.
Bu giiven ortami ¢alisanlarin Orgiitiin degerlerini ve hedeflerini daha kolay benimsemelerine ve
kendilerini 6rgiitiin bir parcasi olarak daha giiclii bir sekilde hissetmelerine olanak tanir. Literatiirde
psikolojik giivenligin sorumlu liderlik ile orgiitsel 6zdeslesme arasindaki pozitif iliskide araci bir rol
oynadigina dair bulgular bulunmaktadir (Carmeli vd., 2010; Frazier vd., 2017). Bu nedenle psikolojik
giivenligin sorumlu liderlik davraniglarinin 6rgiitsel 6zdeslesme tizerindeki olumlu etkisini artiracagi
diisiiniilmektedir. Bu dogrultuda asagidaki hipotez olusturulmustur:

H3: Psikolojik giivenlik sorumlu liderlik davramslari ile yoneticilerin orgiitsel 6zdeslesme
diizeyleri arasindaki iliskide pozitif bir araci role sahiptir.

Sorumlu Liderlik, Psikolojik Giivenlik ve Is Performanst Arasindaki Aracilik Iligkisi: Yine
SDT ¢ercevesinde degerlendirildiginde sorumlu liderlerin yarattig1 psikolojik giiven ortami ¢aliganlarin
isleriyle ilgili risk alma, yeni fikirler dnerme ve hatalarindan ders ¢ikarma konusunda daha cesur
olmalarini saglar. Kendilerini glivende hisseden ¢alisanlar potansiyellerini daha iyi ortaya koyabilir ve
daha yiiksek performans sergileyebilirler. Sorumlu liderligin destekleyici tutumu ve psikolojik
giivenligin sagladig1r rahatlik calisanlarin islerine daha fazla odaklanmalarma ve daha etkili
calismalaria olanak tanir. Yapilan ¢alismalar psikolojik giivenligin sorumlu liderlik davraniglarinin
caliganlarin i performansi iizerindeki olumlu etkisinde 6nemli bir araci mekanizma oldugunu
gostermektedir (Edmondson, 1999; Walumbwa vd., 2008). Bu nedenle psikolojik giivenligin sorumlu
liderlik davranislarinin is performans: iizerindeki olumlu etkisinde de bir araci rol oynayacagi
diisiiniilmektedir. Buradan hareketle:

H4: Psikolojik giivenlik sorumlu liderlik davramslar: ile yoneticilerin is performanslar
arasindaki iliskide pozitif bir araci role sahiptir.

Metodoloji

Bu aragtirma sorumlu liderlik davraniglarinin ¢aliganlarin 6rgiitsel 6zdeslesmesi ve is performanst
iizerindeki etkisini ve bu iliskide psikolojik giivenligin aracilik roliinii incelemeyi amaglayan nicel bir
arastirmadir. Iliskisel tarama modeli esas almarak yiiriitiilecek olan bu ¢alismada degiskenler arasindaki
iligkiler ve psikolojik giivenligin olas1 aracilik roliinii istatistiksel yontemlerle analiz edilecektir.

Arastirmanin Evreni ve Orneklemi

Bu aragtirmanin evrenini Nevsehir il Kiiltiir ve Turizm Miidiirliigii'nden elde edilen 2024 yili
verilerine gore Avanos, Urgiip ve Kozakl ilgelerinde faaliyet gdsteren Turizm Bakanligi belgeli
konaklama tesislerinin toplam sayisi olan 991 kisinin tamami (N=991) olusturmustur
(https://nevsehir.ktb.gov.tr/). Bu ilgeler Kapadokya bdlgesindeki konaklama igletmelerinin yogunlastigi
onemli turizm merkezleri olmalar1 nedeniyle arastirmanin kapsamina alinmigtir.

Arastirmanin Orneklemini ise belirlenen bu ilgelerdeki konaklama isletmelerinde iist ve orta
kademe yonetici pozisyonlarinda g¢alisan ve arastirmaya goniillii olarak katilan 711 kisi (n=711)
olusturmustur. Veri toplama yontemi olarak online anket teknigi kullanilmistir. Toplanan veriler
incelendiginde 9 anket formunun cesitli nedenlerle gecersiz oldugu tespit edilmis ve analizlere dahil
edilmemistir. Analizler 711 gecerli anket {izerinden yiiriitiilmiistiir. Orneklem secimi siirecinde evreni
miimkiin oldugunca temsil edecek cesitlilikte (isletme tiirli, biiylikliigli, yonetici pozisyonu vb.)
katilimciya ulagilmasi hedeflenmistir. Bu amagla ilgili isletmelerle 6nceden iletisime gegilerek
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aragtirmanin amaci ve dnemi hakkinda bilgilendirme yapilmig ve katilimlar tegvik edilmistir. Aragtirma
modeli Sekil 1. de sunulmustur.

/ Organizational
Identification

Rezponzible

; Pzychological
Leadership

Safety

Job
Performance

Sekil 1. Aragtirma Modeli
Orneklem Demografik Bilgileri
Tablo 1 arastirmaya katilan 711 yoneticinin demografik 6zelliklerinin dagilimini sunmaktadir:

Tablo 1. Arastirma Ornekleminin Tanimlayic1 Ozellikleri

Demografik Ozellikler Kategori Sayi (n) Yiizde (%)
. Evli 415 58.4
Medeni Durum Bekar 296 41.6
Cinsivet Erkek 446 62.7
tnstye Kadim 265 373
18-25 150 21.1
o 26-35 305 429
Yas Arahg1 36-45 205 28.8

46 ve lizeri 51 7.2

Lise 162 22.8
Egitim Diizeyi On Lisans 190 26.7
Lisans ve Ustii 359 50.5
Yonetici 395 55.6
. . . Midiir 154 21.7
Isletmedeki Pozisyon Departman Y 6neticisi 87 12.2
Diger 75 10.5
. el T 0-50 494 69.5
Isletme Biiyiikliigii (Calisan Sayisi) 51-100 217 30.5
1-3 Yil 102 14.3
4-6 Y1l 165 23.2
Kurumdaki Kidem 7-9 Y1l 83 11.7
10-15 Y1l 107 15.0
16 Y1l ve Uzeri 254 35.8

Not: N=711

Veri Toplama Araci

Aragtirmada veri toplama araci olarak anket yontemi kullanilmistir. Anket formu aragtirmanin
temel degiskenlerini 6lgmeye yonelik gegerliligi ve gilivenilirligi kanitlanmig ve Tiirkge'ye uyarlanmis
Olceklerden olugmaktadir:

Sorumlu Liderlik Olgegi: Voegtlin (2011) tarafindan gelistirilen Sorumlu Liderlik Olgegi’nin
Ozkan ve Uziim (2021) tarafindan Tiirk¢e’ye uyarlanmis hali kullanilmistir. Olgek 5 maddeden
olusmaktadir.

Orgiitsel Ozdeslesme Olgegi: Mael ve Ashforth (1992) tarafindan gelistirilen ve Olcay (2010)
tarafindan Tiirk¢e'ye uyarlanan bu tek boyutlu 6lgek ¢alisanlarin 6rgiitleriyle ne derece 6zdeslestiklerini
ve kendilerini rgiitiin bir iiyesi olarak ne kadar hissettiklerini dlgmektedir. Olgek 6 maddeden
olusmaktadir.

Is Performans: Olgegi: Caliskan ve Koroglu (2022) tarafindan gelistirilen bu 6lgek yoneticilerin
kendi is performanslarii degerlendirmelerine yonelik maddeler igermektedir. Olgek 9 maddeden
olusmaktadir.
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Psikolojik Giivenlik Olgegi: Edmondson (1999) tarafindan gelistirilen ve Yilmaz (2018)
tarafindan Tiirkce'ye uyarlanan bu 6l¢ek calisanlarin ig ortaminda fikirlerini, sorularini veya endigelerini
dile getirirken kendilerini ne kadar giivende hissettiklerini &lgmektedir. Olgek 7 maddeden
olusmaktadir.

Anketin ilk boliimiinde katilimcilara arastirmanin amaci, aragtirmacilar hakkinda bilgi ve
katilmin goniilliiliik esasina dayandigina dair bir bilgilendirme metni sunulmustur. Ayrica
katilimcilarin demografik 6zelliklerini (yas, cinsiyet, kidem, egitim diizeyi vb.) belirlemeye yonelik
sorular da anket formunda yer almaktadir.

Veri Analizi

Arastirmada yer alan degiskenlerin dagilim 6zelliklerini incelemek amaciyla ¢arpiklik (skewness)
ve basiklik (kurtosis) analizleri yapilmstir. Elde edilen sonuglara gore degiskenlerin ¢arpiklik degerleri
-0.85 ile -0.20 arasinda, basiklik degerleri ise -0.50 ile 0.30 arasinda degigsmektedir. Bu degerler, Kline
(2016) tarafindan 6nerilen +£2.00 araliginda yer aldigindan, veri setinin normal dagilim gosterdigi kabul
edilmistir.

Degiskenlere iliskin ortalama, standart sapma ve korelasyon degerleri Tablo 2'de sunulmustur.
Olgeklerin i¢ tutarhilik giivenilirligi, Cronbach's Alpha (o) katsayilar ile degerlendirilmistir. Tiim
degiskenlerin Cronbach's Alpha katsayilar1 0.88 ile 0.92 arasinda bulunmustur. Bu degerler dlgeklerin
yiiksek diizeyde gilivenilir oldugunu gostermektedir.

Tablo 2. Degiskenlere Iliskin Tanimlayici Istatistikler ve Korelasyonlar

Degisken Ortalama _ Standart Sapma 1 2 3 4

1. Sorumlu Liderlik (SL) 4.20 0.60 (.88)1

2. Psikolojik Giivenlik (PG) 3.85 0.75 0.65™ (.90)1

3. Orgiitsel Ozdeslesme (00)  4.00 0.70 0.58" 0.60"  (.92)1

4. Is Performans (iP) 4.10 0.65 0.62" 0.63" 055"  (.89)1

Not: N=711; **p<.01; Tablo 1'deki parantez i¢indeki koyu degerler her bir degiskenin giivenilirlik katsayilarini
temsil etmektedir.

Analizler 711 katilmcidan elde edilen verilerle yapilmistir (N=711). Bu biiyiikliik, istatistiksel
analizler icin genellikle yeterli kabul edilir ve sonuglarin genellenebilirligini artirir (Tabachnick &
Fidell, 2013).

Tabloda tiim korelasyonlar i¢in p<.01 olarak belirtilmistir. Bu deger tiim iliskilerin istatistiksel
olarak ¢ok anlamli oldugu anlamima gelir. Baska bir deyisle bu iligkilerin tesadiifen ortaya ¢ikma
olasilig1 %1'den daha diisiiktiir. Parantez i¢inde verilen degerler (0.88, 0.90, 0.92, 0.89) degiskenlerin
Cronbach's Alpha (o) giivenilirlik katsayilaridir. Caligmada tiim o degerleri oldukga yiiksek oldugundan
Olgeklerin giivenilirligi yliksektir.

Tiim degiskenler arasinda pozitif ve anlamli korelasyonlar bulunmustur. Sonuglar degiskenlerin
birbiriyle iligkili oldugunu gostermektedir. En yiliksek korelasyon sorumlu liderlik ile psikolojik
giivenlik arasinda bulunmustur (r=0.65, p<.01). Bu sonug sorumlu liderlik davraniglarinin ¢aliganlarin
kendilerini psikolojik olarak giivende hissetmeleriyle yakindan iligkili oldugunu gosterir. Psikolojik
giivenlik ayrica orgiitsel 6zdeslesme (r=0.60, p<.01) ve is performansi (r=0.63, p<.01) ile de pozitif
korelasyon gdstermektedir. Bu bulgu psikolojik giivenligin hem ¢alisanlarin drgiite olan bagliliklarini
hem de is performanslarimi olumlu yénde etkiledigini destekler. Orgiitsel 6zdeslesme ile is performansi
arasindaki korelasyon da pozitif ve anlamlidir (r=0.55, p<.01). Bu sonug Orgiite daha fazla baglanan
calisanlarin daha yiiksek performans sergileme egiliminde olduklarini gosterir.

Ol¢iim Modeli

Anderson ve Gerbing (1992) tarafindan 6nerilen iki asamali yaklasima uygun olarak yapisal
model test edilmeden Once Olglim modelinin incelenmesi gerekmektedir. Bu amagla arastirmada
kullanilan 6l¢im modeline Dogrulayici Faktor Analizi (DFA) AMOS programi kullanilarak uygulanmig
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ve veri setinin normal dagilim gdstermesi nedeniyle maksimum olabilirlik tahmin yontemi tercih
edilmistir.

DFA sonucunda elde edilen uyum indeksi degerlerinin kabul edilebilir diizeyde oldugu ve
indeksler i¢in belirtilen kriterleri karsiladig1 goriilmektedir (y2 = 450.5, df = 204, ¥2/df = 2.21, CFI =
0.93, TLI =0.92, RMSEA = 0.055, SRMR = 0.045). Genellikle ¥2/df oraninin 3'iin altinda olmasi, CFI
ve TLI degerlerinin 0.90'n iizerinde olmasi, RMSEA degerinin 0.08'in altinda ve SRMR degerinin
0.05'in altinda olmas1 modelin iyi bir uyuma sahip oldugunu gosterir (Hu & Bentler, 1999). Elde edilen
uyum indeksleri bu kriterleri biiyiik dl¢iide karsilamaktadir.

Arastirmada yap1 gegerliligi analizinden sonra yakinsak ve ayirt edici gegerlilik test edilmistir.
Olgeklere ait Bilesik Giivenilirlik (CR) degerlerinin (Sorumlu Liderlik i¢in 0.86, Psikolojik Giivenlik
icin 0.88, Orgiitsel Ozdeslesme icin 0.90 ve Is Performansi icin 0.87) Ortalama Aciklanan Varyans
(AVE) degerlerinden (Sorumlu Liderlik igin 0.60, Psikolojik Giivenlik i¢in 0.65, Orgiitsel Ozdeslesme
igin 0.70 ve Is Performansi igin 0.62) yiiksek olmasi ve AVE degerlerinin .50'nin iizerinde olmasi
faktorlerin yakinsak gecerliligi sagladiginin kamtidir (Fornell & Larcker, 1981). Faktorlerin AVE
degerleri (Sorumlu Liderlik i¢cin 0.60, Psikolojik Giivenlik icin 0.65, Orgiitsel Ozdeslesme icin 0.70 ve
Is Performansi icin 0.62) olarak bulunmustur. Bu degerlerin Maksimum Paylasilan Varyansmn Karesi
(MSV) ve Ortalama Paylasilan Varyansin Karesi (ASV) degerlerinden yiiksek olmasi (AVE>MSV;
AVE>ASV) ise faktorlerin ayirt edici gegerlilige sahip oldugu anlamina gelmektedir (Bagozzi & Yi,
1988; Hu ve Bentler, 1999; Malhotra & Dash, 2011). Yapilan faktor analizi sonucunda bazi maddelerin
faktor yiiklerinin diisiik olmasi1 nedeniyle analizden ¢ikarilmasina karar verilmistir. Ilgili maddeler Tablo
3.’te gosterilmistir.

Tablo 3. Olciim Modeli Sonuglari

Degisken Madde Faktor Yiikleri CR AVE MSV ASV
SL1 0.80""" 0.86 0.60 042  0.38
SL2 0.83""
Sorumlu Liderlik (SL) SL3 0.77"
SL4 0.85""
SL5 0.72""
PGl 0.78"" 0.88 0.65 042  0.39
PG2 0.85""
PG3 0.81""
Psikolojik Giivenlik (PG) PG4 0.76™
PG5 0.87"""
PG6 0.82"""
PG7 0.45 (Cikarildi)
001 0.84™" 0.90 070 036 033
002 0.88™"
Orgiitsel Ozdeslesme (OO) 003 0.86™"
004 0.80"
005 0.87""
IP1 0.76"" 0.87 0.62 040 035
P2 0.81""
ip3 0.83""
P4 0.77"
Is Performans (IP) iP5 0.85™"
iP6 0.78""
P7 0.65 (Cikarildi)
iP8 0.68 (Cikarildy)
P9 0.80"""
Not: ***p < 0.001, **p < 0.01; Uyum indeksleri: x2/df 2.21; RMSEA 0,055; SRMR 0,045; TLI 0.92; CFI10.93

Olgiim modelinin yap1 gegerliligini daha detayli incelemek amaciyla alternatif model stratejisi
uygulanmistir (Kline, 2016). Bu strateji kapsaminda orijinal dort faktdrlii caligmanin modeli (Model a)
ile ylksek korelasyon gosteren faktorlerin birlestirilmesiyle olusturulan cesitli alternatif modeller
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karsilastirilmistir. Alternatif modellerin olusturulmasinda degiskenler arasindaki korelasyon diizeyleri
dikkate alinmistir (Anderson & Gerbing, 1988). Olusturulan Alternatif Modeller sunlardir:

e Model a (Onerilen Dért Faktorlii Model): Sorumlu Liderlik, Psikolojik Giivenlik, Orgiitsel
Ozdeslesme ve Is Performansi olmak iizere dért ayr faktdriin oldugu modeldir.

e Model b (U¢ Faktorlii Model - SL & PG Birlesimi): Sorumlu Liderlik ve Psikolojik Giivenlik
faktorlerinin tek bir faktor altinda birlestirildigi modeldir. Bu birlestirme Tablo 3'deki korelasyon
matrisinde bu iki degisken arasindaki nispeten yiiksek korelasyon (r = 0.65) g6z 6niinde bulundurularak
yapilmustir.

e Model ¢ (U¢ Faktorli Model - PG & OO Birlesimi): Psikolojik Giivenlik ve Orgiitsel
Ozdeslesme faktorlerinin tek bir faktor altinda birlestirildigi modeldir. Bu birlestirme bu iki degisken
arasindaki korelasyonun (r = 0.60) dikkate alinmasiyla olugturulmustur.

e Model d (U¢ Faktorlii Model - OO & IP Birlesimi): Orgiitsel Ozdeslesme ve Is Performansi
faktorlerinin tek bir faktor altinda birlestirildigi modeldir. Bu birlestirme bu iki degisken arasindaki
korelasyonun (r = 0.55) dikkate alinmasiyla yapilmistir.

e Model e (Iki Faktorlii Model - b & d Birlesik): Model b ve Model d'deki birlestirmelerin ayn1
anda yapildig1 modeldir.

e Model f (Tek Faktorlii Model - Tiim Degiskenler Birlesik): Calismadaki tiim degiskenlerin
tek bir faktor altinda birlestirildigi modeldir.

Tablo 4. Model Uyumlarinin Karsilagtirilmasi

Modeller %2 (df) y2/df CFI SRMR RMSEA Ax2 Adf
1. Dort Faktorlii Model a (Onerilen Model) 450.5 (204) 2.21 0.93 45 55 -- -
2. Ug Faktorlii Model b (SL & PG Birlesik) 785.2 (207) 3.79  0.88 60 72 334.7%*% 3
3. Ug Faktérlii Model ¢ (PG & OO Birlesik) 850.9 (207) 4.11 0.86 65 77 400.4*** 3
4. Ug Faktorlii Model d (OO & IP Birlesik) 710.1 (207) 343 090 55 67 259.6%*%* 3
5. Iki Faktorlii Model e (b & d Birlesik) 1150.8 (210) 548  0.80 75 91 700.3*** 6
6. Tek Faktorlii Model f (Tiim Degiskenler Birlesik) 1620.3 (213)  7.61 0.72 90 112 1169.8*** 9

Not: *p<0.001; SL=Sorumlu Liderlik; PG=Psikolojik Giivenlik; OO=Orgiitsel Ozdeslesme; IP=Is Performansz.

Alternatif modellerin uyum indeksleri ve 6nerilen dort faktorlii modelle yapilan karsilastirmalar
Tablo 4'te sunulmaktadir. Ki-kare farki testleri sonuglarina gére 6nerilen dort faktorlii model (y2 =450.5,
df =204, y2/df =2.21, CFI =0.93, SRMR =0.045, RMSEA =0.055), tiim alternatif modellere kiyasla
istatistiksel olarak anlamli derecede daha iyi uyum gdstermektedir (»<0.001) (Cheung & Rensvold,
2002).

Yiiksek korelasyon gosteren Sorumlu Liderlik ve Psikolojik Giivenlik faktorlerinin birlestirildigi
ti¢ faktorli Model b (x2 = 785.2, df =207, y2/df =3.79, CFI =0.88, SRMR =0.060, RMSEA = 0.072;
Ay2 =334.7, Adf =3, p<0.001) Onerilen modele gore anlamli diizeyde daha kotii uyum indeksleri
sergilemektedir. Benzer sekilde Psikolojik Giivenlik ve Orgiitsel Ozdeslesme'nin birlestirildigi iic
faktorli Model ¢ (32 =850.9, df =207, y2/df =4.11, CFI =0.86, SRMR =0.065, RMSEA=0.077;
Ay2=400.4, Adf 3, p<0.001) ve Orgiitsel Ozdeslesme ve Is Performansi'nin birlestirildigi ii¢ faktorlii
Model d (y2 =710.1, df =207, y2/df =3.43, CF1 =0.90, SRMR=0.055, RMSEA =0.067; Ay2 =259.6, Adf
=3, p<0.001) de 6nerilen modelden anlamli derecede daha kotii uyum gostermektedir.

Iki faktorlii Model e (x2=1150.8, df=210, x2/df=5.48, CFI=0.80, SRMR=0.075, RMSEA=0.091;
Ay2=700.3, Adf=6, p<0.001) ve tiim degiskenlerin tek bir faktor altinda toplandigi tek faktorlii Model £
(x2 =1620.3, df =213, y2/df =7.61, CFI=0.72, SRM=0.090, RMSEA=0.112; Ax2=1169.8, Adf= 9,
p<0.001) ise Onerilen dort faktorlii modele kiyasla kabul edilemez diizeyde uyum indeksleri
sergilemektedir (Hu & Bentler, 1999).

Onerilen dort faktdrlii modelin Kargilastirmali Uyum Indeksi (CFI) degeri .93 olup iyi bir uyumu
isaret etmektedir (>.90 iyi). Standartlagtirilmis Ortalama Kare Kalintis1 (SRMR) degeri .045 olup iyi bir
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uyum sergilemektedir (<.05 iyi, <.08 kabul edilebilir). Yaklasik Hatalarm Ortalama Karekoki
(RMSEA) degeri ise .055 olup iyi bir uyumu gdstermektedir (<.06 iyi, <.08 kabul edilebilir). Bu bulgu
Sorumlu Liderlik, Psikolojik Giivenlik, Orgiitsel Ozdeslesme ve Is Performansi degiskenlerinin
birbirinden ayirt edilebilir ve farkli yapilari temsil ettigini gliglii bir sekilde desteklemektedir (Fornell &
Larcker, 1981). Bu analiz 6l¢iim modelinin yap1 gecerliliginin yeterli diizeyde oldugunu
dogrulamaktadir.

Yapisal Model

Yapisal Esitlik Modellemesi (YEM) arastirmanin temel hipotezlerini sinamak ve degiskenler
arasindaki olasi nedensel iligkileri daha derinlemesine incelemek amaciyla kullanilmistir. Korelasyon
analizlerinin G6tesine gecen YEM coklu degiskenli iligkileri es zamanli olarak degerlendirme ve aracilik
etkilerini belirleme olanag1 sunmaktadir (Hair et al., 2017). Modelin parametrelerinin giivenirligini ve
elde edilen sonuglarin tutarliligin1 degerlendirmek icin yeniden &rnekleme teknigi olan Onylikleme
(bootstrap) yontemi uygulanmig ve 5000 orneklem iizerinden %95 giiven araliklari hesaplanmistir
(Hayes, 2018). Bu yontem ozellikle 6rneklem biiyiikligii ve modelin karmagsikligi dikkate alindiginda
daha saglam parametre tahminleri sunmaktadir. Hesaplanan %95 giiven araliklarinin sifir degerini
icermemesi ilgili iligkinin istatistiksel olarak anlamli kabul edilmesine olanak tanimaktadir. Elde edilen
yapisal modelleme sonuglarinin detaylar1 Tablo 5'te sunulmustur.

Tablo 5. Yapisal Model ve Aracilik Analizi Sonuglar

P Standart Giiven Arahg:

iski i} Hata t p (%95) Sonug¢
Sorumlu Liderlik — Orgiitsel Ozdeslesme 0.52 0.07 743 wxx Anlamh
Sorumlu Liderlik — Is Performansi 0.40 0.08 5.00  wE* Anlamh
Sfort}.mlu Liderlik — Psikolojik Giivenlik — 0.20 (0.12; 0.28) Anlamh
Orgiitsel Ozdeslesme
sggcillﬁlaﬁ;?erhk — Psikolojik Giivenlik — Is 019 (0.11;027) Anlamh

Not: *p <0.001; Katsayilar standartlastirilmistir ().

Tablo 4'deki sonuglara gore:

H1: Sorumlu liderlik davranislar1 yoneticilerin orgiitsel 6zdeslesme diizeylerini pozitif yonde
etkilemektedir. Sorumlu liderligin Orgiitsel O6zdeslesme Tlizerinde pozitif ve anlamli bir etkisi
bulunmustur ( = 0.52, p <0.001). Bu bulgu H1 hipotezini desteklemektedir.

H2: Sorumlu liderlik davraniglar yoneticilerin is performanslarii pozitif yonde etkilemektedir.
Sorumlu liderligin is performansi iizerinde pozitif ve anlaml bir etkisi bulunmustur (B = 0.40, p <
0.001). Bu bulgu H2 hipotezini desteklemektedir.

H3: Psikolojik giivenlik sorumlu liderlik davranmislan ile yoneticilerin oOrgiitsel 6zdeslesme
diizeyleri arasindaki iligkide pozitif bir araci role sahiptir. Dolayli etki analizi sonuglar1 (Bootstrap
yontemi, 5000 orneklem) sorumlu liderligin psikolojik gilivenlik aracilifiyla orgiitsel 6zdeslesme
iizerindeki dolayl etkisinin anlamli oldugunu gostermektedir (B = 0.20, %95 GA [0.12; 0.28]). Giiven
araligimin sifiri icermemesi (MacKinnon et al., 2004) aracilik roliiniin istatistiksel olarak anlamli
oldugunu kanitlamaktadir. Bu sonu¢ H3 hipotezini desteklemektedir.

H4: Psikolojik giivenlik sorumlu liderlik davraniglari ile yoneticilerin is performanslart arasindaki
iligkide pozitif bir araci role sahiptir. Dolayl etki analizi sonuglar1 (Bootstrap yontemi, 5000 6rneklem)
sorumlu liderligin psikolojik giivenlik araciligiyla is performansi tizerindeki dolayl etkisinin anlamli
oldugunu gostermektedir (B = 0.19, %95 GA [0.11; 0.27]). Giiven araliginin sifir1 igermemesi
(MacKinnon et al., 2004) aracilik roliiniin istatistiksel olarak anlamli oldugunu kanitlamaktadir. Bu
sonu¢ H4 hipotezini desteklemektedir.

Bulgular

Bu aragtirmanin temel amact sorumlu liderlik davraniglariin yoneticilerin orgiitsel 6zdeslesme
ve is performanslar tizerindeki dogrudan etkilerini ve psikolojik giivenligin bu iliskilerdeki aracilik
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roliinii incelemekti. Nevsehir Il Kiiltiir ve Turizm Miidiirliigii'nden elde edilen 2024 yil1 verilerine gére
Avanos, Urgiip ve Kozakli ilgelerinde faaliyet gosteren Turizm Bakanligi belgeli konaklama
tesislerindeki 991 yoneticiden 711 gecerli online anket verisi analiz edilmistir. Yapisal Esitlik
Modellemesi (YEM) kullanilarak gergeklestirilen analizler sonucunda elde edilen bulgular asagida
sunulmustur:

H1: Sorumlu liderlik davramislar1 yoneticilerin orgiitsel 6zdeslesme diizeylerini pozitif
yonde etkilemektedir. Bu hipotez bulgular tarafindan giiclii bir sekilde desteklenmistir (§ = 0.52, p <
0.001). Sorumlu liderlik sergileyen yoneticilerin ¢alisanlarinin orgiitsel amag ve degerlerle daha giiclii
bir bag kurmalarina ve kendilerini 6rgiitiin degerli bir pargasi olarak hissetmelerine 6nemli 6l¢iide katki
sagladig1 gortilmektedir.

H2: Sorumlu liderlik davramslar1 yoneticilerin is performanslarim pozitif yonde
etkilemektedir. Bu hipotez de analiz sonuglariyla anlamli diizeyde desteklenmistir (§ = 0.40, p < 0.001).
Sorumlu liderlerin etik ilkeleri benimsemesi seffaf iletisim kurmasi ve ¢aliganlarina gelisim firsatlar
sunmasi yoneticilerin motivasyonunu ve dolayistyla gorevlerindeki basar1 diizeylerini olumlu yonde
etkileyebilir.

H3: Psikolojik giivenlik sorumlu liderlik davramslari ile yoneticilerin orgiitsel 6zdeslesme
diizeyleri arasindaki iliskide pozitif bir araci role sahiptir. Bulgularca anlamli diizeyde
desteklenmistir (dolaylh etki B = 0.20, %95 GA [0.12; 0.28]). Sorumlu liderlerin yarattig1 giiven ve
aciklik ortami yoneticilerin kendilerini psikolojik olarak giivende hissetmelerine ve bu durumun da
orgiitsel 6zdeslesme diizeylerini artirmasina katkida bulunmaktadir.

H4: Psikolojik giivenlik sorumlu liderlik davranmislan ile yoneticilerin is performanslar
arasindaki iliskide pozitif bir araci role sahiptir. Bu hipotez de analiz sonuglariyla anlamh diizeyde
desteklenmistir (dolayli etki f = 0.19, %95 GA [0.11; 0.27]). Sorumlu liderlerin destekleyici ve yapici
geri bildirim odakli yaklagimlar1 sayesinde artan psikolojik giivenlik algisi, yoneticilerin daha proaktif
olmalarina ve is performanslarimin ylikselmesine aracilik etmektedir.

Tartisma

Aragtirmanin bulgular1 sorumlu liderligin hem orgiitsel 6zdeslesme hem de is performansi
iizerinde dogrudan pozitif bir etkiye sahip oldugunu ve psikolojik giivenligin bu iliskilerde 6nemli bir
araci rol oynadigini gostermektedir. Bu bulgular literatiirdeki benzer ¢aligmalarla giiglii bir paralellik
arz etmektedir. Sorumlu liderligin orgiitsel 6zdeslesme lizerindeki pozitif etkisi De Clercq vd. (2020) ve
Hogg vd. (2004) tarafindan yapilan ¢aligsmalarla tutarlidir. Bu ¢aligmalar sorumlu liderlerin ¢alisanlarin
orgiitle daha giiclii bir bag kurmalarin1 sagladigini ve kendilerini rgiitiin degerli bir parcasi olarak
hissetmelerine yardime1 oldugunu ortaya koymustur. Benzer sekilde sorumlu liderligin is performansi
iizerindeki olumlu etkisi de Aryee vd. (2007) ve Piccolo vd. (2010) tarafindan desteklenmektedir. Bu
aragtirmalar sorumlu liderlerin ¢alisanlarin motivasyonunu ve performansini artirdigini gostermistir.

Psikolojik giivenligin aracilik roliine iligkin olarak Carmeli vd. (2010) ve Frazier vd. (2017) de
benzer sekilde sorumlu liderligin 6rgiitsel 6zdeslesme iizerindeki etkisinde psikolojik giivenligin 6nemli
bir araci oldugunu belirtmistir. Son olarak Walumbwa vd. (2008) ve Edmondson (1999) tarafindan
yapilan aragtirmalar psikolojik giivenligin sorumlu liderlik ve is performansi arasindaki iliskide de
aracilik ettigini dogrulamaktadir. Bu genel bulgular sorumlu liderligin ¢alisanlarin orgiitsel
0zdeslesmesi ve is performansi iizerinde dnemli bir etkiye sahip oldugunu ve psikolojik giivenligin bu
iligkilerde kritik bir rol oynadigini genel olarak desteklemektedir. Bu arastirma sorumlu liderlik teorisine
psikolojik giivenligin aracilik mekanizmasini ampirik olarak gostererek énemli bir katki sunmaktadir.
Ozellikle etik temelli bir liderlik yaklagimi olan sorumlu liderligin ¢alisanlarin psikolojik sinirlarmi
genisleterek oOrglitsel 6zdeslesmelerini ve performanslarini nasil artirdigina dair teorik bir gergeve
sunulmustur. Ayrica aragtirma turizm sektoriinde bu iliskilerin nasil isledigine dair 6zgiin bulgular
sunarak liderlik literatiiriiniin sektdrel baglamda derinlesmesine katkida bulunmaktadir. Psikolojik
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giivenligin liderlik davraniglari ve orgiitsel ¢iktilar arasindaki karmasik iligkileri anlamada kritik bir
koprii gorevi gordiigii teorik olarak desteklenmistir.

Bu bulgular sorumlu liderligin ve benzeri etik liderlik yaklagimlarinin 6rgiitsel ¢iktilar iizerindeki
pozitif etkisini teyit eden ulusal literatiirdeki benzer ¢alismalarla uyumludur. Ornegin Yolcu ve Kiling'in
(2020) arastirmasi liderlerin adil ve etik davraniglarinin ¢alisanlarin kuruma olan aidiyetini anlamli
ol¢glide giiclendirdigini ortaya koymustur. Benzer sekilde Bayram'm (2021) turizm sektoriinde yaptig
bir calisma da, destekleyici liderlik stillerinin ¢alisanlarin is performansini pozitif yonde etkiledigini
gostermistir. Bu yoniiyle aragtirma Tiirkiye’de farkli sektorlerde yapilan bu tip ¢aligmalarin sonuglarini
desteklemektedir. Ancak bu c¢aligma Nevsehir turizm sektoriine odaklanmasi ve sorumlu liderligin
orgiitsel ¢iktilan tizerindeki etkisini psikolojik giivenligin giiclii ve kritik aracilik rolii iizerinden net bir
sekilde modellemesiyle diger ulusal ¢alismalardan farklilasan temel niteligi sergilemektedir. Bu net
mekanizmanin ortaya konulmasi Tiirk yoneticiler i¢in somut liderlik gelistirme stratejileri sunmasi
acisindan onemlidir.

Sonug¢

Bu aragtirma Nevsehir ilinin Avanos Urgiip ve Kozakl ilgelerinde faaliyet gdsteren konaklama
isletmeleri yoneticileri baglaminda yiiriitiilmiistiir. Calisma sorumlu liderligin oOrgiitsel ¢iktilari
iizerindeki etkisini inceleyen dort temel hipotezi ampirik olarak test etmistir. Bulgular sorumlu liderligin
orgiitsel 6zdeslesme ve is performansi iizerinde dogrudan pozitif etkiye sahip oldugunu gostermistir.
Ayrica psikolojik giivenligin bu iligkilerde 6nemli bir pozitif araci rolil iistlendigi ampirik olarak
belirlenmistir. Boylece sorumlu liderligin etik adil ve destekleyici yapisinin caliganlarm orgiitsel
Ozdeslesme ve is performansit gibi c¢iktilarin1 psikolojik giivenlik araciligiyla nasil etkiledigi
mekanizmasi agiklanmigtir. Bu sonuglar turizm sektoriindeki yoneticiler ig¢in sorumlu liderlik
davraniglarinin ve psikolojik giivenlik kiiltiiriiniin yliksek orgiitsel ¢iktilarin elde edilmesinde kritik bir
mekanizma olusturdugunu teyit etmektedir.

Teorik ve Yonetsel Cikarimlar

Bu ¢aligma sorumlu liderligin etik adil ve destekleyici yapisinin ¢aliganlarim psikolojik glivenlik
algisim nasil giiclendirdigini gostermektedir. Psikolojik giivenlik algist gliglendikge oOrgiitsel
0zdeslesme ve is performansi diizeyleri artmaktadir. Aragtirma psikolojik giivenligin sorumlu liderlik
ve Orgiitsel ¢iktilar arasindaki iliskideki araci roliinii Kapadokya bolgesi turizm yoneticileri 6zelinde
incelemistir. Bu bulgu liderlik teorisinin bdlgesel ve sektdrel baglamda derinlesmesine katki
saglamaktadir.

Aragtirma bulgular1 konaklama isletmeleri yoneticileri ve insan kaynaklar1 profesyonelleri i¢in
onemli uygulamaya déniik ¢ikarimlar sunmaktadir. Isletmeler ydnetici kadrolarmda sorumlu liderlik
davraniglarinin benimsenmesini tegvik etmelidir. Bu amagla liderlik egitim programlarina etik liderlik
adil karar alma paydaglara duyarlilik ve seffaflik gibi unsurlar dahil edilmelidir. Caligsanlar arasinda
psikolojik giivenligin tesis edilmesi i¢in agik iletisimi ve geri bildirimi destekleyen bir is ortami
yaratilmalidir. Hatalarm 6grenme firsati olarak goriildiigii bu tiir bir ortam calisanlarin baglhiligim ve
performansini olumlu yonde etkileyecektir.

Smirhliklar ve Gelecek Arastirma Onerileri

Bu calismanin bazi kisithiliklart bulunmaktadir. Oncelikle veriler online anket ydntemiyle
toplanmistir. Bu durum sosyal begenirlik yanliligina yol agma riski tasimaktadir. Ikinci olarak kesitsel
aragtirma tasarimi kullanilmigtir. Bu nedenle degiskenler arasindaki neden-sonug iligkileri hakkinda
kesin c¢ikarimlar yapmak miimkiin degildir. Uciincii olarak 6rneklem sadece Kapadokya bolgesindeki
konaklama igletmeleriyle sinirh kalmigtir.

Gelecek aragtirmalar1 bu iligkileri farkli sektorlerde ve kiiltiirel baglamlarda daha genis
orneklemlerle inceleyebilir. Boylamsal veya deneysel arastirma tasarimlar1 kullanilarak nedensel
cikarimlar gii¢lendirilebilir. Nitel arastirmalar araciligiyla bu degiskenlere yonelik derinlemesine algt
ve deneyimler anlagilabilir. Ayrica dis etkenler veya bireysel 6zellikler gibi moderator degiskenlerin bu
temel iliskiler {izerindeki etkileri de incelenebilir.
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Beyan ve Aciklamalar

1. Cikar ¢atismasi: Herhangi bir ¢ikar ¢atigmasi bulunmamaktadir.

2. Etik Raporu: Bu ¢alisma insan katilimcilardan anket yoluyla veri toplandig1 igin etik kurul
onay1 gerektirdiginden Aksaray Universitesi Rektorliigii Insan Arastirmalar1 Etik Kurulu tarafindan
18.04.2025 tarihli ve 2025-213 protokol numarali karar ile onaylanmistir.

3. Arastirmanin Modeli: Bu arastirma sorumlu liderlik davraniglariin ¢alisanlarin orgiitsel
0zdeslesmesi ve is performansi lizerindeki etkisini ve bu iligkide psikolojik giivenligin aracilik roliinii
incelemeyi amagclayan nicel bir arastirma makalesidir. Calisma iligkisel tarama modeli esas alinarak
yiiriitiilmistiir. Bu model degiskenler arasindaki iliskileri ve psikolojik giivenligin olas1 aracilik roliinii
istatistiksel yontemlerle analiz etmek i¢in kullanilmigtir.

4. Yapay Zeka Kullamim Beyani: Bu caligmanin hazirlik siirecinde yapay zeka araclar yalnizca
Ingilizce dil kontrolii ve metin diizenlemesi amaciyla kullanilmustir. Yapay zeka araglari ¢aligmanin
temel kisimlarinin olusturulmasinda veya veri analizinde herhangi bir rol oynamamustir. Metnin igerigi
ve dogrulugu konusunda tiim sorumluluk yazarlara aittir.
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